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Career Development of Graduates in Economics arsthBss Administration in Croatia

1. INTRODUCTION

Introduction part will provide approach to the neasthesis's topic. In this part general
definitions and explanations about main concepty &1 career and its development as well
as graduates in Economic in Croatia will be prodgidelereafter problem definition, main

goals of the research, methodology of researchsangtture of the master thesis will be
presented.

1.1. PROBLEM DEFINITION

The importance of educated graduates in Econoraius lfusiness administrationis well as
the quality education in economics are recognise@iwmatian population. Future students of
Economics show great interest in the enrolment matan Faculties of Economics. This can
be proved with the fact that Faculties of Econonmc€roatia hold prime position regarding
the number of opening positions for new studentselkas the annual number of the enrolled
and graduated students. At the Croatian labour ehatkere is a great number of those
graduates in Economics who are waiting for thestfjob opportunity (in Croatian regions
that will be researched in the master thesis, temployed graduates in Economics form
25%-30% of total number of unemployed persons Vatulty degree)On the other hand, it

is important to mention that they represent thaséegsionals whose process of employment
is the most dynamic one. There is also a significaermber of those who find their first
employment immediately after their graduation. Teés be applied to those students who
proved themselves as successful students and hankdngy individuals who had part time
jobs during their educational process. There areenamd more companies in Croatia that
require numerous skills and abilities from potdngaployees, and not only graduation
diploma. Such requests can be seen as: creatiig§ienge, incentive and finally potential for
development, which is the main topic of this mashesis. These are the reasons why it is
important and useful to study careers of graduat&conomics for improving the efficiency
of labour market activities on both sides, suppigt demand.

Before closely defining the term career developmieig useful to present the term of career,
its meaning as well as its implications for indivads. It is necessary to distinguish career
from the concrete job. Job represents a set ofitket that a person undertakes to fulfil
his/her tasks and duties in order to get his/henthip compensation, monthly pay check
(Bahtijarevt, 1999, p. 829). Career is more complex and is mdereanding than a job itself.
While most people think that the term career meamhgancement in an organisation, a
broader view defines career as an individually @eed sequence of attitudes and behaviours
associated with the work-related activities andegigmces over the span of a person's life
(Bernardin, Russel, 1993, p.340). For an individa@an organisation, career is observed as a
continuous movement among jobs, positions, chafleraind different responsibility levels. It

Y In further text term of this profession will beperssed just as graduates in Economics, but ifmgly
graduates in Economics (and business administjation
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represents the main link between organisation emedmployees, and also it defines the level
which the individual in a company wants to reactdividuals' goals, plans and wishes have
to be in correlation with organisational core plansl goals in order to succeed in creation of
personal career. The main goal of all companiesoisreate successful organisational
development. In order to reach that level, commasi®ould pay great attention to personal
interests of their employees, because they représencompanies’ most important capital.
Companies should plan their achievement and malgossible hand by hand with their

employees. In this way they will form a strong ceation between their (companies'’) needs
and personal needs of their employees. Those caegdnat treat their main resource,

employees, in the stated way, will for certain haeaefits in the future. Companies that are
aware of that fact organise human resource (HRare@nts whose most important task is
professional planning and development of individtaakers.

Besides career definition and its meaning, it is/vemportant to define the process of career
development and its influence on an individual inc@mpany. Career development is
represented by a set of correlated and integratgdnsational and individual activities,
where individuals and companies are seen as parinethe process of promotion and
development of personal career (Bahtijatevi999, p.831). The overall process of career
development can be defined as an ongoing procgsshixh individual persons progress
through a series of stages, each of which is cheniaed by a relatively unique set of issues,
themes and tasks (De Simone, Harris, 1998, p.3adjvidual career development can be
observed inside the same company and can be seetyps of hierarchical promotion from
simpler and less demanding jobs and positions deethmore demanding, more challenging
and those that involve certain level of respongybilOn the other hand, career can be
developed horizontally, which means that a perdmenges jobs and positions from those
where he/she started to work "by accident” to thekeh fulfil and satisfy his/her personal
expectations and demands.

Career development can be observed through diffesteiges, connected with personal and
business life. Studies of career stages have fthimidneeds and expectations change as the
individual moves through the stages (lvancevict9419.493). Also, different career stages
require different demands from individuals, whioklude different activities that they have to
deal with, but also different procedures during padtion of personal and organisational
needs. This leads to different roles that individyalay in an organisation. When talking
about career and career development, it is negessanention numerous factors that can
influence the process of career development. Thaxders can be distinguished as those that
act as a tool in career development process, md pérsonal factors which influence
individual's behaviour. The last but not the leasiportant factor influencing career
development is education, because educated arlddskiérsonnel represent the companies'
main competitive advantage.
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1.2. THE AIM AND GOALS OF THE RESEARCH

The general aim of the thesis is to form cognitdrout present conditions on the labour
market of graduates in Economics in Croatia withard to movements and employment
dynamics. Using different tools and methods inghwirical part of the thesis the aim is
to provide information for understanding regiondffeslences in Croatia and also

differences in the employment and career developrinetween different generations of

graduates in Economics in Croatia.

In line with the general aim, the empirical partloé thesis tests various hypotheses:

The first set of hypotheses describes correlatameng the number of unemployed
graduate persons and unemployed graduates in Eccsas well as the correlation
between the enrolled students at Croatian FacultieSconomics and graduates in
Economics.

The second set of hypotheses looks at the carégraduates in Economics who are
an important segment among Croatian highly educptetessionals. Their quality
individual development can be valuable for rev#afion of Croatian economy.
Analysis of the present situation at Croatian labmarket (as a whole but also on
regional level) among the graduates in Economicsco@ing to different
demographical characteristics), can be incentivepfussible changes. Analysing a
group of graduates in Economics, this researchtwyilto reveal standards in Croatian
economy regarding the issues that are relevarihigtthesis. A set of hypotheses will
test if there are significant differences amongdgedes in Economics in different
parts of Croatia with regard to determined atteisutlt is assumed that Croatian
regions that are the subject of this research tt®alimatia County, Primorsko-
goranska County and Istria County) do not diffesnifr one another regarding the
graduates in Economics due to the fact that theye haimilar regional and
developmental conditions and offer similar oppoitiea to new graduates regarding
educational and employment possibilities.

The third set of hypotheses will examine correlatlmetween the students' success
during faculty education and waiting period for firet employment after graduation.
Based on the theory it is assumed that there isnkdetween excellent educational
results and easier and better employment oppoeaniEor this purpose, the thesis
will analyse changes occurred within one generanahe period of four year, and the
way their individual careers developed. On the iexgtion that career develops over a
period of several years, differences and simikgiamong two sequential generations
will be presented. By doing so it will be possiliéebetter understand the process of
career development among Croatian graduates in damos. It will also show
connection between the career drivers establisredng Croatian graduates in
Economics and career drivers from similar reseache
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* The fourth set of hypotheses examines student ptpnl of final years from three
different Croatian Faculties of Economics. Thesadents are at the doorstep of
Croatian labour market and represent the futureatzno economic experts and
valuable human capital. Their opinions are impdreaswell as their state regarding
their future career development and opportunitiesbusiness world. Significant
differences among Croatian students of Economicdifferent part of Croatia
regarding determined attributes will be analyseoh Bxistence of regional differences
is assumed due to similar educational and employropportunities within these
regions, providing them similar career opportusitie

* Finally, this work will analyse the correlation ixeten the graduates in Economics and
their future colleagues on the business marketctineent students of final year. The
correlation will be analysed on the basis of theults gathered from the experiences
that the graduates in Economics have accomplishewbiv in real business situations
and the students' expectations in the real busiwvessl. The final set of hypotheses
will examine if there are significant differencestWween the experiences of graduates
in Economics and students' expectations. Through ahalysis of the students'
expectations after graduation and career realitwili be possible to understand
potential discrepancies.

1.3. METHODOLOGY OF THE RESEARCH

In this master thesis results and information Wl gathered through survey (questionnaire),
statistical data and direct research. Empiricat pathis work will be mostly done through
survey, which will be divided in two parts. Thesfisurvey will be done among the graduates
in Economics that graduated at the Faculties omBrocs in Split, Rijeka and Pula in the
generation 1997/98, with the exception that an tamdil generation of Split's graduates in
Economics will be questioned, and that is the gtiwr that graduated four years before, in
1994/95. The other survey will be done among thdesits of the final year at the Faculties of
Economics in Split, Rijeka and Pula, generation422005. Both surveys will be in written
form. Regarding the structure of the questionnanel gathered and analysed data, the
findings from the first survey will be dealing withe respondents’' personal data, their first
job, and their position in the company, process @indelection but also satisfaction on the
current employment position, as well as the awaera their career and developmental
opportunities. On the other hand, findings from dliger survey will be dealing with the final
year students' expectations and opinions aboutfil&ijob and developmental opportunities.
Majority of questions will be structured questiondiich means that they will specify the set
of response alternatives, constructed in the mealspoice and scale format. A few questions
will be open-ended, but those will relate only he tanswers where respondents will be
required to write numerical answers.
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Also, this master thesis will be supported not dmythese surveys, but by the concrete data
from different statistical reports and computerisiadlabases from the Croatian Employment
Service, Regional offices Split, Rijeka and Pulae3e data will mainly present support or
evidence about the movements of Croatian graduates€conomics, employed and
unemployed Croatians graduates in Economics andgshare among all occupations. Also,
in the research numerous references, bibliographita Internet sources will be used, and
personal research will be done through direct aintath the persons and occupations which
can be a valuable source of information concerttiegopic of this research.

1.4. STRUCTURE

Due to the topic of this research as well as todgf@nition of the problem, this master thesis
will be divided into six parts. Within the first gathe reader will be introduced to the
definition and will be presented with the backgrdwt the problem. The main reasons and
goals of this research will also be described dbagehe methods of the research and work.

The topics of the second, third and fourth part & theoretical ones, which will clarify the
problem section in a more proper and clearer wagofetical foundations that will guide the
whole research will be presented in this segmentwell as the research questions. These
parts will include the definition of career witls itlevelopment process as well as with career
development stages. The importance of personat inleareer development will also be the
issue of this subject. Further, the theoreticat pathe thesis will continue with the stress on
the factors that influence career development drebet factors will be emphasised as
organisational career planning and developmenstaslwell as the personal behaviour and
knowledge as drivers for continuous developmemtalfy, career drivers will be theoretically
presented as well as the Croatian regional diffserand similarities, which will be analysed
in the empirical part of thesis.

The aim of the fifth part will be to present anagt findings from the labour market in
Croatia regarding the graduates in Economics. Tis¢ part will be concerned with the
structure of this market and the dynamics of emmpleyt of the graduates in Economics in
Croatia. Structure of the graduates in Economic®raing to demographic factors in three
Croatian counties will be taken into consideratiorthis segment of the work. The second
part of the empirical research will deal with swyseand their results. All findings on the
major topics will be presented here and supportgdhe conclusions and explanations
gathered through hypotheses. Various comparatie¢yses will be done in this part of the
work, as comparison among graduates in Economittsnadifferent counties, comparison of
different generations of graduates in Economictetes the same period, and comparison of
the same generation of graduates in Economicselsted in two different periods. This part
will also show the findings about the students'estations regarding their first job after
graduation and possibilities in career developméntthe end, the empirical part of the
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research will also explore correlations between stated groups of respondents, between
experiences of the graduates in Economics andtllersts' expectations.

The final part will present conclusions of the wdabork supported by the summary of
guantitative and qualitative analysis. Findingsl wé explained with regard to the presented
problem and definitions from the theoretical pdrtiee work. Also, some possible solutions
of the problems will be presented. At the end efwlork, all bibliography that will be used in
the research will be presented, supported by coeniget databases. A list of all tables, charts
and figures will be included.
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2. THEORETICAL ASPECT OF CAREER AND ITS DEVELOPMENT

This part theoretically introduces the complex tesfncareer and its development through
different stages of the individuals' work life. Ersion of this part expresses influence of
diverse factors on the individuals' career develepimand provides theoretical basis for
further empirical research.

2.1. DEFINITION OF CAREER AND ITS DEVELOPMENT

Career is a complex term, and different authorsdef in different ways. In the past, people
did not consider this term to be so complex andoirigmt as now, and it was considered that
when a person had a job, it was for a life longntelPeople used to start their job when they
were young, and they used to stay in the same @éon, and even at the same position, till
they retired. It was taken for granted that a peiédard worker, reliable, competent, loyal
and making no problems, would have a job as lonpedshe wanted it. In return for such
behaviour of employees, companies offered themsgdurity and stability of job. All the
system, including organisation and employees, fanetl like a family, where the
organisation was the one that acted in paternaligy. In those days career started as soon as
a person finished his/her education and starteddk, and did not require any additional
knowledge or professional development.

Today the situation is quite different and much enocomplex, due to the numerous and
constant changes in economics and technology. pe@on wants to succeed in such a
turbulent and changing environment, he/she haslaptao it, and should continue acquiring
new skills, abilities and training throughout thbale working life. It is obvious today that a
person must constantly develop new and better palskills. New jobs and new tasks are
more demanding and more challenging, so individuesd to be available, ready and
prepared enough to accomplish new and technoldgicadre sophisticated tasks and duties
(Ivancevich, 1994, p.490). However, the employeroisthe only one who has to take many
factors into consideration if he/she wants to sedceén professional life. Also, the
organisation must be aware of many factors, oneh being how to best utilize talents of
its employees. Companies must be aware of thetliattcreating stable and fruitful future
growth will be possible only with the help and sapgpof human resources. The HR
departments offer not only care for employees, &lab coordination and correlation of
personal and organisational needs, plans, goalslaifiies (Bernardin, Russel, 1993, p 341).
Relationship between companies and employees laasiachlly changed in a way that now
both of them wants to derive benefit from that tieteship. Changes are seen in the fact that
employees do not have promise for a long term andre employment any more, but have to
be responsible for their own future. Taking intomsideration that today career is considered
to be a life long process more complex than it useble, it is not strange that career is in a
focus of many studies, and that many scientistslifferent professions (psychologists,
sociologists, economists) are trying to understtmedprocess of personal career. There are
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various possibilities when one tries to definettdren of career, and different authors define it
in a narrower or broader way. Career can deschbeirtdividual's occupation, but on the
other hand, it can denote one's progression amdasimg success within his/her occupation
or organisation, or it can denote sequence ofeélgtbs (De Simone, Harris, 1998, p. 345). A
career is the sum of total work-related experierthesughout a person's life (Jones, George,
Hill, 2000, p.406). The popular meaning is probateiffected in the idea of moving upward in
one's chosen line of work-making more money; havimge responsibility; and acquiring
more status, prestige and power (lvancevich, 199492). A career is denoted by getting
jobs, moving between the jobs, positions, levelsesponsibilities and challenges, but even
more than that (Bahtijare¥i1999, p.830).

To sum up, career is a life long process, whichcasnposed of the person's working
experience gained while performing different jobsl aoving between diverse positions, but
it is also fulfilled by achieving greater responilstip, power and progression on his/her career
path. Career becomes the most important connebBbmeen an individual and organisation.
Young, talented and well educated and skilled m®@als put their career and development
among the most important segments of their lifel drey stay in certain position until they
see perspectives for personal and career develdprAenording to this, career can be
subjectively determined and depends on the indalisuexplanation, as a sequence of
attitudes and behaviours related to his/her workixggerience. On the other hand, it can also
be determined objectively and means getting tts jiob, moving between different jobs and
tasks, levels of responsibility and different caalies, or it can also be represented as a long
sequence of different jobs and working experience.

2.2. CAREER DEVELOPMENT

Putting the term areer and the termdevelopment together, it can be said that career
development is the life-long process of fostering aultivating the shape of the individual's
working life so as to make the best use of inhetalents, skills, knowledge and interests for
that person (Peel, 1992, p.13). The teareer development is concerned with the potential of
employees and the situations in which they are ay fve at the moment and after that. It
often carries a strong overtone of promotion andbard movement. Career development is
vital to the individual employee. Taking into causiation the Masllow’swell known
hierarchy of needs, which places self-actualisatibthe top of pyramid as the goal to which
all aspire, it can be concluded that career devedoy is central to this self-actualisation. It
will contribute at the deepest level to working eetiveness, motivation and personal
fulfilment, not only in working life but spreadinglso at social spheres of individual's life
(Peel, 1992, p.14). Before starting developinghas/own career, individual has to make
thorough consideration of possible solutions. Thesl@tions imply all the connections and
correlations between one's needs, abilities, praters and wishes, and the organisation's

2 See more on Maslow's hierarchy of needs theoBgaif, Marcic, 2001, p.413.
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capabilities, needs and possibilities. If matchad eorrelations between those two important
actors work, than both parties can achieve posiggalts. Matching will not happen suddenly
and at once when it is needed, but it has to benpld organised and required from both
sides. As stated, individuals and organisationstiaose who have to take care about this
process, but there are also the HRM specialistseapdrts, who need to help them to make
correlations and connections. Those specialistsombination with organisations have to
accomplish individual needs, while individuals, the other hand, must be aware of the
opportunities available now, and of course, thoséicipated in the future. Important
information and cognitions on actual situation datlire needs, have to be share between
individuals and organisations, and not kept for side only.

Benefits of career development are equally impoffianthe employee himself/herself and for
the employer (Peel, 1992, p. 14). If the purposarobrganisation is to make profit, than the
best developed employees will produce the gregtestit. The matching between the
organisation's and individual needs and interestfi significant importance, because
employees can give their best only when they ameqa on the right job and provided with
the right development and training but also sumubrivith the best management. In
unfavourable circumstances, the stressed and uphapployees will be less efficient than
those who find the match between job, career amsopal satisfaction. If the organisation
denies development opportunities to its employgaesay benefit in the short run but later it
will be overtaken by those which make the fullesé wf their human resources. It is also
important to be aware of the needs, abilities amdepences of the other side. People change
in time, they learn more, become aware of new lihegs that have never been aware before,
they have new connections, improved abilities daliss different wishes and opportunities,
but also, as the time goes on, they acquire difteneeds. On the other hand, it is important to
born in mind that organisations themselves arearminstant. They also change in a way that
requires different organisation structure, changeshe hierarchical level and chain of
command. Parallel with the changes in environmerganisations create new departments
and require educated and skilled professionalshi®mew jobs and tasks. So, taken all these
into consideration, it is clear that organisatiamsl individuals live and work in a turbulent
and changing environment, and require specialisis will help them match their needs and
avoid certain discrepancies. This way, certainlgkenthe job of planning and meeting human
resource needs much more efficient. If the matcpnmogess works well, the organisation and
the individual will benefit. The organisation mayperience an increased productivity, higher
organisation's commitment and long-range effecegsnand the employee may have higher
satisfaction, security and personal developmentn@ein, Russel, 1993, p.341). Matching
the needs stated above, is the process of careefogement supported by its particular
segments, like career planning and career managemaich will be described in more
details in hereafter.

Every individual understands the term of careemvel$ as the process of career development
in his/her own way. As mentioned in topic 2.1.,esaris a life long process composed of the
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person's working experience gained while performiiiferent jobs and moving between
diverse positions, but it can also be attained dyieving greater responsibility, power and
progression on career path. Career developmenamasdividual and organisational aspect
(Bahtijarevt, 1999, 831)lt is the process of many correlated and harmornirsgigidual's and
organisation's activities, where individual and amgation are perceived as partners in
promoting and developing the individual career (fatevi¢, 1999, p.831).

Besides proper and quality matching between tharosgtion's and individual's interests and
needs, flexibility can be described as another qudition of the successful career
development. Flexibility in this term would inclugbanges and discoveries of new markets,
involvement in new products and services, creatiamew departments, changes and different
types of employees with new skills, knowledge amwibaites. All these can provide an
individual with better conditions for career devyaiwent, because as it was said before, no one
today can be safe and secure that he/she will wbrthe same position and in the same
organisation for the whole of his/her life. In arde help its own employees to develop their
careers and to make their own profit out of it, angations should employ those with a
potential for further development. Also they shopldvide them jobs and tasks that offer
challenge and possibilities to improve personallskind abilities to award them for good
individual and team success, but also provide theith the possibilities for constant
professional improvement through the further edooat processes in order to keep step with
the contemporary cognitions. Only constant investisién human resources supported with
the capital investments in new technology, and gaod quality leadership, can provide a
long-term success and competition for many comsainethe country as well as abroad. This
also constitutes a base for planning the futuredsieend further development, for an
individual as well as for an organization.

Career and successful career development, are seghpo be in tight correlation with
satisfaction. On the other hand, it does not alwage to be so, since the successful career
development constitutes, for certain, satisfactiomprofessional life, but not necessarily in
personal life too(De Simone, Harris, 1998, p. 346hordinating these two parts, i.e.
professional and personal life, can be very difficespecially if one wants to make both of
them successful. Developing career can sometinggsreeneglecting of the personal life and
family (of course it depends on the position andfgssion as well), because career
development could demand complete involvement I jthis particularly can be true for
women, and it is much harder for them to be sufoks® their positions in a company
developing their careers, and at the same timegbgaod mothers and wives (Bernardin,
Russel, 1993, p. 354). There can be a question issimore satisfied and successful, that
person who has great success in professionablifenot in his/her personal and family life,
or vice versa? Also one can question and investiffa¢ relationship between success in
career and personal satisfaction. This could biatanesting topic for some other research, so
it is just mentioned here without any detailed arpltions and involvement in the subject. At
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the end, it must be added that in spite of thenalhtioned, there is great number of those who
show perspective in both fields, the male and femal

2.2.1. Career planning and career management

Career development can be described as a terrhdbatn internal focus and refers to the way
an individual views his/her career, but it has asoexternal focus that refers to the series of
jobs and positions held by an individual. Underdiag career development in an
organisation requires an examination of two proegshow individuals plan and implement
their own career goals (career planning), and hoyaruzations design and implement their
career development programs (career managementhgién, Russel, 1993, p.340). This
process can be seen in figure 1.

Figure 1: A model of organizational career developrnt

Organizational
career

development
Individual Institutional
Career Career
planning management
Subprocesses Subprocesses

-Occupational choice -Recruitment and selection
-Organizational choice -Human resource allocation
-Choice of job assignment -Appraisal and evaluation
-Career self-development -Trainning and development

Source: Bernardin, Russel, 1993, p.341

Career affects both actors in the process of cadeeelopment, an individual and an
organisation, and it creates relationship betwdemt (Milkovich, Boudreau, 1997, p.360).
So, career development is a complex subject, fratgdein two important factors. These
factors are: career planning, which representptbeess through which employees identify
and implement steps to attain career goals, arekcananagement as the other factor, which
represents the process through which organisatemiect, asses, assign and develop
employees, to provide themselves with a pool ofified people to meet their future needs.
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The process of matching is important, because th&hndividual and the organisation have
their interests in the individual's career. Dis@ogsindividual interests, abilities, desires,
needs, choices or constrains, it considers cataening, which is an individual aspect in the
whole process. Career planning also involves ifieation of the career-related goals and
establishing plans for achieving these goals. Hnsactivity performed by an individual in
order to understand and be able to control histluek life (De Simone, Harris, 1998, p. 347).
It is not necessary that a person does his/heecptanning alone, but in cooperation with the
HR experts, counsellors and the organisation as@dewxCareer planning should always be in
correlation with the institution's focus. By poimgi out organisations and their future needs,
the focus is in another important factor of the gess of career development - career
management, which represents constant processpégng, implementing and monitoring
career plans that are undertaken by an individbel§imone, Harris, 1998, p.347). It includes
activities that help an individual to develop amalrg out his/her plans. By helping the
individuals, the organisation will provide realigat of its plans, programs, goals and future
needs. To make successful correlation between tiwessegments, individuals, organisations
and HR managers have to provide certain precomditior achieving mutual satisfaction.
Individuals have to make self-assessment of thmiitias, interests and values, to analyse the
career options and decide on their developmentbbgs and needs. Organisations also have
to do their part of work, i.e. to provide the carg#anning model, job development
opportunities and a quality information system rmegetbr the management's decisions. The
strong emphasis in the whole process should be gutthe constant and quality
communication. Individuals have to communicate rtmgeferences to their managers, and
organisations have to provide proper informatiostey with updated information. The HR
managers in this case have to act as mediatoceutosel employees, follow and update their
plans and provide the employees and the managemigntalid and update information on
vacant positions and possible promotions and dpwedmt solutions. The HR managers and
the whole HR department are those who provide sacgprofessional help to organisations
and to individuals.

When summarizing the career planning and careeaganent, it can be concluded that the
process of career development is trying to achieslance between the individual's career
needs and the organisation's workforce requiremeritese activities are complementary and
reinforce each other (De Simone, Harris, 1998, §.34he plans and programs of career
development, i.e. the correlation of these tweestditictors, provides successful identification
of talents, i.e. of employees with great developnhpertential, improves satisfaction with the
job and with organisation, and creates positiveuais between employees. On the other
hand, it may be very difficult to integrate indiv@s' with the organisation's career efforts,
because sometimes the speed or rate at which anduwa grows and develops may not be
synchronized with the organisations' needs. Anywilngre is an evidence of growing
importance of the mutual career development betwleeemployees and their employers, i.e.
the organisations. Both actors have to be moreeaati their career development efforts in
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order to meet the changing needs from the sideoaipany, but also from the side of
individuals. A balance between these two will pdeveffective career development.

2.2.2. Career systems and strategy

The career systems in organisations are usuallyelebed with their strategies. Career
development can vary and this can be observed meithuiting as well as with the career
development and promotion (Bahtijarevil999, p.838). These two dimensions create four
categories of career development which are tigtalyelated with the organisation's strategy
as well as with the strategy of competition (seguFeé 2). The organisations recruiting can be
internal or external. If organisations engage imaérecruiting, they are able to fulfil almost
all the positions except for the lowest ones. if,the contrary, an organisation turns to the
external recruiting, it recruits at least as musltg@romotes within. Regarding the internal or
external recruiting, the openness to the extergalcton can vary, and these staffing systems
can be more open or more closed. Vertical dimenséfilects the openness of the system,
stressing that the more open or highly open systmsat the top while the more closed ones
or the systems with low openness are at the bottorizontal dimension reflects the quantity
of individual competition for the internal staffingpportunities. The left end of horizontal
dimension indicates lower competition, i.e. moreugr contribution, while the right end
indicates higher individual contribution. Combimets of these two dimensions, i.e.
combinations of the openness to the external sefe@nd promotion competition among
individuals, create four career systems, knowrodsess, baseball team, club and academy.

The fortress (upper left) has low competition amangdividuals for internal staffing
opportunities, but high openness to the externaiffisyy at all levels. The organisations
characterised as fortresses are not able to foocusdividual members regarding their job
security or awarding their individual merits, buant to secure educated employees with the
abilities of changing orientation. This system nftharacterises industries with shortages in
some areas and they are usually fighting for satviExamples of this category are:
publishing, textile industry, and retailing.

The baseball team (upper right) characterizes highén systems with the possibility of entry
at all career levels and high individual competitifor the internal staffing opportunities.
These organisations search for those employeesavhready to engage the highest possible
individual contribution. The most important funetioof human resources in such
organisations is recruiting and they are more ¢e@ro attracting talents from the outside
than creating them from within. Typical represents of baseball teams are: law, consulting
and accounting firms, medicine, entertainment, etbieg, public relations, and
biotechnological research.

The club (lower left) has low openness for extes@éction, with an entry typically possible
only at the entry levels and low competition foe thpportunities among individuals. These
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organisations are more focused to the internal uabuarket and they usually promote
according to group contributions instead of thevitgiial ones. They are more interested in
seniority, loyalty status and equal relationshiwdads all the members than in innovations or
profitability. Typical examples of clubs are: bankdilities, insurance, army and state
agencies.

The academy (lower right) involves a fairly closggtem with an entry typically possible
only at the entry levels in an employee's earlgenas well as a high degree of training and
career development based on the individual's doution. These organisations are
characterised with stability and low fluctuatiomdgrstandably, the most important function
of human resources is development, since thesenisegeons recruit the employees from
outside with the expectations that most of them stdy in the organisation till retirement.
Examples of academy are: pharmaceutics and elécdron

Figure 2: Four career systems
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Highly open
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Aplicant self-selection
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Elaborate career path
Low EL)J( Irtn over Bxit:
. . Low turnover
Retirement is common I
Dismissals are common
Low
openness

Promotion competition among individuals

Low competition

Source: Adapted from Milkovich, Boudreau, 19973%7
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2.2.3. Stages in career development

It is very important to now and understand the etaigp career development cycle, because
different stages in career development requireecifit activities, different support and help
from the organisation and from the managers arfdrdiit procedures in coordination of the
individual’'s and organisation’s needs (Bahtijatevi999, p. 840). The individuals' values,
goals, needs and even motives are not the sarhe Aeginning, in the middle and at the end
of their career development. Before starting tlo@mn career, people need to understand their
desires and needs, but even more than that, they tbabe aware of the skills and abilities
they possess. Nobody is fit for every job, nobaoslyable to perform any job and start any
career. Some people are better in synthesizindyang and comparing and should work
with figures in their vocations, the people skilled mentoring, negotiating, consulting or
coaching should work with people. Also those wh® gmod in precision work, in operations,
controlling or handling, should chose the jobs witings, and start developing their careers
in that direction.

The stages in career development are usually ebecel with the basic life stages
(Bahtijarevt, 1999, p. 840). The number of those stages canfuam 3 to 5 (according to
different authors), but in most examples thoseestatan be differentiated as 4. They are
determined by the time sequence or life periode @arly, middle and late career). Except of
those life periods, every stage or period duratdepends on the job itself, its complexity,
duration of educational process or individual cheeastics, but the majority of working
people go through all the four stages. Individgalghrough the life stages, but an interaction
between the career stages and life stages is aptt@ainderstand. Young person begins with
the exploration, goes through the progression tmiméng established in an organization and
occupation, then comes a maintenance period o$tide and productive accomplishment,
and finally the period of decline or transition rirothe work environment into retirement
(Milkovich, Boudreau, 1997, p. 366). It is alsodrthat the stages of development have their
limitations. Firstly, they describe what happens tiypical individual. All individuals are not
the same and will not have same experience. Fangbea many people experience a period
of self-questioning and of re-evaluation at mideea but not all the people do (De Simone,
Harris, 1998, p. 348). So, when using a stage agprmne gets only an average view, not the
one that applies to all the people. In additionnynase the age or life experience, or both, to
define when a stage is likely to begin and end. &orticize using age as a criterion, arguing
that the major life events such as marriage andsdirst job occur at different ages for
different individuals. This critique may be appliedthose who begin new occupation late in
their life, because they are those who will deviaten the suggested stages in their career
development cycle (De Simone, Harris, 1998, p. 348 also important to mention that
people change their roles during their career. Tdeeyot play just those roles that they have
in organisations, but also have different roletheir private life, which change during the life
cycles, too (Bahtijare¥j 1999, p.845). All the people do not have the saoles. Those
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appear in certain sequence and sometimes the erraddés may be confronted with the
professional ones.

Generally, the career development cycle can beledvinto three periods, which are early
career, middle career and late career. Inside tipes®ds there are four career stages
(Ivancevich, 1994, p. 493), (see Figure 2).

» Stage I. - Apprenticeship
» Stage Il. - Advancement
e Stage lll. - Maintenance
» Stage IV. - Strategic thinking

Figure 3: Career stages

Early career Middle career Late career
' /\ ]
Important Safety, security, Achievement, Esteem, Self-actualization
needs physiological esteem, autonomy | self-actualization
Up to 30 D% 30;35- 4045 40;45 — 50,55 D% 50;55- up to rméat%
Age
Career stage  Apprenticeship Advancement Maintenance Strategic thinking
A A Y A
Stage I. Stage Il. Stage Ill. Stage IV.

Source: Adapted from Ivancevich, 1994, p. 494
2.2.3.1. Stage I. - Apprenticeship

The first stage of the career development cyclebeacalled the stage of apprenticeship and it
is part of the early career development. In thégstan employee establishes himself/herself
but also has to accept a psychological state okmtgnce. This stage begins after the
education is completed (graduation) and the fiobt taken, so it can be characterised as a
stage that starts somewhere about the age of @3asts till about 30. This is the stage when
employees are trying to adapt to being workerdjmgeestablished in their work, socializing
with their working environment, getting familiar thi the organisation and co-workers,
starting to achieve some initial success, and dguad relationships between their career and
private part of their life. To overcome all the pkems that characterise the beginning of the
professional life, the newcomers have to work clséhe more experienced people. They
have to develop a professional and clear relatipnsiith their supervisors, and that is the
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reason why this stage is called apprenticeship.eSgmang professionals may understand this
stage as the stage of authority since they aretdoleby an authority figure, like they were
during the process of education, and usually grdtoig that their first job would provide
more freedom than it does. If young employees mmteyet determined their abilities, needs
and wishes, this stage is the last opportunityotéhét. It is not unusual that lots of employees
start their jobs "by accident”, and just a parthefm start with the job they have planned or
they like and take pleasure in. That is the maumseaof considerable fluctuation, which can
be high in this stage. The first stage can be sumathas the part of professional life when a
person starts developing his/her career, triegetmime independent, to prove himself/herself,
to confirm his/her abilities, and to establish heffherself professionally by achieving
his/her first professional results and recognitiohso-workers and supervisors.

2.2.3.2. Stage Il. - Advancement

The advancement stage belongs to the second péneafareer development cycle, i.e. to
mid-career. The major tasks that employees dedtinvithis stage are confronting and
reappraising their early career decisions, as altheir future productive work. This stage
starts when an individual is aged 30-35 and lafitdhis/her 40-45. The former stage is
characterised with the high need of safety durlmg ihitial years, what can be seen in the
figure 2, while this stage is more concerned wlid &chievement, esteem and autonomy. The
employee has already chosen his/her area of inté@Es already shown his/her potentials, has
socialized with the organisation’s culture and wilie organisation itself; also he/she has
already acquired certainty, self confidence andepeehdence in his/her work. The most
crucial element of this stage is independence, lwimaplies high competence in solving
business problems and dealing with the importasinass tasks without directions or control
of supervisors. By achieving all the skills andliibs stated, the employee moves from the
role of an apprentice to the role of a colleague.

Passage to the second stage of career developreeehds on the employee’s having
demonstrated competence in some specific arean mployee is satisfied with his/her
career, he/she will become more attached to thansgtion, success achieved will make
his/her aspirations higher; while dissatisfactioithwthe achievements and with further
prospects can cause search for other possibibiigside of the actual organisation. In this
stage horizontal and vertical movements are higkjyressed and promotion is highly valued.
Advancement is the most dynamic and the most eeegtart of professional life. Those who
fail in this stage most often do not have necessalfyconfidence, or have not yet faced up to
their aspirations regarding their further carearefigoment. This stage is highly important for
the professional's future career growth since thwleyees here make some important
decisions on the role and importance of their gdrke
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2.2.3.3. Stage lll. - Maintenance

The maintenance stage belongs also to the periodnidtcareer development. It is
characterised with efforts to stabilize the gaihshe past. New gains may be achieved here,
but it may also happen that the new gains are aolenm this stage; nevertheless, this stage is
the period of creativity. Till now the employee restisfied his physiological and financial
needs, has become an independent worker, andttis time of self-actualisation. This stage
starts when an employee is 40-45 and lasts tilhbrsmid 50-ies. This is the period when an
employee has confirmed his/her position in a compamssesses required knowledge and
abilities, and does the most for an organisatidre professionals in this stage are supposed to
become mentors to apprentices. Their main actsvitiee training, mentoring, leading and
influencing others and taking care and respongyhitir the work of the younger colleagues.
In the previous stages, an employee was conceritedhwg/her own work only, but in this
stage, the work of the others becomes his/her pyimancern. Those who cannot cope with
these new requirements may decide to move backtagdn the second stage.

In this stage, an employee can go on with his/nefepsional development, can remain at the
present position or can start with the phase ofimlag. For majority this is the stage when
they have already created stable career, and thiggoothey want to remain at in the future.
This stage may be a period of reconsideration efpérsonal and professional life style and
values. Employees may want some new challenges rnawd satisfactions, this begin
characteristic mid-career crisis. That crisis ig tlu the fact that they possibly do not achieve
satisfaction in their work, and may experience psjyagical discomfort caused by the
problems of recognition and mortality, have chantiesr relationships with the members of
their family, have financial problems and simil&io overcome these problems, individuals
have their goals and ambitions, and decide how rtapbtheir career is going to be in their
lives. Organisations must help those employeesurmerstanding them and by providing
them other opportunities, such as lateral trangfetsnew assignments, to create possibilities
for further involvement and creativity. This staggn also be significant for some employees,
because they are reaching their plateau, i.e. at poi career at which the chances for
promotion are rare. So, for some employees thgestan be the last one, but for certain there
are those who are forwarding to the next stage.

2.2.3.4. Stage IV - Strategic thinking

The final stage is a preparation for retirementstéirts in the mid 50-ies and lasts till the
retirement. It can be divided in two parts; thetfione is maintenance and the other part is
withdrawing and preparing for retirement. The mi@sk of those who are in this stage is to
remain productive and to prepare for retirement, Smme of them move up to the senior
leadership roles, in accordance with the orgamis&tiplans. This stage is not experienced by
all the employees, particularly that part of thiage which is preparation for the executive
roles. It is reserved only for the chief executivaad for the key personnel of certain
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departments. In that status, professionals may hlageroles of the executive managers,
entrepreneurs and idea generators, but the mostriamh are the roles of sponsors and
counsellors. Being a sponsor or a counsellor, divitlual can influence the organisation,
particularly the strategy and directions of theasrigation’s development.

The second part of this stage is preparation finreraent, in psychological and professional
terms, this being the final end of someone's catadhis stage the employee is responsible
for the transfer of his/her responsibilities, poveerd knowledge to the younger peers this
being an attempt to find an adequate substituttdso, an employee has to reduce his/her
activities and involvement in business tasks amblpms. Many of those who come to this
stage, experience this as a major problem, becpaeple who used to be involved in
numerous activities, now are forced to stay at hantleout any particular things to do. This
is the moment when the organisation has to helpemgployees by preparing them for
retirement. One of the many steps that an orgaorsaain undertake to provide its employees
with an easier acceptance of retirement is to dffem part time jobs for a certain period of
time. The employees who have experienced full aeifialisation till now, may now have
opportunity for self-actualisation in some othezlds of life which they did not have time
before, such as leisure, family and grandchildierthis stage an individual can face again
some lacks of safety and other physiological pnoislewhich can be caused by possible
financial and health adversities.

Table 1 is summarises the major issues of the $tages of the career development cycle.
They are analysed through: main activity, relattop and psychological content of all the

stages.

Table 1: Stages in professional career development

STAGE I. STAGE Il STAGE Il STAGE IV.
Main activity Helping, learninc¢ | Independent Training, Forming
following directions | collaborator connecting organisational
Strategy an
direction
Relationship Apprentice Colleague Mentor Sponsor
Psychological Dependency Independency Taking ove | Showing power
content responsibility  fo
others

Source: Bahtijare¢j1999, p.845
2.2.4. Facing a plateau in career development cycle
One of the typical ways for describing a careet tias already been mentioned, and one of

the most used expressions for defining the meaafncareer, is a constant movement and
hierarchical growth. In spite of the career anddnehical growth, many employees are faced

19



Master Thesis

with a plateau in their professional life (Bahtgai¢, 1999, p.846). The employees faced with
the plateau can be by analogy described as "efeec"obsolescent” or even "trapped".

These words describe an extreme position in theecattevelopment, which does not offer
any further development or progress, or if anyythee very low. Those employees have
reached their limit in the career development anogmess, which is measured by their
hierarchical movements or even by their workingllskiPlateau is also a signal for the

organisation to undertake certain actions, maybthénform of substitution of the present

employees and their preparation for the retirementpn the other hand, in the form of

advancements and renewals of their professionds gkle Simone, Harris, 1998, p. 381).

This is a common problem of mid-career developnaatit is usual during the third stage. In

the situation when there is no chance for furtheretbopment, mid-career employees are not
faced just with the problem of lack of further pration, but also with obsolescence, with

situations when they recognise that their knowledgé skills are no longer appropriate to
enable them to perform their job effectively.

The situation when an employee is able to perfoenam job but there are no openings or no
positions, and the situation when there are openimg a person does not posses required
abilities or do not desire to fill some positiome dhe two most important reasons for plateau
(Ivancevich, 1994, p.505). If the reason for plateathe lack of the new openings, we can
say that it is organisationally caused. If, ondkiger hand the reason for plateau is the second
one, the employees are likely to exhibit poor penfance and poor job attitudes. In such
circumstances the organisation should redesigrpritgess of selection and improve its
training and feedback system. The cause of this tfplateau can be described as individual
one. Apart from this, there are several other nesgbat create plateau and cause mid-career
crisis among employees. Other individual impackg low individual needs and values, can
cause the mid-career crisis, too. Those consteamself-imposed and employees continue to
have solid performance, but an organisation sheolttinue to reward and provide good
career information system (De Simone, Harris, 199881). If the lack of intrinsic
motivation exists in form of the low task identity low task significance, or even if the
extrinsic rewards are not present, if the raisessarall and there are just few promotions, bad
impact on performance will be created. In suchuritstances the employees' performance
will be very poor as well as their job attitudes.those conditions, an organisation is the one
that should undertake certain actions, by combirtivegtasks, by creating natural working
units, or by redesigning the compensation and ptiomal systems.

Mid-career crisis can be dangerous if it is notperty handled, because it has significant
psychological and physical influence on employédeancevich, 1994, p.505). This situation
can hit anybody who is not involved in continuoogrovement, learning and development,
or in strengthening their own competitive advansaigemore demanding business conditions.
Career counselling, expansion of one’s theoretiodl practical knowledge, skills and abilities
and improvements in flexibility can be "cures" fwlving the problems of the plateau and
keeping the high level of success and efficiency.
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2.2.5. Vertical, horizontal and lateral movements

Employees in an organisation are occasionally fasegtd horizontal, vertical and lateral
movements. Vertical movements are the upward ome@xd changes through the hierarchy,
known as promotions and demotions (Bahtijatevi999, p.847). On the other hand,
horizontal movements include extension of one'satedge and abilities, i.e. movements on
the same hierarchical level but towards the moremptex and more important tasks
(Bahtijarevt, 1999, p.848). Finally, lateral movements involmeoves at the same
organisation’s level from one department to ano(h@ncevich, 1994, p.506). These changes
are mostly obvious in the second stage of the cateeelopment cycle. In this stage an
individual is aware of his/her abilities and potalst for advancement, of his/her development
and benefits in an organisation. A person doestaot a job by intending it for the whole of
his/her life, without any changes or advancemdasployees are looking for advancements
and management has to take advantage of it. This bea valuable opportunity for
management to comprehend the prospects of the corsdature development, development
of human resources and optimal changes and pronsotioough different departments and
business levels. Advancements and promotions,cpétly the vertical ones, are possible
only in correlation with the learning process anthwocialisation in an organisation.

Individuals like to be engaged in planning to tkéeat that they have vertical aspirations and
are selected to participate in the organisatiop\seeldpment activities. In situations of the
constant progression and development, and in tbiagnisations that have firmly structured
hierarchy, promotions are possible and are oftesgiraccasions. Vertical promotions are
progression of movement up an organisational lobsarto the positions of greater
responsibility and authority. Those employees aretivated by desire for power and
achievement (De Simone, Harris, 1998, p.357). Qfrs®, there are those who desire little
upward movement in a traditional hierarchy, fronpramtice to expert. Those employees are
on the other hand motivated by desire for competamcl stability. Besides all the advantages
or disadvantages, many companies use promotion\ribinm to fulfil the vacant positions in
their companies, if not for all, then at least smme of them. Promotions from within help
companies to retain and develop their productivepleyees. They provide challenging
assignments, prescribe new responsibilities, ata éraployees to grow by developing their
abilities (Daft, Marcic, 2001, p.305). That kind pfomotion requires certain preparations,
like proposals of the potential candidates, evadnadf their performances and abilities for
new position, making decisions and, finally, sujng their career development. The new,
vacant positions can be announced inside the coyrguash if some employees are interested,
they should notify the human resources departmdrnchwill help them in the process of
matching.

Traditionally, changes and promotions within thenpany are seen as the vertical movements

through hierarchical levels. Not all the movemeskt®uld be so characterised. Potential
employee can also move towards or from the cerftitheo core activities, tasks, people or
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power. In this way an employee can remain at timeeskevel, but more or less close to the
tasks and activities which will provide him/her raoexperience and higher confidence. In
time, an employee will undertake and perform tisxgaand deal with the job that will make
him/her more important for the functioning and ssst of the organisation. This kind of
movement is called horizontal movement.

A person can be also promoted in another way, bighle does not need to climb or move
upwards through hierarchical levels. It can beisidgffit for an employee to move through the
different departments, units, projects and funaiofhat kind of transfer is called lateral
transfer; this term can also stand for diagonal enwents (lvancevich, 1994, p.506). It can
provide substantial relief to those employees whaeehexperienced plateau in their careers.
Organisation helps in a way that transfers thenmew departments and offers them new
project assignments, challenges and responsibilitieorder to make him/her involved and
productive (Bernardin, Russel, 1993, p.344). & ldnd of rotation for professionals, intended
to improve their performance by providing them newospects in their work. At the
beginning of the lateral transfer, there would, ¢ertain, appear some demands of the new
position, and that period would be a period of cetbperformance and, of course, a period of
learning. After acquiring new knowledge and resguhtes, and achieving higher level of
competence in a given area, an employee can beguotiree worker in both departments.
Those transfers can be useful, because besidewiagguew experience and skills, they
include variety and independence in several araag,can be seen as foundation for the
future vertical movements.

2.2.6. Turnover

An absent employee is less valuable than the oree attends regularly; an employee who
leaves after a short time is less valuable thanotiee who stays. Therefore, organisations
carefully track how many employees leave, whetherdrganisation or the individual made
the decision to separate and how long employegs(Btdkovich , Boudreau , 1997, p.125).
Turnover can be defined as the rate at which ensgli®yeave an organisation (Leap, Crino,
1993, p. 57). There are two kinds of turnover. Tir& kind is a voluntary turnover and it
stands for those employees who have decided te l#a organisation by themselves for
various reasons, but the most usual being bettekimgpconditions and better promotional or
career development chances. Organisation doesawetdny influence on their decision, but
can undertake certain actions to decrease volutuangver. The second kind of turnover can
be described as the involuntary one, when an eraplay discharged or has to leave the
company for the reasons that are out of his/hetrabrsuch as layoff, iliness, retirement or
death. Involuntary turnover can be influenced rezitilhy the organisation nor by the
employee. For this particular work, voluntary twapois more important segment then the
involuntary one, and the accent in the further waiik be laid on the voluntary type of
turnover.
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Only a minor part of the total turnover rate can fbeecasted and known in advance
(Bahtijarevt, 1999, p. 940). It is very significant for a compaf it is able to be familiar with
this rate in advance. Retirement is one causernbuer that can be known in advance and in
this case the company can plan, recruit and saksmtssary substitutes for certain positions
on time. On the other hand, when the turnoverapfears as a result of the personal decision
for leaving the company, it can produce negativdysfunctional effects on the organisation,
because the experts and employees who are of ¢lagegt interest for a company are leaving
their positions and accepting the new ones. Nega#iffects are mostly seen as great
expenses, which include costs of recruiting andcsiein, as well as the cost of training and
development of newcomers (Bahtijarev1999, p. 942). Other problems that can resuthfro
turnover can be recognised as troubles in perfarusiness, because if the key people leave
the organisation, they cause distractions of tamt&unctioning or demoralisation of the team
members. Positive effects of turnover are not sacals as the negative ones (Bahtijaéevi
1999, p. 945). This is particularly the case whewpraductive employees leave the
organisation, and in this case positive effect$ balseen as an increase of production, of the
new and fresh ideas, as decrease of conflictsartbiel organisation or even as an increase of
innovation and adaptability inside the organisatibnsuch a situation employees will be
replaced by the better, more productive, more @ddcand more skilled ones, who will be
enthusiastic, ambitious and have potential for work

Employees decide to leave an organisation for tyadéreasons (Bahtijarey;i 1999, p.940).
These include dissatisfaction with the job (workbmpensation, co-workers, supervision,
promotion opportunities, and working conditions)dathe prospects of the better job
opportunities elsewhere. Voluntary turnover mayreduced by careful selection and job
placement, by high-quality orientation and trainprggrams, by competitive and equitable
pay, and by attention to the employee’s job satigda (Leap, Crino, 1993, p. 57). Companies
should be careful in preventing voluntary turnovegcause here they loose the employees
who are of the greatest importance for the orgéinisaThe turnover rate will absolutely be
increased when the competition is high and when dbmpetitive companies pay great
attention to the capable employees, to their praonat chances and further education and
development. In order to prevent voluntary turnpeempanies should pay great attention to
planning and managing human resources (Bahtijgré@99, p. 953). They should undertake
certain actions like job enrichment, which will gide higher job satisfaction, or organise and
provide rewarding, training, developing and othersbilities for advancement. Also,
recruiting and selection should be done very céyefas well as the match between the
career planning and career management. Closeoredaip between the managers and the
employees is also necessary and can solve manyeprspprovide better communication
channels inside the organisation and among theay®g$ and all levels of management.
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2.3. ROLES IN CAREER DEVELOPMENT

For successful career development it is very ingmarto establish quality correlation and
coordination between the most important actors; ley@gs, managers and human resource
department or the organisation as a whole (Babtijar 1993, p.833). All of these roles are
important, but some of them will be more importantertain circumstances and at certain
time than the others. A role is a set of spec#isks that a person is expected to perform
because of the position he/she holds in an orga@mis@lones, George, Hill, 2000, p.16). An
individual as an employee, performs different rakebis/her career, starting from the first job
and developing toward higher degree of responsipiiower and hierarchy, this requiring
specific types of behaviour. Also, during that @es, he/she meets various people, who also
perform different roles or have different expeaasi and behaviours in that relationship.

Figure 4: Career management

@
\ =
/ Employees

Managers / \

Source: Bahtijarevi 1999, p. 833

In the career development process, employees metestgine their job and career preferences
and must be consistent in submitting any necesséoymation related to that issue, to the
management or the organisation as a whole. Orgamsar its HR department is the one who
is involved in searching relevant career relatddrination for use in the company. Also, it
provides information feedback to the employees atimipossibilities in the organisation and
offers support in the career efforts. Finally, mgeras an integrator in the career development
process. Manager correlates the needs and requitenoé his/her organisation with the
individual's needs, interests and abilities anésttio find the perfect match.

2.3.1. Individual's role
It is quite understandable that every individugbiisnarily responsible for his/her own career

and its development. An employee has to play aneoble in this process and he/she is the
one who needs to alert the organisation on higieeds and wishes as well as to make an
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effort for those to come true. As it has alreadgrbesaid, the employees felt safe in an
organisation in the past. If they were hard workexkable and loyal, their job could last for a
life time, but at the same time could not influeniceir career progress, because it depended
mostly on the organisation. Today the employeesharge who need to recognise and accept
responsibility. Also, some important segments ie tareer development process have
changed from the past till now. Loyalty to only ooeganisation has disappeared, and the
employee develops his/her career not only in tlgamsation where he/she started his/her
work, but moving from one organisation to anothiar.old days, an individual was the
instrument for the goals of an organisation, wholgay organisations become more and more
instruments for the personal career developmenht{agevic, 1993, p. 867). An employee
has to consider and plan his/her career activelytemin himself/herself for more demanding
and more qualified job positions. He/she is finakgponsible for his/her knowledge, skills
and capabilities to be correlated and matched thighprofessional ones, as well as they are
matched with the environmental and economical ceagd needs. To sum up, an employee
needs to manage his/her personal career activelyesponsibly, by providing his/her own
permanent competitiveness and by employing on randemore demanding and responsible
jobs (Bahtijarevi, 1993, p.867). Successful career developmentsstaith one’'s own
understanding of his/her personal opportunities \@adknesses (Bahtijaréyil993, p.867).

To accomplish the first step in a successful cadsyelopment process, coordination and
correlation with the others can be very helpfule@f the most important factors is the match
between an employee and his/her organisation,lthiisg provided by regular information
circulation. To realise his/her career an employ@s to set his/her goals, this mostly
depending on his/her personal abilities and shoriiegs, as well as on his/her skills and
talents needed for effective performance. Aftetisgthe goals, an employee has to make the
plans for their accomplishments and to specifydfeps and activities to provide them. A set
of the activities that an individual has to undketan order to realise successful career
development, is shown in figure 5.

While developing his/her own career, an employeangks his/her roles towards the
personnel inside the organisation. When startisghbr first job, an employee plays the role
of an apprentice, where he/she acquires necessawylddge and specialises by following
given directions. By stepping in the stage of adeament, the employee changes the role of
an apprentice into the role of a colleague. This r® characterised by independence and by
capability of solving the problems without instriocis or the supervisor's attendance. In the
third stage, an employee plays the role of a memtbere he/she takes care and responsibility
for the others by teaching, leading and influendingm. In the last stage, the employee's
influence spreads over the whole organisation. hdefdays the role of a sponsor who acts
like a manager and innovator, but also inspiregpstts, counsels and provides resources for
the others inside the organisation.
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Figure 5: Model of the individual's planning careerdevelopment

Need for decision and
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Source: Bahtijarevj 1999, p. 868
2.3.2. Manager's role

Manager has very important and responsible roteermprocess of his/her subordinates' career
development. He/she identifies and links individusdeds and preferences of his/her
employees with the needs and possibilities of ayamisation (Bahtijarevj 1993, p. 859).
The career management process offers a number mdrtopities for the managers and
supervisors to become involved. Their importanae lea noticed during the career appraisal
when a manager serves as a source of informatiothenemployee's capabilities and
shortcomings. Manager is also important in progdatcurate information about the career
path and opportunities inside the organisation sfgsporting of the employee's career plans
and serving also as a key source of feedback tcetmgloyee on his/her career progress.
Managers have many roles in an organisation, ansetholes are the part of their managing
job. Mintzberd hassummarised 10 of those roles used while planningarising, leading
and controlling the organisation’s resources. He gr@uped those roles into tree categories:
interpersonal role, informational role and decisiorole. Most of those roles are concerned
with other managerial tasks, but those which mak @f interpersonal roles can be applied
also to the managerial roles in the career devedmpnManagers assume an interpersonal role

% See more in Daft, Marcic, 2001, p.10
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in order to coordinate and interact with the merabef an organisation and to provide
direction and supervision for both the employeed #Hre organisation as a whole (Jones,
George, Hill, 2000, p. 17). Manager's role of alkgas to encourage subordinates to perform
at a high level and to take steps to train, couasdl mentor subordinates to help them reach
their full potential (Jones, George, Hill, 20001 §).

2.3.2.1. Manager as a coach

In contemporary organisations, managers behave hkereoaches and less as those who just
order and demand. Coaching stands for a dialogueeba the manager and his/her
subordinate, held so as to get the subordinateoparting in an undesirable way and to start
acting in a desirable way (De Simone, Harris, 1998380). This desirable behaviour will lead
to superior performance, sustained improvementpasitive relationship. Manager explains
to employee the mission, strategy, organisatior@lsy future needs and directions of
organisational development as well as his/her tesunlthe past and future expectations. This
role requires interpersonal and communication skilince the manager spends most of
his/her time contacting with people. Besides hawimg communication skills, the manager
has to be able to comprehend the employee's patteManager and employee have to
discuss his/her career, plans and possibilities ifigprovements of his/her professional
knowledge and skills. In this way the employee volitify his/her own capabilities, skills,
professional interests and area of developmentevithe manager will fortify those who are
ready for development and also will carry forward iaformation about perspective and
capable employees.

2.3.2.2. Manager as a mentor

Mentoring refers to a relationship between junioed denior members of an organisation that
contributes to the career development of both mesn{ize Simone, Harris, 1998, p. 376). A
mentor is an experienced member of an organisattom provides advice and guidance to a
less-experienced worker (the protégé) (Jones, @edtdl, 2000, p. 409). Good potential
mentors are the successful managers who have lkatl\gorking experience, are willing to
help younger colleagues and are interpersonallypatittie with them (Jones, George, Hill,
2000, p. 409). There are different types of held advices that a mentor can provide to
his/her protégé, starting from everyday working sjions and problems, to the greater
problems such as disagreements with supervisorat stibsequent position to strive for an
advice on how to handle a tricky job assignment.

There are certain preconditions that have to biléd for successful mentoring programs.
These are management support, careful selectidoothf parties, an extensive orientation
program with clearly stated guidelines on goalthefprogram and roles expectations, clearly
stated responsibilities and duration and frequexicontact between the mentor and protégeé.
Monitoring procedures should also be set up forviging feedback to the organisation
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concerning how the program affects the employeel®idpment through the passage of time.
This relationship provides social support for anpkipee and enhances his/her sense of
competence, identity and effectiveness in a prajassrole. An employee wants to become
established in the organisation, and the mentanresghat by providing him/her with his/her
full support, by “opening the doors”, by teachingither about the ropes of the organisation,
by creating potential opportunities to demonst@mpetence and by providing challenging
work (De Simone, Harris, 1998, p. 377)he mentor himself/herself also gains benefit
because he/she serves as a role model and remmathgpve at work by sharing what he/she
knows with someone who can benefit from his/herwedge. It is a reciprocal process
because learning flows both ways. This relationgigtds also benefits for the organisation
(De Simone, Harris, 1998, p.377). Those are sedmetier socialisation of the new members
in the organisation, in reduced turnover, minimisad-career adjustment, enhanced transfer
of beneficial knowledge and values and facilitsaegustment to retirement.

While mentoring can yield many individual and origational benefits and serves the needs
of both the mentor and protégé, it can also cawtengial problems and limitations (De
Simone, Harris, 1998, p. 377). One of those problensmall number of the mentor pairs that
can be accommodated, this causing dissatisfactihntiais relationship and negative feelings
of those not involved in the program. Those empsyeho are matched in the mentor-
protégé relationship may feel coerced and confademdit their responsibilities. Some other
disadvantages can be mentioned, too, such asdke-gender, cross-racial or cross-national
relationships. Considering all those disadvantages,can question the value of mentoring as
such. Mentoring is not essential and employeesgyeam same benefits by learning from their
current supervisors and by good relationship whkirt peers. On the other hand, by
considering all potential benefits for both the iundual and the organisation, it can be
concluded that mentoring is a viable and appropcatreer development strategy.

2.3.2.3. Manager as a counsellor

The most important period for an employee is hisfivet encounter with an organisation,
because he/she meets his/her job position foritbietime, and also meets his/her obligations,
responsibilities, colleagues and supervisors. lHerenanager has an important role for career
development, in the first stage of career developnegcle. Career counselling is usually
provided by the HR department and the HR managee. Managers who provide career
counselling, in most cases are the HR staff andialmed as the staff counsellors, but in
certain occasions an organisation can employ asidaitcounsellor to provide this type of
assistance. The career counselling involves thes talth the employees about their current
job activities and performance, about their pers@mal career interests and goals, their
personal skills, and about suitable career devedmprobjectives (Bohlander, Snell, Sherman,
2001, p.286). An employee himself/herself can skateu the need for the counselling
activities, but it can also be stimulated by thgamisation itself. The organisation will do it in
case of the need for the internal fulfilment of thacant positions, promotions, quits,
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education plan or plateauing. Manager as a cownmsk#lps an employee to identify the

organisation’s environment and cultural norms armmblems which could influence his/her

career development. The counsellor will also hélp émployee to discuss about his/her
career goals, interests and current job activifiéss could be done by teaching an employee
to understand the issues of the formal and inforamghnisation, to comprehend different

departments' needs and job requirements, to exfilaiopportunities and possibilities inside

the organisation as well as possible alternatifeébe career development. The results of the
counsellor-employee relationship will be bettertlie manager has developed skills of
interpersonal relationship, if he/he knows and ustd@ds his/her subordinates and deals with
them with respect and trust, and if he/she is aotp@d with the organisation and can estimate
potentials for the career development (Bahtijareti993, p. 862). In his/her capacity of

counsellor, manager has to build an open and Enedationship with the employee. For

his/her good performance, the manager has to bel gpeaker, but in the counsellor-

employee relationship he/she primarily has to bedgbstener in order to make adequate
evaluation of the employee's capabilities, interemtd wishes. Thus, the employee will

receive the organisation’s performance evaluatiom a@ealise his/her possible career
development alternatives.

2.3.3. The organisation's role

If the career development is to succeed, it mustive complete support of the top managers.
Department managers and the HR managers shouldtagekher to design and implement a
career development system (Bahtijaéevi993, p. 856). This system should reflect thelgyoa
and culture of an organisation, as well as clepeetations and directions. For a program to
be effective, the managerial personnel at all Ewelist be trained in the fundamentals of job
design, performance appraisal, career planningcandselling. Organisations today become
more active in implementing career development.sThappens trough all departments,
especially the HR department which creates metloggolcollects and analyzes information
and provides professional help in the career deveémt decisions for the managers and for
the employees. Organisations can help new empldgessgage in the career exploration and
establish their careers during the early-careegestay developing effective recruitment,
orientation and mentoring, by providing job chatlea and responsibilities, and by offering
constructive performance feedback (Bahtijaéevi993, p.857). In addition, organisations
should encourage employees to participate in sskssment exercises, should work with
them so as to help them to determine the realstt flexible career path and to formulate
their career plans. To succeed in this missioriedint types of information are needed, like
information on the organisation's mission, strajegals and development plans, information
on employees and their skills, possibilities, prefees and potentials and information on the
job positions that will appear as a result of thgamisation’s needs and development.

The most important person of the organisation's® r career development is the HR
specialist. An organisation together with the HRe@alist has to create information and
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support for the individual's own efforts and depsh®ent, has to be a professional
communicator of the career development, has tmkexpert of the career information, has to
be the organisation’s interventionist, to promatarhing and career planning. The most
important step that an organisation has to underiakcreating the career development
program is matching of the organisation's need#$ wuhie individual onesSome of the
individual's needs are career path, education emintg, promotion aspirations, along with
the age and family concerns. On the other handt mibghe organisation's needs can be
presented through the current and future organisatcompetences, market changes, growth
or downsizing, productivity, employee turnover aabfisenteeism and talent pool. By
successful matching of those needs, the organmatiould provide most help to those
employees who find themselves in the second or thiel stage of the career cycle
(Ivancevich, 1994, p.494). Also, the organisatiomstmot neglect those employees who are
in the last stage of the career cycle, because sanpoyees use to be disappointed once
when they reach retirement. Organisations can helpthe late-career employees by
understanding the specific problems they encouatet by helping them to retire in the
easiest possible way. Employers may offer somegireement planning programs to help the
employees be aware of the adjustments they maytoeedke when they retire.

At the end of section 2.3. a summary of the mogpartant individual's, manager's and
organisation's roles is given.
Table 2: Summary of individual's, manager's and or@nisation's role

Individual's role

Manager's role

Organisation's role

1. Self-asses
preferences,
abilities and values
2. Observe indoor a
outdoor  possibilities  fc
career development

3. Analyze career options
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objectives and needs

5. Develop knowledge, ski
and abilities

6. Provide manager wi
information regardin
personal preferences, K
and interests

7. Plan activities for care
development

perso
interes

1. Provide  informatio
regarding the organisatio
needs and possibilities
career development a
validate information provide
by employee

2. Determine possibilities a
talents

3. Evaluate concrete Qo
employee's developme
potentials and achievemeni
4. Update the employe
career development plan
5. Match individual
organisation’s needs

6. Counsel, train, dire
mentor and provide supp
to employees

an

1. Provide informatio
system on the regardi
organisation’s needs

2. Provide career-planni
model

3. Provide training in tt
career development pli
provide skills trainin
program and professior
directions

4. Provide counselling f
career development a
retirement

5. Evaluate achievement
6. Provide career-planni
model
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Source: Author
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3. FACTORS WHICH INFLUENCE CAREER DEVELOPMENT

This part of the master thesis presents theoretigpioach to the factors which have certain
influence on the individual's career developmethie Tirst group of factors are the different
types of development tools which organisations umseorder to accomplish the career
development. Career development does not only deperihe career development tools, but
also on the personal factors, which are going toptesented in following text. Finally,
knowledge as the basis factor for further develapnm® presented here. This section ends
with the presentation of the career drivers.

3.1. ORGANISATION’S CAREER PLANNING AND DEVELOPMENT TOOLS

Many employees are in need of career planninghdytare interested in the career
development process. Career planning is not meahtfgr the top managerial positions, but
also for the lower-level managers, professionats @her non-exempt employees who hope
for satisfying careers and will leave an organdatithat does not offer appropriate
opportunities. Career planning can start by sedleasing and by understanding personal
values, skills, abilities, potentials and futurec@oplishments. In the second step the
employee gathers different types of informationhwihe assistance of his/her employer or
supervisor. After the organisation’s assessmeritiaes are finished and the organisation’s
and individual's accordance made, employee stamtmdlating his/her career goals and
makes plans for achieving them. Organisations havevide range of possible career
development tools and activities. Some of the rpopular tools are presented hereafter.

3.1.1. Self-assessment tools

The techniques of self-assessment are the firss aneng the techniques implemented by
organisations in their career development effoBsrijardin, Russel, 1993, p. 351). These
techniques provide an employee with systematic veaydentify his/her capabilities and
career preferences. Self-assessing can be condudie@lually, in groups or in some other
combination. By these techniques, the employeesegaiore their values, interests, skills,
work attitudes, preferences, life roles and gaalsore proper and easier way. The two tools
often used to assist individuals in their self-assgent include the career planning workbooks
and the career planning workshops (Bernardin, Ruk383, p.351).

Career planning workbooks consist of a series @stijons and exercises designed to guide
individuals to realize their own abilities, weakses, career opportunities and the
organisation’s resources. Workbooks also help apl@yee to understand the organisation's
career development policy and provide informatiarttte organisation's structure, career path
and job specification; it helps an individual tot glee insight into development programs.

Major advantage of this tool is structured approsxtine career planning, which is self-

scheduled and self-paced. In addition, this inséninis not expensive and can be widely used
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in various organisations and at various careefestagisadvantage of this tool is the fact that
it can not be used with groups and have no feedback

Workshops offer similar assistance as the previoak While workbooks are focused on the
current job performance and development plans, siarks deal with the career plans and
values. Workshops are organised in groups, sopgh®yde a chance to compare and discuss
the attitudes, concerns and plans with the othersimilar situations. They provide an
experience in which participants develop, sharediscuss personal information and receive
the feedback. Feedback from the facilitator andnfrother group members may help an
individual to detect any self-deception or selfaggnce that may pass unnoticed if self-
assessment workbooks were the only to be used.rMigadvantage of this tool can be
noticed in designing an experience that is suppoésesiit to the needs of all participants,
especially if those come from different organisatievels, different career stages and
different age groups.

3.1.2. Individual counselling

Career counselling usually involves one-on-one stabetween an employee and the
organisation’s representative. Since these coungedkessions are mostly conducted on one-
on-one basis, they are time consuming and may aoad cost-effective as other career
development methods. These sessions vary from tie¢, Informal talks to the annual
performance evaluation discussions with the colingeprofessionals. Session starts by
determining the employee's goals for the sessioth @mntinues with the counsellor's
assistance in establishing his/her career goalsstnategies provided with the support for
implementing career strategy as well as with feeklladout the employee's ideas and actions
taken so far. Counselling is important during la tareer development stages, so it is equally
important for the continuous employees as welloaghose who are approaching retirement
or those employees who are laid off. Counsellorsukh be those managers who are
acquainted with the organisation and are also famwith the employee's performance and
capabilities.

3.1.3. Information services

Information systems and two-way communication dréigh value for an organisation, but
also for employees (Bernardin, Russel, 1993, p).3B8s type of communication constitutes
an internal communication system. It alerts orgatios and employees to the employment
opportunities at all levels, including the upwaddwnward and lateral transfers. Besides an
accurate self-assessment, the employees engagedaireer planning need also information.
All sorts of information are also valuable to theganisation itself, because they provide
records on the employees' skills, knowledge, wogleeences and preferences pointing out
possible candidates for the job openings withinanrgation. The most popular information
systems usually include: job posting systems, skikéntories and career paths.
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Job posting systems mean that open positions inrganisation are made known to the
current employees before advertising them to thsiders (De Simone, Harris, 1998, p. 373).
The organisation publishes vacant positions leafied puts them on the places frequented by
employees. They serve for information purposes &ottain job descriptions, job
requirements, pay range, application procedure Vfacancies, and outline minimum
requirements for the position. These systems asgesas a motivational tool, implying that
the organisation is more interested in the empleykem within the company than the
outsiders.

Skill inventories are another important informatgystem or database, containing files with
the particulars on the employees' skills, abiljtiexperiences, education, performance
evaluation and career preferences (De Simone, $d@®98, p. 374). Skill inventories are
often part of the organisation's human resourcermdtion system. The HR department
usually uses these pieces of information duringagsessment phase of their organisational
needs, to identify the capabilities of workforceddaa focus on skill shortages. It also helps an
organisation to identify its shortages of critiskllls among the internal employees, this being
useful to determine their training needs and diifiétypes of training programs.

Career pathing is another answer to the employpesstions about their career progression
and future job opportunities in an organisationvpiimg them with a kind of information
service (Bohlander, Snell, Sherman, 2001, p. 2P&th can be explained as a line of
advancement or sequence of jobs in an occupatibela within an organisation that
employee desires to undertake in order to achiegéhdr personal and career goals.
Addressing career path within career developmentgss, in this work, usually focuses on
promotion. Promotion is an assignment to a higbeell job within organisation (Bohlander,
Snell, Sherman, 2001, p. 279). Some organisatioepape interesting descriptions of the
available career paths for their employees. Thesergtions can be very useful, because
they acquaint employees with the possibilitiesjfdr movement, along with the descriptions
and specifications of job. Paths can aid an empglagedeveloping his/her career strategy.
Another job is reached when an individual has acdatad required experience and ability
and has demonstrated readiness for promotion. ©nttrer hand, failure can occur whenever
an individual does not move up after a certain amhofitime has elapsed. Besides the career
paths, some organisations use dual career pathsabtrack system where the path to greater
responsibility includes both the management andmanagement tracks (De Simone, Harris,
1998, p. 374). The most obvious places where theecgaths have changed are in technical
and professional fields. The most successful ergsescientists or professionals are
promoted right out of their field of specialisatioio management. They may offer excellent
results in their skill area and desire to grow Hertwithin that area, but feel that they are
limited since the organisation's technical caresek has early ceilings, so they are promoted
into the managerial area. So the organisation $ortsebest people to leave their technical
careers to advance, and from the top technicabpedrs provide mediocre managers, who
really do not want managerial positions.
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3.1.4. Organisation assessment programs

The assessment programs consist of the methodw&tuating the employees' potentials for
growth and development in an organisation (BermardRussel, 1993, p. 353). Many
organisations evaluate potentials for promotionstiygoamong the managerial, professional
and technical employees. They want to be provided the individuals ready to fill key
positions when vacant. The most frequently usecri@ assessment programs are the
assessment centres and succession planning.

The assessment centre works on the principle ofl graps of employees who simulate a
variety of exercises (De Simone, Harris, 1998, 16)3These exercises simulate typical job
requirements and consist of group discussionss,tasterviews, in-baskets and business
games. Assessors are usually the managers whoewarerfjanisational levels above the
assessees and are specially trained for this Adte. having performed all sorts of exercises,
the assessees are also interviewed. The asseg#era wetailed report on each assessee and
usually make an overall judgement about possibtenpting and also provide feedback to
employees. The career assessment centres provide source of data, because they make
various kinds of evaluations, such as oral comnatin, planning and organising, control,
initiative, adaptability, and delegation. In thigyy the assessors in assessment centres try to
estimate how individuals behave in typical busirggsations

Succession planning is a process when senior axesuperiodically review their top
executives and those in the next-lower level tonidg the employees who should be
developed so as to be able to replace them (Bemardissel, 1993, p. 353). Succession
planning is usually restricted to the senior lemelnagement positions and can be informal
and formal. Informal succession planning is a psecghen a manager identifies his/her own
substitute. Formal succession planning includesegamination of strategic plans, HR
forecasts and particulars on all the candidatesh sas ratings of current performance,
promoting, judgement of knowledge, skills and aiei. Succession planning identifies not
only the top candidates but also those who needldement and those unwilling to progress
further. Many succession planning systems failve Up because they are largely subjective,
they also fail to adjust to the changes in positear time or fail to warn managers when one
candidate is in line for several positions. Otheakness of succession planning can be seen
in the fact that they rarely include an input frondividuals, regarding their own career
interests, and often serve just as a yearly pap&rerercise that does not produce any
decisions.

3.1.5. Developmental programs
Developmental programs consist of skill assessmemd training programs that an

organisation may use to develop its employeesuturé positions (Bernardin, Russel, 1993,
p. 353). These programs provide employees withofp@ortunities to learn new ideas and
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skills, and prepare them for future positions. Meimy is one of among developmental
programs, consisting of an established formal ieiahip between the junior and senior
colleagues that contribute to their career and Ipdpgical functions. Mentoring has been
described in more details previously, as one ofartgmt managerial roles.

Another type of development programs is job rotaifpe Simone, Harris, 1998, p. 376). It
stands for assigning an employee to a series o jobdifferent functional areas of an

organisation. It systematically moves an employemfone job to another, thereby increasing
the number of different tasks an employee perfomwithout increasing the complexity of

jobs. It also provides an employee with a chanckedaon and use new skills, to understand
better different organisational functions and tddoetwork within the organisation.

3.2. PERSONAL FACTORS

It is not possible to find two persons who are clatgly the same. Consequently, different
individuals have different relations and differgméeferences in their careers. A whole lot of
different factors influence the choice and develeptrof one's career. Those factors can be
related to social status, family, friends, orgatisa and possibilities it offers, economic
status, but first of all these are personal charestics such as attitudes, personality, skills or
abilities (Bahtijarewi, 1993, p. 851). The career is greatly influencéth wnvironmental and
personal factors. It develops through differengetaand each of these stages is influenced by
the factors stated above.

3.2.1. Attitudes

An attitude can be described as a factor that higtiluences the employee's behaviour in an
organisation and as such can fortify or deny thessjdities for someone's career
development. An attitude is a positive or negateeding or mental state of readiness, learned
and organised through the experience that exeetgfgpinfluence on the person's response to
people, objects and situations (Gibson, Ivancevnelly, 1994, p.114). An employee has
some attitudes towards his/her career. Also, histtgudes in terms of work factors such as
job design, company policy or benefits, influencgtrer behaviour on the job. These factors
also cause three types of responses, such as:tigegfthoughts), affective (emotions) and
behavioural. The cognitive component of an attitudeludes beliefs, opinions and
information the person has about the job or angrotbject relevant for observation. An
employee can have positive or negative thoughtsitatig/her job, for instance whether it is
interesting or not. Cognition causes affection,ifsa person has positive thoughts about
his/her job, his/her feelings about the same obyeidit be positive also. This will be
manifested in the employee's love for his/her jpmally, we come to the behavioural
component of attitudes. This is the employee'shinda to behave toward the job or any other
object in a certain way. In this case, positiveutilds and positive feelings towards the
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employee's job will create positive behaviour iway that, for instance, the employee will
come to work on time with a smile on his/her face.

3.2.2. Personality

Some employees are concerned with quality of thahey perform, while the others are not.
Some co-workers' behaviour is pleasant while sothers' one is aggressive. Some of them
perform their jobs more actively, while the othare passive. The manner in which a person
acts and interacts is reflection of his/her perignavhich is unique for each employee. An
individual's personality is a relatively stable set characteristics, tendencies, and
temperaments that have been significantly formedhgritance and by the social, cultural,
and environmental factors. This set of variablagsmeines the common and specific traits in
the behaviour of an individual (Gibson, IvanceviBlgnelly, 1994, p.124). Managers should
not conclude that personality is not an importautdr, just because belongs to something
outside the organisation. They also have to be @wfthe individual's personality in order to
predict their behaviour and to accomplish the oiggion's goals in a proper way, with the
help of their employees. That's way the managessldhry to match the employee's and job's
characteristics so that the work is done by theolgeaho are well suited to do it.

3.2.3. Knowledge, skills and abilities

Knowledge, skills and abilities (KSAs) form anothgroup of factors which also have
significant influence on the employee's behaviond a&onsequently on the employee's
performance. Some employees, although having reduknowledge, and being highly
motivated, will fail in their performance if do npbses appropriate abilities or skills. Abilities
can be defined as general capacities related tpatfermance of a set of tasks (De Simone,
Harris, 1998, p. 43). Abilities develop over tima, an interaction between heredity and
experience, and are long-lasting. Skills are sinaabilities, but differ in the way that they
combine abilities with the capabilities that areveleped as a result of training and
experience. Finally, knowledge is defined as uneustdnding of factors or principles related
to particular subject (De Simone, Harris, 19984 3®44). Knowledge, as a result of learning,
due to its long-lasting effect and its complexitigserves a separate section, and shall be
discussed in more details in hereafter (De Simblaeis, 1998, p. 44). The abilities and skills
that can be learned or trained can be obtaine@matehat school or at work. Some abilities
and skills reside in an individual himself/hersa@fcumulating in time, each new experience
adding something to the total ability. Also, thexee certain abilities and skills that are
demanded by the job may or may not match thosatiabiland skills possessed by an
employee. Not everyone has the same abilities ah@veryone has the abilities required to
perform specific job. It is the manager's respahsilto place the employees with specific
abilities on the job requiring those abilities. Ts@me situation is with skills, because not
everyone is skilled to perform all the jobs, andhagers, once again, have the obligation to
find and make the most perfect matches betweenjdibe and recruited employees. At
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otherwise, the employees will end up in the job&rerthey will not be productive, satisfied
and fulfilled.

3.3. KNOWLEDGE AND CONTINUOUS DEVELOPMENT - PRECOND ITIONS FOR
CAREER DEVELOPMENT

Education and learning processes today become bnheomost important factors of

managing human resources and one of the main pigmms for continuous career

developmentThis is an investment in the organisation’s mogponant resources - human
resources, this being the most effective way foeatton of the organisation’s

competitiveness. Basic education has been achiegfede individuals enter an organisation;
it ensures free enter to the world of businessthiéareducation, training, learning and
continuous development is an individual's task &isb the task of the entire organisation.
Organisations today are aware of the fact that rarestment in their employees is an
investment in the whole organisation and not thet,b@cause for the survival in today's fast-
changing business climate, individuals and orgammisamust be continuous and lifelong
learners (Honey, 2001, p. 7).

Many terms are involved in creation and realisabbonne’s career development. Those terms
are sometimes used as synonyms but have to beglisihed because they make significant
differences. Those terms are education, learnird) teining. Education creates base for
further development by expanding the individuatgalt cognition, knowledge, skills and
abilities, and qualify him/her for independent peniance and decision making (Bahtijatevi
1993, p. 721). Education broadens an individualhsd he/she may be prepared to assess a
variety of situations and select the most appropri@sponse. Learning is the process of
acquiring skills and knowledge and it results irelatively permanent change of behaviour
(Bahtijarevt, p. 1993, p. 721). Training is directed to the Bippe’s better performance on
their current jobs, through the activities plannka gaining new skills, abilities and
knowledge, and required for the stated job or &tain activity (Bahtijarew, 1993, p. 721).
New skills, abilities and knowledge that are gaitlecbugh training are designed to create
behaviours preferred by employer. Finally, develepmand especially career development,
occurs as the result of the positive usage andaioin of education, learning and trainiritgy.

IS in tight connection with gaining new set of kredge, skills and abilities that an employee
need for quality performance with the new and nmaeeanding tasks and positions during
his/her career (Bahtijare¥i1993, p.721).

3.4. PRINCIPLES OF LEARNING
Learning is defined as a change in behaviour ofopaance that occurs as the result of
experience (Daft, Marcic, 2001, p. 370). Changéehaviour includes acquiring something

new (like gaining new skills) or modifying sometyirthat already exists (like achieving
greater accuracy in dealing with certain tasks)e Thange has to be permanent or long
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lasting before it could be said that learning hesuared. Also, if one wants the process of
learning to succeed, learner has to be ready anvated (Fisher, Schoenfeldt, Shaw, 1993,
p. 379). The learners' readiness means that theelepossesses the background skills and
knowledge necessary to learn the material that kel presented to him/her. The other
precondition for learning is the learners' motigatildeally, the learner should feel the need
for the new skills and understand how the succedsfarning would benefit him/her.
Although some learning can occur without any mdiorg learning is much more efficient if
learners want to learn. In addition to motivatiordividual also needs to posses an ability to
learn. Otherwise, if either is lacking, learningllwiot occur. Also, if employees get little
support in their working environment for learningwknowledge or skills they will be less
likely to learn and use them. Effective learningoise of the goals of human resources
development. Upon learning sessions, the absorbatéria should be transferred to the
employees' job positions and enable them to perfibrair job activities more effectively.
Otherwise, if the learning that has occurred istrantsferred to the job, the learning program
was waste of the company's resources, mostly tmdenaoney (Fisher, Schoenfeldt, Shaw,
1993, p. 382). The transfer of learning materiall We easier if the trainer underlines
usefulness of the new material as well as simiksribetween the situations that have been
learned with the situations that are likely to happn job.

In defining the principles of learning, some aduhl concepts beside those presented above
have to be explained in more details. Some of tlroseepts affect learning and the others
affect retention of what has been learned. Learisradfected by active practice, this meaning
that learners should be given an opportunity tdgoer repeatedly the task or use repeatedly
the knowledge being learned. Automaticity resultsrf the practice and requires insignificant
guantity of conscious thinking. Learning can beeetiéd by overlearning, this being defined
as the practice beyond the point at which the lahas mastered and performed the task
successfully several times. It provides additiopgdctice in using skills or knowledge.
Decision whether learning and practicing would loael for the whole task or divided into
several separate steps, depends on its difficubpd? decision on learning program design
will positively affect the learning process. Iethask is simple, it can be learned and practiced
as a whole. On the other hand, if the task is cemyghe results should be better if it is broken
into several steps. Similar dilemma appears wighrttassed versus spaced practice sessions.
When the task is complex and has to be remembereal Ibng period of time, it is better to
apply the spaced practice sessions. In situatidmsnvsimple tasks have to be taught, the
massed sessions can be used. During the procesarmng, it is very important for a learner
to receive the feedback about his/her performanee,objective information on his/her
learner's performance (Fisher, Schoenfeldt, She®®3,1p. 381). Learning without any
knowledge of the results achieved is less effectivee it is very hard to eliminate errors
when the performer does not know what mistakeshbelsas made. When the learner
overcomes the process of learning it is very imguarfor him/her to retain the newly learned
material. The retention will be optimal if the m@aéis meaningful or if the presentation has
been made in a meaningful way. New information gmé=d to the learner has to be rich in
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associations and connected with the things famil@arhim/her. Interference can cause
problems with retention (Fisher, Schoenfeldt, Sha@93, p. 381). It happens when the
material or the skills that are learned beforey@né absorption of the newly learned material.
These material or skills that have been previolstyned have strong stimulus response,
totally different from the new one. To overcomeenférence, the trainer should clearly
explain the principles, underlie correct responséd provide an active practice which will
increase connection between the learned segmetetmtion.

3.4.1. Adult learning principles

Individuals perform things in a different way, $aosi natural that different individuals learn at
different rates and in a different way. This hashimg to do with their intelligence but with
their personality, motivation or even age. Sincespeality and motivation have been
previously discussed, now the emphasis will begdagn the learners' age. For their career
development, employees (adults) sometimes haveake tearning sessions in order to
improve their skills or even to gain new knowledged skills. Teaching adults requires
different approach than teaching children (Fish&choenfeldt, Shaw, 1993, p. 383).
Instruction technique for teaching adults is baeadthe science calledndragogy. Many
principles of the learning and instruction techmsjeveloped for children are significantly
different from those developed for adults. Key @iféinces between the adult and child
learners can be noticed in the following assumggti@isher, Schoenfeldt, Shaw, 1993, p.
381). Firstly, adults already have substantial kiedge gained during their basic education,
by performing their job, or reading, listening adiscussing with other adults. Secondly,
adults take responsibility for themselves and lfeirtlearning; they are self-directed and feel
internal incentives as motivational factors of teag. They show great interest in and
readiness for learning the tasks that will be rate\for their future. In addition, adults want to
learn innovative and creative facts that will emathlem to solve the problems. Furthermore,
adults are eager to apply immediately what theyeHaarned, they create collaborative and
supportive learning atmosphere and create interakgreg and mature relationship with their
teachers as well as with their peers. But somecdiffes may also arise in teaching adults.
Those can be seen in the fact that adults takeetotoglearn new knowledge and skills and
tend to make more errors during learning sessionspite of that, adults can and do attain the
performance level equal to those achieved by ydengsIn order to overcome those
difficulties and to attain more effective learningttention must be paid to motivation,
structure, familiarity, organisation and time.

3.5. TRAINING
The distinction between training and developmerst @en discussed previously. However,
the terms of training and development very oftepeap together so the relationship between

them has to be clearly explained. The téramning is often used casually to describe almost
any effort initiated by an organisation to fostearning among its members. However, many

39



Master Thesis

experts make distinction betweéraining, which tends to be more narrowly focused and
oriented toward the short-term performance congeand development which tends to be
oriented more toward broadening the individualifissfor his/her future responsibilities. The
two terms tend to be combined into a single phrasaining and development - to indicate
the combination of activities used by organisatibmsncrease the skill base of employees
(Bohlander, Snell, Sherman, 2001, p. 222). The alvdraining cycle to be explained
hereafter can be divided into three phases (FiSwoenfeldt, Shaw, 1993, p. 369). The first
phase is known as thaeed assessment phase, the second one dke training phase, and
finally the third one athe evaluation phase.

3.5.1. The need assessment phase

For any training to be successful it is importanuhdertake a thorough need assessment to
determine which employees are to be trained, wiegt &re to be trained and which methods
will best provide required KSAs. Need assessmedttaaning can be created only for those
employees who need to improve their performancegrae#ly, for the current employees who
are intended for promotion; and finally for the néwes. Depending on what group of
employees the training will be directed to, theice@f methods and sources is made. If main
intention is to improve the employees' performantehe current job, training must be
designed in a way that the present employees' npeaftce is find out and differences in
performance or the areas where an improvement eslatk are identified. After having
gathered all important information on poor job perfance it is important to state if training
is needed to eliminate potential problems, or theason can be solved by increasing
motivation or redesigning tasks. If training is raddr the current employees intended for
promotion, than the need assessment must be dahfarent way. The current job of those
employees, as well as their current level of penfmmce, may not indicate their abilities for
the future job. To meet those demands, the HR alisi and trainers must measure the
demands of the future job in order to assess thigies of the employees intended for
promotion. Finally, training can be designed foogt employees who are not intended for
promotion and development, but for those who ares éres in organisation. Those
employees are not employed yet, so the trainersnareaware of their KSA. In order to
prepare the new hires for their new positions,dastd responsibilities of the job, trainers can
make some tests to assess their abilities and ggaviem some needed improvements, if
needed.

A thorough need assessment has to be based onstge®ents; organisation analysis, task
analysis and individual analysis (Fisher, Schoeifebhaw, 1993, p. 375). Organisation
analysis is the process of examination of the asgdiion’s environment, strategies and
resources, in order to determine where the emplwsigining should be laid. It is also

important for training to be in correlation withetlorganisation's goals, culture and future
plans. The second stage of need analysis is cikedask analysis and it is focused on the
duties and responsibilities of the job. This stagwlies a thorough inspection of the
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description and specification to identify all thetiaities performed in a particular job and to
determine the KSAs needed for them. The task aimsayarts with listing all the tasks and
duties included in job. Finally, the individual d&yss determines which employees require
training and what their current levels of skill akdowledge are. A thorough individual
analysis helps an organisation to avoid the mistdkautting all the employees into training
and when some of them might not need it. Alsoglpk the managers to determine what has
to be done to resolve the problems of those arbasenthe employees are deficient.

3.5.2. The training phase

Upon identifying the training needs, the secondartgnt step is design and implementation
of the training program. Proper design and impleat@n of the training program will ensure
meeting the goals, this being accomplished thrabglsecond stage called the training phase.
This phase starts with selecting training methods @eveloping training materials which are
to make better results by understanding how pelgalen by determining the level of their
readiness and motivation (Fisher, Schoenfeldt, SHE®®3, p. 379). The situation with
learning is the same as with training, when theéné&s readiness and motivation are
concerned. Trainee’s readiness depends on hisiuerrity and experience, which means that
he/she should have the background knowledge atid skicessary to absorb the content of
training programs. Also, one must know that onlyhsmentious, goal-oriented and self-
disciplined employees are motivated for trainindiey are able to grasp the correlation
between the effort they put into training and higberformance on the job.

After the training program has been designedimjgortant to implement it adequately. There
are different teaching methods suitable for differgroups of employees. In most occasions
those techniques are different for non managema managerial employees. These are
separated because non managerial employees rdjfigeent training methods from the
managerial ones, since their needs in terms ofldevent and improvement are different.
Most techniques for both groups of employees cadiieed in on-the job techniques and
off-the job techniques (Fisher, Schoenfeldt, SHE®®3, p. 385). The first ones are conducted
at the work site and in the context of actual while the others are performed in classrooms.

3.5.3. The evaluation phase

The final phase of the training process is evatmaphase. Training should be evaluated to
determine its effectiveness, i.e. to define theeixto which the training activities have met
the goals set. Unfortunately, organisations usualgke poor evaluation or even ignore it.
There are four criteria of proper evaluation, thbeeng: reactions, learning, behaviour and
results (Fisher, Schoenfeldt, Shaw, 1993, p. 40bg first criterion is reactions of trainees.
Participants can tell whether they liked the prag@ not, but also can give insights into the
content and techniques they found most useful.nexe criterion is learning, which measures
to what degree the trainees have mastered the ptsneeformation and skills presented by
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training. Knowledge and skills testing made beftine training is the control base for
subsequent evaluation. Another criterion is onjte-behaviour. In many occasions the
knowledge obtained is not transferred to the jalt,this does not mean that training was not
effective. The transfer of training will be reinéad if the conditions on training are the same
as on the job. The final level is the result ofrtirag, which can be measured by utility and
benchmarking. Utility refers to the benefits dedv&om training, relative to the costs
incurred. Also, an organisation can measure thdteesf training by means of benchmarking
— a process of measuring one's own services amtigas against the recognised leaders, in
order to identify the areas to be improved.

3.6. CAREER DRIVERS - FOUNDATION FOR CAREER DEVELOP MENT OF
NEW-AGE EMPLOYEES

The expectations regarding career and its prospects changed lately from the traditional
concepts, characteristic for the past decadessmess environment, to the modern concepts.
Being employed at his/her first job and starting/lmer own career, an individual enters into a
psychological contract between himself/herself &mslher employer. The first months of
employment are considered to be decisive for atigespsychological contract between an
employee and employer (De Vos, 2004, p.4). Thesdracts are defined as the beliefs
employees hold about the terms and conditions ef élxchange agreement between
themselves and their organisations. The emplogs@dliation of their psychological contract
affects the important employee’s attitudes and Yelias, like commitment, turnover and
organisation’s citizenship behaviours. Psycholdgicantracts in the relatively stable
environment and in the existing dynamic contextrsézdiffer in many aspects (Maheshwari,
Krishnan, 2004, p. 2). Being the member of the Istabusiness and technological
environment, an employee expects from his/her asgéion steady employment, guaranteed
rewards, upward mobility, few lateral entries, fatmtraining, career management by
organisation, fair and equitable human resourcesagement practices. In return, the
organisation expects from its employees: loyalgmmitment and hard work. On the other
hand, if an employee is the member of a dynamignless and technological environment,
he/she expects from his/her organisation employgbitontinued professional education,
balanced work/life requirements, individually dniveareer management, career managed by
an individual and not by organisation, resourcesdévelop identity and adaptability of
employees. In return, organisation expects fleybto employ, deploy and retrench people
according to the changing needs for skill and keolge.

On the other hand, flexibility as an imperativecafr time imposed to organisation in the
current competitive environment has made it diffidor them to provide traditional job
security to its employees (Singh, 2005, p.3). Qertzareer drivers that were part of
psychological contract have changed during the .tifrfieese drivers can be defined as the
short-term/long-term aspirations or preferencesawnfindividual, which influence his/her
decisions regarding his/her career. Aspirations @meferences can be related to the specific
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features of a job or an organisation, so that cadrévers are either job-related or
organisation-related. Career drivers can be broaldgsified as traditional and progressive
(Singh, 2005, p. 4). Traditionally, the career drs/related to the old psychological contract
have are: upward mobility in the hierarchical layesocial status, and assured future. These
career drivers are characteristic for the old peladical contract. However, the motivation
backing the career moves may no longer be limibeghdney or status, but these moves may
be motivated by an opportunity to learn new thinggroper utilisation of current skills on
the job. Progressive career drivers are thoseecl& the new psychological contracts,
focused on improving employability, employee periance and employee growth. Singh in
his work tried to prove that progressive careevets are dominant over the traditional ones
with the new-age employees. He also tried to pthaethe new-age employees always try to
improve their employability and are eager to leaaw skill-sets. This research has been
conducted in 2003 within the software profession@lsey were chosen because they were
typical new-age employees working in new-econonalstry. Data from this research can be
correlated with the data of the empirical partto$ imaster thesis.

The research has proved that the progressive caiigers dominate over the traditional ones
(Singh, 2005, p.9). The research conducted by Sgagie the results similar to those from the
research of this master thesis with young Croatiafiessionals. New age employees in both
cases are more oriented towards the progressieercdrivers, this being specially true for an
opportunity of acquiring new abilities and skililsarder to improve their current status. In the
case of Singh’s work as well as in the empiricat pé this research, one traditional career
driver is also stressed: the possibility of beftay and better reward for accomplishment.
Better pay will hereafter be pronounced as ondéefmhain reasons for new job opportunities
with the Croatian graduates in Economics.

3.7. GRADES AS INFORMATION

When finishing their faculty education, the gragisatwho will in future become significant
human resource to a certain employer, carry aldmy taverage graduate grade. Is this
average grade valuable information for employerstleir future employees and what
information do grades provide at all? In academmgirenment, incentives, rewards and
information are provided through grades (Grant,2@0 1). Good grades are reward for
diligent students and they could be used outsidedofcation institutions, perhaps by an
employer in the entry-level labour market, seekimgdentify an applicant's academic skills
from his/her grade point average. There are alweygtions in grades even among the
students taking classes from the same teacherud®csome students are more willing to
trade off their leisure for study, or they learnrm@asily. On the other hand, there can be
variations in grades among different educationsfitutions, this depending on teachers and
their skills, potentials, and readiness to transhemir knowledge to students. The grades
variations by regions will be the subject of thepamsal part of this thesis, which will try to
prove that regarding the grades, there are nordiftees between the different Croatian
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faculties of Economics. Another topic regarding trades, i.e. the influence of grades on
employers and possibility of easier employment| alg#o be discussed in the empirical part,
and their correlation will be proved. Each gradeaidunction of the instructor's quality,
student's characteristics, and nature. One can makain conclusions on the teacher’'s
effectiveness from his/her average grade, as wetine can make certain conclusions on the
student’s abilities from the student's grade. Eiglacan combine this information on the
student's abilities with his/her own knowledge loé telationship between these abilities and
requirements of the job in question, to make ma@ete assessment of the potential hire's
value to the firm.

In 1990-ies a research was conducted in Croata@dar to find the correlation between the
grades on different educational levels and job es¢grades on job performance) (Matusi
2001, p. 155). The research was conducted amonge6ffloyees in 10 companies. The
research has found the correlation between these pavameters, but with a very low
correlation coefficient (Maru&j 2001, p. 158). This reveals that it is very difift to predict
the future job success from the grades from theatthn process. If grades are to be taken as
a measure for selection, then they should not lkentas criteria for employment, but only as
an indicator which can provide advantage if thedadates are equal in all other criteria.
Moreover, literature and researches show that &s¢ performance in education process has
no influence on whether the young applicants well the job they want or the pay they want
(Grant, 2005 p. 2). Also, the employers always wargémploy strong human resources, but
very often complain about not being able to gethseamployees, since graduates are not
enough prepared for the workplace. Finally, theeaeshes show that employers do not use
educational information on their applicants, anitlttareward the graduate's academic skills
in terms of hiring, better job, or better pay.
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4. REGIONAL VIEW OF CROATIAN LABOUR MARKET

The definition of region is important in the resgaof regional labour markets (Mrnjavac;
Grei¢, 1996, p. 463). The usual procedure is to use m@dtratively defined areas in which
local authorities can design and implement a redhtiindependent and consistent policy
relevant to the labour market. These administrategions in Croatia are counties. The
analysis of the regional labour markets is necédgsa synthesis of economic and
demographic factors and their interaction. Natgrawth and migration change the size of
the population, which by given activity rates detere the labour supply. However changes
in population size affect the demand for goods sexices, which in turn determine the
demand for labour as one of the basic producti@tofa. In a dynamic economy regional
differences should be short-term, because markeé$oautomatically balance them. Owing
to lower wages firms should be attracted to arddsgher unemployment, and, vice versa,
workers would migrate to more attractive areas. Kdarforces do not always alleviate
regional differences, more frequently they intenglifem. It is very logical; rich regions with
abundant resources and high quality resourcexttftese capital and develop faster than less
developed ones. In such a situation direct or @udigovernment intervention is really a
necessity, and in radical cases it is not onlyragdement to the market, but it must be strong
enough to overcome and redirect market forces.

Development of Croatian regions, besides inheieiblems and imbalances, is additionally
burdened by the consequences of the war, i.e. dyatt that some regions were directly
exposed to destruction and devastation of matezsalurces as well as to forced emigration -
outflow of labour force (Mrnjavac, @ic, 1996, p.458). Forced migration from the occupied
Croatian territory as well as the destruction afi$ing, infrastructure and production facilities
caused an interregional allocation of populationclwhwas utterly independent of the usual
economic determinants. The immediate consequenseawancrease of labour supply and
change of supply structure in the labour marketsnohigration regions. On the other hand,
occupied regions were affected, besides other |dsethe long term loss of human capital
immanent to the territorially defined social grotjmne same factors had a direct impact on the
production possibilities in the affected regionsl dnus indirect effect on the labour market.
Due to that it is expected that special attentidhbe paid to reconstruction and development
of these regions, and that the above mentionedmagmanagement process will be delayed,
i.e. in the immediate future the central governmedit play an important role in the
development of these regions. Besides war aggresseny Croatian regions are slowing
down in their economical development due to otkasons such as their territorial positions.
This relates to rural areas, areas of great indilistecline, border areas, mountain areas and
islands.

Focusing on the three regions that are the subjebis master thesis (Split-Dalmatia County,

Primorsko-goranska County and Istria County), it && pointed out that they were spared
from the direct war aggression and war destructidds the other hand problems of
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imbalance between the labour force supply and labdotce demand were caused by
migrations of labour force from the counties thatrevdirectly affected by the war aggression,
because these regions encountered with the sarbepreof refugees. This can be the basis
for the formulation of master thesis hypothesis cuhstates that there are no differences
between the Croatian graduates in Economics andstients of final years of various
Croatian Faculties of Economics in the stated deanSimilar developmental opportunities,
opportunities of employment as well as similar ément opportunities (more in further text)
provide approximate opportunities for career depeient among graduates in Economics in
stated regions. In other Croatian counties greatsgional differences are noticed
(http://www.hzz.hr/docslike/24032004-H-NAPZ.doc}arsing from City of Zagreb which
offers significant employment opportunities, thestrih County were employment
opportunities are related to tourist sector, Mediieean agriculture, fishing and steadily
established entrepreneurial culture, and finishinth Central Dalmatia which still suffers
from war consequences.

Among the main indicators that can be pointed autthe future Croatian and regional
development, belongs the need for increase of gmyat, higher participation of science
and new technology in economy as well as the neednbtural growth of Croatian
population. The increase of total employment isop priority of Croatian and regional
economy and politics (and of course has to remaarity in the future, as well). The increase
of total employment mainly considers the young @oaged between 15 to 29 which,
according to the last Croatian census, form 20.26%o total Croatian population
(http://www.vlada.hr/Download/2004/08/04/34-10.htmf)ccording to the same census the
unemployment of the stated group of population 4s4% which makes them the most
affected group. At the same time the Croats ofatlpe group 15-29 make the main power of
economic development on the country's as well agherregional level. Specific problems
that create such a situation are the absence aécnanism which would enable transition
from passive to active segment of population, theeace of a process which would enable
gaining the first working experience and the la¢Kimancial support for those entering the
world of work. One of the solutions for the probkeis incorporated in several programmes
that Croatian Government has made. One of the anoges relating to the graduates in
Economics is called "From Faculty to Job" and temded for young graduates up to 27 who
graduated within the scheduled period. Governmewtthis program, participates in co-
financing of their employment and it also rewardgyers that employ new graduates with
certain benefits. Another indicator of Croatian eélepment is the development of new
technologies. Once again, Government offers prografrsupport for those employers and
entrepreneurs whose main function is in tight cetina with science and technological
development. The main goals of this process arsilpbges of receiving information in due
time, closer connections with Croatian economy twednterchange of information within the
world of business. Last among the stated indicatbiGroatian development is the need for
natural growth of Croatian population. This is sthtbecause of the several reasons that
Croatia is dealing with presently. Those are dtashianges within Croatian demographic
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structure noticed in the decrease of natural pajunlagrowth, war migrations, population
ageing and decrease of active segment of population
(http://www.mzopu.hr/doc/BiltenHABITAT.pdf). At theend of this section some other
indicators, apart from those stated, can also betioreed in order to the present possibilities
for the development of regions and towns that laeestubject of this research. Due to the fact
that all three regions are costal regions, thebnity and development are tightly connected
with their natural environment. According to thisne of the main indicators of their
development is tourism which is main driver in fh@cess of development (especially for
Istria County and Split-Dalmatia County). Primorgkmranska County, according to its
specific location within highland area, costal arsaa area and islands, has to establish
balance among economical and social development
(http://www.mzopu.hr/doc/BiltenHABITAT.pdf).

4.1. REGIONAL VIEW OF EMPLOYMENT AND UNEMPLOYMENT

Table 3 shows the similarities among three statedatian counties regarding the

employment. Data in the table show the number opleped persons within counties

demonstrated through indexes. Year 1999 is takem &mse year and other years are

compared to it in order to demonstrate increaseorease within the employed persons.

Table 3: Indexes regarding employment in Croatian gunties 1999-2003

County/Year 1999 2000 2001 2002 2003
Split-Dalmatia County 100 96.61 96.30 96.82 102.02
Primorsko-goranska 100 98.89 99.13 99.85 101.7
County

Istria County 100 98.47 100.14 101.53 101.63
Range 93.13-104.7. | 93.18-104.5. | 92.73-106.5! | 86.22-117.6.

Source: Various editions of Statisti ljetopis Republike Hrvatske

The last row of the table represents the rangedsiwéll Croatian counties. For instance, in
year 2003 index for Split-Dalmatia county was 1@2@Which means that employment in this
county increased by 2.02% compared with the samentgoin 1999. Similar changes
happened in the remaining two counties. EmploymientPrimorsko-goranska county
increased by 1.7% and in Istria County by 1,63% marad with 1999. The greatest decline in
a particular county was recorded as the declin@37¥8% compared with 1999 (value of
index is 86.22), while the greatest increase iradiqular county is registered as an increase
of 17.63%. The greatest increases are recordedifpiof Zagreb, while the greatest declines
are recorded for the north-east parts of Croatignificance for this test is 6.48 (P >5%),
which shows that there are no significant diffeencegarding the employment within the
three stated counties.
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Another indicator for the similarities among theeih stated counties is the latest data of
Croatian average monthly received pay. The stateshtees disperse similarities regarding
this issue too. In Split-Dalmatia County the averagonthly received pay (summer 2005)
was 1,6% above the Croatian average, as well i&dria County, while Primorsko-goranska
county was 0,5% above the Croatian average. Thaagtedifferences are once more noticed
among other Croatian counties, such as: the Ciagfreb where monthly average received
pay is 22% higher than Croatian average. Those catabe also connected with the above
stated, that the City of Zagreb offers the greagssployment opportunities. On the other
hand the greater disparities with the Croatian mmgnaverage received pay, regarding the
greatest decline were 23% bellow Croatian averagerti{-east part of Croatia)
(http://www.slobodnadalmacija.com/20050907/ekonafj.asp). These similarities
regarding the average monthly received pay, cam @t at quite similar opportunities that
the Croatian graduates in Economics possess regaiie career development in three stated
counties.

4.1.1. Population and unemployment in general

The Republic of Croatia is divided into 21 countiesluding the City of Zagreb as a separate
county. As mentioned already, in this work the ¢heeparated counties are taken into the
field of research, and those are Split-Dalmatiar@puPrimorsko-goranska County and Istria

County.

The data presented in the first part of this sectice gathered from the last census that took
place in Croatia in 2001. Here the population thiabits the three counties important for this
research is presented, and is divided accordintheéo different statuses. These statuses
include: total number of population, population @ale for work, and which is of grater
importance, number of active and number of emplagbdbitants, all patterned into groups
of male and female. The total number of Croatiaputation is 4.437.460. Split-Dalmatia
County, with its number of inhabitants, holds teeand position among all Croatian counties
(10.44% of Croatian population), just after theyGaf Zagreb. Split-Dalmatia County is
followed by Primorsko-goranska County, which is@ding to its number of inhabitants at
the fifth position among all Croatian counties @@ of Croatian population), while Istria
County is on the sixth position (with 4.65% of Cwiaa population). The first subgroup of
Croatian population presented in this table is pbpulation capable of work. This group
includes the Croatian population of particular egpecifically female population 15-59 years
and male population 15-64 years, who are physicedlgable of work. The average of
Croatian population capable of work is 78.71%. Tiree stated counties follow this average
on the country's level, with minor exception ofigplalmatia County which is slightly below
this average with its percentage of 75.64%. Anotudagroup of Croatian population forms
the active population. This group consists of weakable individuals who were at the time of
census registered as employed or unemployed. Tiee ohactive Croatian population to
Croatian population capable of work is 56.96%. Hwerage of active population to all
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Croatian inhabitants is 44%, but observing theseettcounties the highest rate of active
population belongs to Istria County, while the Ieiveate belongs to Split-Dalmatia County.
Finally, active population is divided into employegnd unemployed persons. The
unemployment in Croatia is rather high. The peragatof employed persons, to active
population in Croatia is 79.57% (unemployment rda@®43%), while the percentage of
employed population to that capable of work is 8%3and the percentage of the employed to

total the number of Croatian population is 35.01%.

Table 4: Data of population in three Croatian counies

POPULATION POPULATION CAPABLE OF
WORK

Total Male Female Total Male Female
Split-Dalmatia 463.67¢| 226.13: 237.54! 350.70° 167.42¢ 183.27¢
County
Primorsko- 305.50! 147.21! 158.29( 248.82° 116.50: 132.32¢
goranska County
Istria County 206.34« 99.96¢ 106.37! 165.46¢ 78.11«¢ 87.35:
CROATIA 4.437.46! | 2.135.90| 2.301.56!| 3.429.54. | 1.613.67'| 1.815.86:

ACTIVE POPULATION ACTIVE EMPLOYED
POPULATION

Total Male Female Total Male Female
Split-Dalmatia 194.08. 106.83: 87.24¢ | 143.526 | 81.042 62.484
County
Primorsko- 141.13¢ 76.20¢ 64.93t | 113.424 | 62.375 51.049
goranska County
Istria County 95.69¢ 52.36: 43.33.| 79.876 44.275 35.601
CROATIA 1.952.61'| 1.085.13 867.48.| 1.553.643 | 871.054 | 682.589

Source: www.dzs.hr (Census, 2001.)
4.1.2. Unemployment in Croatia according to gendeand age

According to HZZ data, the strongest correlation of the increaseanployment with gender

is noticed in the 50-54 age groups. This corretatelates to the period 1995-2002, and is
shown in the chart 1. Correlation coefficient ok tincreasing unemployment with the
unemployed men and unemployed women of the stgied@ups is 0.93 (HZZ). In other age
groups the movements of unemployment among geratersignificantly lower. The age

group with the weakest correlation coefficient ag@enders is 30-39 years, with coefficient
value of 0.63 (HZZ). Lower correspondence betweem'snand women's unemployment in
this age group is the result of significant disameges of unemployment in 1998, which can

* Croatian Employment Service (Hrvatski zavod zaog§avanje - HZZ)
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be seen in chart 2. Afterwards the movements amugand women became again parallel,
but not as tight as it used to be before 1998.

Chart 1: Unemployment in 50-54 age group in 1995-22 in Croatia
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Chart 2: Unemployment in 30-39 age group in 1995-22 in Croatia
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It is interesting to mention, that more pronouncedelation between genders can be noticed,
but of different age groups. For instance, a preftgng correlation is perceived among men
aged between 30-39 years and women aged betwe&@4 Jears. That coefficient is
calculated as 0.79 (HZZ). Also, this group of unéyed men is highly correlated with the
group of women aged between 40-44 with the sameeval correlation coefficient. These
deviations of unemployment between men and womeheo$ame age group are the result of
decreased women participation in work. Younger wor{25-39) are less participating in
labour force than younger and older women, andishdtie to the fact that women of this age
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group are oriented towards giving births and takiage of young children. Also very weak
correlation is noticed among the oldest age gr@@pafd over), with the value of coefficient
just 0.07 (HZZ), and this is the result of the fd@t women are those that first step out from
the working force. Women in Croatia are definedvtwk to 60, while this age limit for men
is increased till 65.

4.1.3. Unemployment in Croatia according to educatnal background

Educational background in Croatia is divided intgréups, consisting of: university level (4
years of Faculty), non-university level (2 yeargraculty), secondary school, highly skilled,
primary school, and unskilled persons. Persons uiilersity level are the most important
for this research, but for certain correlations aeeper explanations also those with other
levels of educational background are taken intosiciaration. From data that are gathered
from Croatian Employment Service (for the period2:2002) the greatest coincidence
among the unemployed men and women is noticedhémet with university level. Correlation
coefficient for this group of the unemployed is®®ZZ), which notifies that movements of
unemployed women and unemployed men with univelsitgl are in the same direction.

Chart 3: Unemployment rate for university level acording to gender in 1992-2002 in
Croatia
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According to chart 3, women with university levebched the highest peak in 1999, as well
as men. The lowest unemployment rate for women tighsame educational background was
in 1994, and it was also followed by the lowest meate for the period 1993-1995.0ther
educational levels are not so much correlated angengers. What can also be mentioned as
interesting is the fact of high correlation of un@ayment rate between men and women, but
of different educational levels. The same correfa(0.93) (HZZ) is noticed among men with
university level and women with finished primarheol and even unskilled women. In 2002,
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duration of unemployment was measured for men aondhem of different educational

background. It is noticed for men that higher etiocal levels are characterised by shorter
waiting period for employment. Unskilled workersvhathe longest waiting period after

registering at Croatian Employment Service, whishon average 217 days. Increase in
educational levels leads to decreased waiting getiwus the waiting period for men with

university level is 124 days.

Chart 4: Median for employment waiting period accoding to educational levels in 2002
in Croatia
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Regarding women, higher level of education is atdated to shorter waiting period, with the

exception of women with secondary school degreesravtthe waiting period is pretty the

same as with unskilled workers. Women as unskiNedkers have the longest waiting period
of 251 days, and the shortest waiting period fopleyment characterises the unemployed
with university levels and it is 140 days long evei@age.

The average duration of unemployment is shortemfen than the women in all groups of
educational levels. Gender difference measurediwithys is the most obvious at secondary
school level and the shortest at university level.

4.1.4. Employment in Croatia according to educatioal background

Chart 5 illustrates the year employment rate fqr lree educational levels which include:
university level, non-university level and secondachool level. The year employment rate
represents the ratio of the number of newly emplgyersons during the year and the sum of
unemployed from the beginning of the year and negomers during the year. This rate
calculates the number of the employed from totahlber of the unemployed that were in
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search for job during the year. This rate is ca®d according to the unemployed who are
registered at Croatian Employment Service.

Chart 5: Employment rate according to educational lackground in 1995-2002 in
Croatia
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In this chart we can notice that the employmerd fat those with university level was higher
during all the years than the employment rate ofé¢hwith non-university level, and this one
was higher during all the years than the employmatg of those with finished secondary
school. Movements of all three groups of employedtiae same in their direction, with slight
differences at its bottoms and tops. The lowestleynpent rate for university level is noticed
in the year 2000. The highest employment rate 18oais for all three groups in the last year
of observation.

Analysis of employment rate according to educalidreekground and gender is shown in
chart 6. In all groups except the top two accordm@ducational level, higher employment
rate characterises the male. In contracts, employnage for those with non-university level
and those with university level is higher for femaht the same time, the greatest differences
among genders can be noticed within non-univeraitg university level, and this is, as
already stated, in favour of the female.
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Chart 6: Employment rate according to educational ével and gender in 2002 in Croatia
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4.1.5. Employment of young and middle age specialksaccording to occupation and
gender in Croatia

The first part of table 5 shows the number of yoang middle aged men (up to 50 years)
who were registered at Croatian Employment Seragainemployed for the first time in
2003, and who were employed in a period of 180 dalgese employees are those who used
to work according to their qualifications before thtated unemployment and were registered
as specialists or scientists. Occupations thatiadwen into consideration are those that number
> 40 of newly registered. Number of occupations wi#0 registered persons is 26.

The highest extent of employment is registeredtiier graduate construction engineer with
ratio of 74.0%. It is followed by medical doctor @ge rate of employment is 62.2%. This
table also presents the graduates in Economicthbufteld is minimised just on graduates in
Economics for the finance, because these are trst smnificant for the stated ratio. This
occupation takes the third position among the eggulomale specialists or scientists with
ratio of 61.9%. Results in table 5 are calculatedhe ratio of new incomers on Croatian
Employment Service and the number of former uneygulovho were employed in a period
of 180 days. According to these ratios these tboeseipations present the top three. From the
other point of view, order is not the same consndgejust the number of new incomers at
Croatian Employment Service. The first positionading to the number of new incomers
takes the graduates in Economics (in general witepacification of his/her field) with the
number of newly registered men of 499. It is folemvby law profession of 351 newly
registered and medical doctors with 251 new incemer
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Table 5: Number of employed young and middle aged specialsstaccording to
occupation and gender in 2003 in Croatia

MEN WOMEN

Occupation New | Employed Ratio | Occupation New Employed | Ratio

1. Graduat 77 57 74.C | 1. Master C 76 68 89.t

construction engineel pharmacy

2. Medical doctor 251 15€ 62.z | 2. Mathematic 10C 81 81.C
teacher

3. Graduate 10t 65 61.€ | 3. German teache 95 68| 71.€

economist for finance

4. Veterinarian 117 68 58.1

5. Graduate electric 182 104 57.1| 24. Graduate 21t 11€ | 54.C

engineer economist fol
finance

24. Gradual 61 16 26.2 | 44, Gradual 41 12 | 29.:

criminologist chemistry enginee

25. Journalist 51 11 21.€ | 45. Graduate ¢ 43 11 25.€
historian

26. Graduate engine 95 15 15.€ | 46. Gradual 69 17| 24.¢

of maritime transport politologist

Source: Analittki bilten, 3/2004

The other part of table 5, shows the same datdobtite female. The number of occupations
that counts> 40 registered unemployed persons is 46. The higheésnt of employment is
registered for master of pharmacy with ratio 0588.and is followed by mathematics teacher
with its ratio of 81,0%. Graduates in Economics fioance is again separated from general
graduates in Economics and takes 24th positiongiwisirather worse than compared with the
male of the same occupation. The female are maeated toward teaching occupations, and
these are more represented among the female tleamnmé#the. The first three positions
according to the number of new incomers keep theesaccupations as with the male. These
are: graduates in Economics (in general) with 984 mcomers, law profession with 653
new incomers and medical doctor with 541 new inaesm€omparing the number of new
incomers and the number of the employed out ofethesomers of the stated occupations
(and also the others with university degree) isignificantly higher for the female, which
upholds the statements from chart number 6.

The first part of table 6 represents the employn@nbhewly registered males at Croatian
Employment Service, but this segment includes ih& fime unemployed without any
working experience. Once again, occupations thatpaesented in the table are those that
count the number of newly registered at Croatiarplegment Service in 2003 40.
Considering the male, the highest extent of empkaynm the first 180 days after registering
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at Croatian Employment Service belongs to gradoatestruction engineer with the ratio of
79.2%. This occupation is once more followed by waddoctor and its ratio of 76.6%.
Graduates in Economics for finance holds 4th pasitvith ratio of 63.6%. In this segment
also, the order according to employment ratio dved iumber of new incomers is not the
same. The first position according to the numbeneiv incomers takes the graduates in
Economics (in general without specification of hey/ field) with the number of newly
registered men of 233. It is followed by law prafies of 173 newly registered.

The other part of table 6, shows the same datafobiihe female. The number of occupation
that counts> 40 registered, is 19 for the female. The highgstreé of employment for female
is registered for master of pharmacy with ratid®6f0% and is followed by medical doctor
and its ratio of 83.5%. The graduates in Econorfac$inance hold 6th position with ratio of
60.30%, which is much better than it was for thtsat were employed 180 days after
registering at Croatian Employment Service but vattmer working experience.

Table 6: Number of employed newly registered young@nd middle aged specialists
according to occupation and gender in 2003 in Cro&t

MEN WOMEN
Occupation New | Employed Ratio | Occupation New Employed | Ratio
1. Graduat 53 42 79.2 | 1. Master C 50 45 90.C
construction engineel pharmacy
2. Medical doctor 64 49 76.€ | 2. Medical doctor 11¢ 96 83.t
3. Constructio 75 5C 66.7 | 3. Dentist 45 32| 711
engineer
4, Graduate 66 42 63.€
economist for finance
6. Graduate 11€ 70 | 60.3(
economist fol
finance
16. Telecommui 42 9 21.4
engineer
17. Gym teacher 49 15 30.¢ | 19. Graduate soc 49 11| 224
worker

Source: Analittki bilten, 3/2004

The first two positions according to the numbenefv incomers keep the same occupations
as with the male. The order of these occupationslse the same as it was with the
unemployed with former working experience. Theseupations include the graduates in
Economics (in general) with 339 new incomers amd dacupation with 297 new incomers.
Comparison of the number of new incomers and thebau of employed out of these
incomers between male and female, once again uplhlédstatement that employment rate
according to university and non-university levehigher in favour of the female.
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4.2.REGIONAL VIEW OF STUDENTS' POOL

Human capital can be pointed as the most impontantividual, organisational, regional and
even the country's development. As it is alreadyntoeed in the thesis, for career
development the most important investments are uman resources, i.e. individual
investment and also organisational investment. Huepital can be distinguished as two
types - general and specific (z#ti, Skare, 1996, p. 151) General human capital caagri
general education that an individual possessesasdjathered throughout formal education.
The other type of human capital, specific humantahpomprises all the knowledge gathered
through additional educational programs. Additiokiawledge and additional programs can
be supported by an individual himself/herself ortbg organizations where individuals are
employed. Croatia should base its developmentalga® on intensive use of human capital
that it possesses. Human capital is a propulsiceorfafor Croatian economy, which can
generate the greatest return rates. Providing tabbr human capital, Croatia has to
stimulate young generations providing them oppoties for top-quality high education.
Attention has to be paid not only to younger geti@na but also to older, to persuade them to
continue with their whole life education and contns development.

Opportunities for new generations of students, wilbform Croatian future human capital,
raise from year to year in a way that Croatian Btiyi of Science Education and Sport
provides new group of studies and new possibilitigkin each University. Croatia is divided
within six Universities (two of them the University Zadar and the University of Dubrovnik
were recently founded, in 2003. They will be rutad from further explanations due to the
fact that they are still very young Universitiesthvsmaller number of departments). Other
Universities with long tradition are the University Zagreb, the University of Split, the
University of Rijeka and the University of Osijekhe subjects of this thesis are just the
University of Split (Faculty of Economics Split) édrthe University of Rijeka (Faculty of
Economics Rijeka and Faculty of Economics Pula) dartain figures will be compared to
other two Universities too. In all Universities tRaculties of Economics are a significant part
of their structure. Among 33 different facultiesttiorm the University of Zagreb, the Faculty
of Economics Zagreb is the first among top Facsiltiee to the number of enrolled students
on the first year in the academic year 2005/200%e $tudents Faculty of Economics in
Zagreb form 10.76% of all students or 22.66% of shelents that study a group of social
sciences (http://www.unizg.hr/fileadmin/rektoratdanenti/upisi/natjecaj.pdf). A similar
situation is also in the University of Split whettee students of Faculty of Economics Split
form 1641% of all students and 34.92% of all stuslghat study at a certain faculty that
belongs to social sciences. The Faculty of Econsrfiplit, among 14 different Faculties,
belongs to top three Faculties by the number obanced open positions for the academic
year 2005/2006. On the other hand, according tordéselts or enrolled students, it has
precedence over other faculties of the belonging ivéssity.
(http://www.unist.hr/web/datoteke/vodic_2005.pdfyel University of Rijeka also forms 14
different faculties within which, at the Faculty &conomics Rijeka, study 15.20% of all
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students from the stated University or 21.61% afdshts that study a group of social
sciences. With these data the Faculty of EconoRika takes the first position among all
Faculties at the belonging University, while theeles of Economics Pula holds the third
position with 12.67% of all students or 18.02% tddents that study a group of social
sciences within the same University. (http://wwwruinr/Upisi_kvote2005 06.pdf) And
finally, the University of Osijek provides analogotesults. Among 15 different faculties the
Faculty of Economics Osijek is the number one bsber of announced open positions for
enrolment on the first year in the academic ye&528006. with 19.85% of total number of
students or 36.63% of students that enrol a group swcial sciences.
(http://rektor.unios.hr/naslovnica/natrek.doc) Tladove data can confirm the set of
hypotheses from this master thesis regarding timélagities among Croatian regions. This
affirms the fact stated in hypothesis that theee rao differences among the three Croatian
counties regarding the students of the Faculti€gscohomics. The fact that all these counties
provide the same opportunities regarding the studfeeconomics can fortify the argument
that there are no differences among these threati@nocounties regarding the students. In
addition, this information proves that in all coestthere is the same interest in the studies of
economics.

The following data will also try to emphasise tlaetfthat there are no differences among the
three Croatian counties regarding the number afugted students. This can approve the fact
that young generations have the same employmerdriynities in these counties regarding
the movements of the number of those who gradui@ble 7 represents the changes of
number of graduated students, through index fro®91®hich is taken as a base year till
2003.

Table7: Indexes regarding the number of graduates in Croatin counties 1999-2003

County/Year 1999 2000 2001 2002 2003
Split-Dalmatia County 100 102.42 89.27 9919 98.93
Primorsko-goranska 100 107.73 98.51 115.01 125.56
County
Istria County 100 114.25 106.86 98.15 108.18
Range 80.87-125.3! | 81.40-120.01 | 54.36-141.01 | 88.38-125.5!

Source: Various editions of Stati# ljetopis Republike Hrvatske

The first year compared to 1999 was the year 200€.can notice that in this year all the

counties followed an increase regarding the nundfegraduated students. Split-Dalmatia
County increased the number of graduated studgn&42% in comparison with previous

year, while Primorsko-goranska County increasedstimae data by 7,73% and Istria County
by 14,25%. The last row represents the range ofemewts between all other counties. The
greatest decline is noticed as decline of 19.13%eft 80.87), while the greatest increase is
noticed as an increase of 25.38%. SignificanceHsrtest is 10.06% (P >5%), which shows

58



Career Development of Graduates in Economics arsthBss Administration in Croatia

that there are no significant differences regardimgnumber of graduated students within the
three stated counties.
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5. EMPIRICAL RESEARCH ON CAREER DEVELOPMENT OF
GRADUATES IN ECONOMICS IN CROATIA

Empirical part of this master thesis explains firgdi in Croatia regarding the main issue of
the thesis which is defined as career developmémgraduates in Economics in Croatia.

Starting with methodology of the research wherertan purpose of the research and the
sources of data and analysis of data are presehethesis continuous with concrete results
of the research. The results of the research sftigint the part where secondary data are
presented regarding Croatian labour market, dealitty the graduates in total and graduates
in Economics in Croatia. The research results alievied by concrete data, primary source
of information, which clarifies the findings amotige graduates in Economics in Croatia,
among the final year students in Croatia and betvggaduates in Economics and final year
students supported by various hypotheses.

5.1. METHODOLOGY

In the following sections some major issues abaupigcal research are presented. This
section displays the purpose of the research irclwkiie main goals of the research are
presented. Also, the hypotheses that are explainedetails in further text are here

demonstrated. Methodology section also includessirces of data which means more
proper explanations about the questionnaires' ightieers and their content, and also
descriptions of the methods used in the researalysis.

5.1.1. Purpose of the research

Empirical part of this work is used to demonstratencrete results related to career
development among the graduates in Economics iatfard his part explains whether career
among graduates in Economics in Croatia developgearsame direction and with the same
characteristics as it is stated in theoretical parhe thesis. Apart from explanations about
career development in Croatia, the purpose of éisearch is also to reveal characteristics
(similarities/differences) among the graduates roriomics in Croatia within different
regions and also to reveal the opinions of finarygudents from different Croatian faculties
of Economics regarding their first employment amselopmental opportunities. Comparing
these two analyses, this research demonstrateinttiegs about correlations between the
employed graduates in Economics who have alreadynatl certain achievement in their
careers and future Croatian graduates in Econommitgynly temporary students of final year,
and their opinions and expectations regarding thdinre career development. The issue
dealing with the graduates in Economics is presemie few directions, such as the analysis
of career development of graduates in Economics gvhduated in the same generation, but
in different Croatian regions, analysis of gradaateEconomics who graduated in the same
region but in two sequential periods, and finadlgalysis of graduates in Economics who also
graduated in the same region and within the sammerggon but tested in two different
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periods of their career development process. To®ms that are taken into consideration for
the master thesis are Split-Dalmatia County, Prakomgoranska County and Istria County
with three different faculties of Economics, andgé are the Faculty of Economics Split, the
Faculty of Economics Rijeka and the Faculty of Earaits Pula. The First Faculty belongs to
the University of Split, while the other two belot@the University of Rijeka. These faculties

and the counties that they belong to have beenechibscause of their similarities according
to the number of students and the number of papualatind also according to regional

developmental and employment opportunities. In fegagments of the empirical part

(especially where different Croatian counties apengared), only the towns of Split and

Rijeka are presented. In these segments the datadd¢o Pula were unavailable due to non
existence of computerised data base.

The Empirical part includes several hypotheseselsag some sets of hypotheses that are in
detail explained in sequel of the thesis, and @ presented here. The first hypothesis states
that the number of the unemployed graduates in &oars will increase in the following
years within the total number of the unemployedspes in Croatia. This statement can be
expected to be true, because it can be supportdd the fact that the number of open
positions for enrolment as well as the number obked students on the first year of various
Faculties of Economic in Croatia takes precedena all other Croatian Faculties (facts
from section 4.2). Consequently, four years aftemirt educational process the number of
unemployed graduates within economic professiohimgtease among the other professions.
The same facts support the second hypothesis wieists whether the number of the
graduates in Economics will increase in the follogvyears regarding the number of enrolled
students. Argument for this hypothesis can alsdobed in the data gathered from Student
administration of Faculties of Economics Split @Rigeka which state that the number of
enrolled students from academic year 1989/90 to4/2®0increased by 307%, while the
number of graduated in the period from 1989/90003204 increased by 428,15% (table 9).
The following set of hypotheses reveals differenagsong graduates in Economics from
different parts of Croatia regarding various atités. It is assumed that Croatian regions that
are the subject of the research of this masterstles not differ from one another regarding
developmental and employment opportunities or edlutal opportunities (section 4.1). The
forth hypothesis will examine the existence of etations between the success during the
educational process and the waiting period forfitet employment after graduation. It is
assumed that there is no link between these vasaldecause it is supported by the
theoretical background as well as by similar redeénat has already been conducted on such
subject in Croatia (section 3.7). The following sehypothesis once again tests the existence
of differences among different parts of Croatiaf buthis case regarding the final year
students related to different attributes. Assummaifor non existence of these differences can
be found in section 4.2 which states for similaneadional opportunities in these counties but
also in the above stated facts of similar conditeonong entries to those Faculties of
Economics. The final set of hypotheses analysesctieslation between the final year
students' expectations and graduates' in Econoexigsrience regarding various attributes.
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Argument for discrepancies is only the author'gestitve opinion and consideration that the
final year students are not aware yet of real lmssrworld and actual conditions on the
business market.

5.1.2. Sources of data

Information for empirical part of the master thesims gathered through primary and
secondary data. Primary data were collected byatitbor for the specific purpose of the
master thesis and relates to two types of survéysalready mentioned in the introductory
part of the thesis, the first survey was condu@etbng the graduates in Economics who
graduated at the three stated faculties in geweati997/98. Besides this generation of
graduates in Economics, also those who graduatddeafFaculty of Economics Split, four

years before, in generation 1994/95 were questiohieel other survey was conducted among
the final year students of the same tree Faculiigeneration 2004/05. Both surveys were in
written form.

The first survey, dealing with the graduates in rieroics was mailed by post to all the
persons who graduated in the stated generations.stivey was conducted in year 2002/03.
Data regarding their home addresses were gathesed the Students’ administrations, but
due to the fact that a significant number of thpsesons has changed their home addresses
since the time they were students, that a certamber of those who were not domicile
population in the town of studying returned to tHeme towns, and that a certain number of
women got married and changed their last namesrtailc number of mailed questionnaires
did not reach their recipients. Questionnaires veerg in envelopes containing a cover letter
explaining the purpose of the survey, instructifordilling in and return envelopes. Returned
guestionnaires were anonymously collected. The murabgraduates in Economics from the
Faculty in Split who were mailed these questioresawas 471, while 72 of them returned
filled up questionnaires, which makes 15.29%. Simiesponse rate was with the generation
of former Split's students from the generation 1994vhere 187 mails were distributed, and
27 collected which makes 14.44%. Better resportgsewas in other two towns, specifically in
Rijeka were 375 questionnaires were mailed to tiaduyptes in Economics and 125 of them
were filled and returned, which makes 33.33% anBufa were 338 of questionnaires were
mailed, with return rate of 31.07%, more precisEDp questionnaires. In total the response
rate was 24%. All respondents were familiar wittd anformed about the questionnaire
content because they were concerned personallyhemdresponse depended only on their
willingness to answer and to provide certain sotiahefit. Majority of questions were
structured questions, which means that they sgekifie set of response alternatives and they
were constructed in multiple-choice and scale farrAagfew questions were open-ended, but
only those related to the answers in which respatsdeere required to write numerical
answers. The first part of questions related toréispondents’ personal data. The second part
was about the respondents’ first job, their hidriaed position in temporary company as well
as about the company's structure, process of swleantd working conditions. In the final part
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guestions referring to career, will and desiredevelopment and promotion were presented
as well as the questions that refer to possitslitieat faculty degree offered or offers to them.

The second survey was conducted among the final gemlents from the three stated
Croatian Faculties of Economics in 2004. As statleid, survey was also in written form and
was distributed to the students during their leeduDue to the fact that the students, who
were present at the requested sessions, answereedthired questions, the response rate was
100%. Precisely 78 students participated in theeguat the Faculty in Split, 41 at the Faculty
in Rijeka and 26 at the Faculty in Pula. Just afitist survey, this one also contained mostly
structured questions of multiple-choice and scatenft. Several of those questions that were
open-ended required numerical answers. The coofemiestions was related to the field of
the students' desires and expectations of thetrjbb, opinions of development in their future
career and their opinions about possibilities thay would have after graduation.

Besides the primary source of data this masteigivai be also supported by the secondary
source of information, which means the data thaeleready been collected for the purposes
other than the problem at hand. Secondary sourcelatd relate to statistical reports,
computerised databases and direct response fromti@roEmployment Service, Regional
offices Split, Rijeka and Pula.

5.1.3. Analysis of data

After having the questionnaire constructed, datheyad and hypotheses specified the next
step in the master thesis is the analysis of dadadata analysis a package SPSS 13.0 was
used. For different hypotheses and different olzdgms various analyses were used. Some of
those mentioned are descriptive statistics whichsisd in the analysis of certain segments
within the group of graduates in Economics andlfyear students (such as frequencies,
percentages, average values, modes). Further nvihibi analysis of the first, the second and
the fourth hypothesis regression analysis is useidhnis a powerful and flexible procedure
for the analysis of associative relationship betwaemetric-dependent variable and one or
more independent variables (Malhorta, Birks, 2008@)alysing the differences among the
graduates in Economics in different Croatian regicggarding various attributes as well as
the differences among the final year students fiferdint Croatian regions regarding various
attributes (the third and the fifth hypothesis) @ealysis of variance - Anova test is used.
Anova test is used for the data containing threepdas, but in cases where data for only two
samples were familiar T-test is used. Within thgthsihypothesis, when analysing the
comparison between the experienced graduates imoEdos and final year students' opinions
and expectations regarding their first job, T-iesised to analyse two samples. In additional,
cross-tabulation linking one variable to other abhe is also used. In this case it links the
importance of new or additional education in aceom® with respondents' status or the
importance of knowledge gathered through educatiasmccordance with respondents’ status
and others.
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5.2. RESULTS OF THE RESEARCH ON CAREER DEVELOPMENT OF
GRADUATES IN ECONOMICS IN CROATIA

The following part presents the research resulttherstated section. In certain segments the
secondary source of data are used which relatexyass country analysis, precisely to
different data about employment and unemploymethiwithe graduates in Economics and
graduates in other professions in Croatia. In feilhg concrete research results gathered
through the surveys are presented.

5.2.1. Employment and unemployment according to edational background within
different counties

This section shows the data related to the numibygoulation with university degree in each
county. From table 8 we can noticed that Croatianlers 7.43% of population with
university degree. This number is almost equaliydgid among the male and female. Split-
Dalmatia County and especially Primorsko-gorans&ar@y are above the country’s average,
but Istria County is below Croatian average. Aluetes, with exception of Split-Dalmatia
County are slightly in favour of females with unisgy degree.

Table 8: Unemployed population with university levéin Croatia

Counties - rate (%)
Split-Dalmatia | Primorsko-goransk Istria CROATIA

University level 8.11 9.25 6.58 7.43
Women 49.44 52.04 50.20 50.78
Social science 35.18 31.76 31.97 32.78
business and law

Women 52.70 58.20 53.17 52.82
Unemployed  wit 11.66 9.17 7.31 7.46
university level

Women 61.30 59.53 53.49 57.23

Source: www.dzs.hr (Census, 2001.)

Economics as science belongs to the group thaiteseisting for this research and it is the
group that consists of social sciences, busineddam This group makes almost one third
among all sciences in Croatia. Primorsko-gorans&an@/ and Istria County are closer to
Croatian average, but according to these datanitbeanoticed that the population in Split-
Dalmatia County is a little bit fonder of this gmof subjects than others. Economic science
as a part of this group is more interesting tofémeale population than to male. This can also
be noticed in the fact that 52.82% of populatioi€hoatia devoted to this field of study make
women. This particularly refers to Primorsko-goken€ounty which is standing a little bit
out of others. Among unemployed population, totakcpntage of unemployed with university

64



Career Development of Graduates in Economics arsthBss Administration in Croatia

level in Croatia is 7.46%. The highest percentafjéhis group belongs to Split-Dalmatia
County. Other counties are below this one, but $dcas also to be made on Istria County
because this county is below the country's aveffgenen, again form more than half among
the unemployed persons with university degree. @average for this segment is 57.23%.
Again, Split-Dalmatia county has the worst resuitspite of women, with the percentage of
61.30%. Once again, focus should be on Istria gourgcause its percentage of unemployed
women among the population with university levebédow Croatian average, with its total of
53.49%.

In the text that follows Split-Dalmatia County aRdmorsko-goranska County are observed
in more detail from the field of unemployed perseonth university level (graduates). Also,
more attention is dedicated to the subgroup of ynl@yed population with university degree
which consists of the unemployed graduates in Eoaes in the stated Counties. Table 9
presents the movements among unemployed graduegengein two Croatian Counties as
well as the movements among the unemployed grasliateconomics in the same Counties.
At the end of table 9, in column "Croatia” numbé&unemployed persons in both counties is
gathered and the share of female among the totabau of unemployed is presented. It is
noticeable that the share of the unemployed gradui@male is in all the years above 50%,
and after 1998 this number exceeds 60%. The Stuat even worse regarding the
unemployed graduates in Economics, where the sifdemale is in all the years near 70%,
and in certain periods even exceeding that share.

Table 9: Number of unemployed graduates and unempj@d graduates in Economics in
Croatia

SPLIT RIJEKA CROATIA CROATIA
Graduates Graduates Graduates | Graduates
in in in in

Graduates | Economics | Graduates Economics Graduates Graduates | Economics | Economics

Year Total Total Total Total Total Women % Total Women %
1990 1381 530 851 115 2232 61,78 645 71,62
1991 2238 745 1136 194 3374 52,40 939 69,22
1992 2020 648 1179 223 3199 56,23 871 74,05
1993 1682 622 1144 236 2826 58,35 858 71,44
1994 2213 427 1010 208 3223 57,55 635 67,71
1995 2007 372 904 185 2911 58,22 557 67,14
1996 2154 392 990 228 3144 57,15 620 69,51
1997 2105 417 1041 231 3146 57,46 648 66,20
1998 2167 473 1129 272 3296 58,98 745 68,18
1999 2475 619 1342 369 3817 60,64 988 69,02
2000 2782 679 1526 468 4308 61,18 1147 68,96
2001 2843 655 1541 480 4384 61,51 1135 68,45
2002 2712 651 1445 462 4157 62,16 1113 68,28
2003 2317 568 1166 387 3483 63,02 955 67,12

Source: HZZ
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Regarding the table 9, first hypothesis which ttegrove correlation between the number of
unemployed graduated persons and the number of ploged graduates in Economics is
introduced.

Hypothesis 1 H: Number of unemployed graduates in Economics wilhot increase in
the following years with the number of unemployed aduates in total in Croatia
Hypothesis 1 H: Number of unemployed graduates in Economics willncrease in the
following years with the number of unemployed gradates in total in Croatia
The stated hypothesis is proved through regressamation and the following statistical
significances (for more, see Appendix).

Y =-126,404 + 0,287x

The above stated equation states for the folloviag if the number of unemployed people
in Croatia increases for 100 in certain periodntti@ number of unemployed graduates in
Economics will increase on average for almost 28ges. This interpretation has to take to
account that if the number of unemployed gradudteseases, the number of unemployed
graduates in Economics will decrease too. (Decreafseinemployed persons in both

categories is noticed in table 9, especially inl#se year). Null-hypothesis is rejected, and on
that rejection statistical significance of the wdahodel appoints as well as statistical
significance of correlation coefficient (sig. 0.0BG 5%).

Chart 7: Regression analysis of unemployed graduadeand unemployed graduates in
Economics in Croatia
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Source: Table 9
In the following work the number of graduates iroBomics correlated with the number of

enrolled students at the first year of facultyregented. The annual increase among graduates
in Economics (as well as among the enrolled st)exatn be seen in the following table. This
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part of empirical research is based only on dathegad at Faculty of Economics Split and
Faculty of Economics Rijeka from academic year 1989ill 2004/05. It is noticeable that
the number of enrolled students as well as theugtied in Economics increases from year to
year. In 15 years’ time, both total scores havedquaed.

Another hypothesis is introduced into the empirresiearch.

Hypothesis 2 H: Number of graduates in Economics will not increas regarding the
number of enrolled students
Hypothesis 2 H: Number of graduates in Economics will increase mgarding the number
of enrolled students
According to the stated data in table 10, regresaiwalysis is made which is shown in the
chart 8. Correlation among graduates in Econonmck enrolled students is shown through
separate regression equations for Split and Rijékaboth towns significant correlation
between the number of enrolled students at the year of the Faculty and the number of
graduated students is noticed which is proved lioiong text (for more, see Appendix).

Split Y =-54,148 + 0,550x
The stated regression equation points to the feadt if the number of enrolled students in
Split increases by 100 persons a year then the euoflgraduated students will increase on
average for 55 persons. The model is statisticadjgificant (sig. 0.000 P < 5%) as well as its
coefficient (sig. 0.000 P < 5%).

Table 10: Number of enrolled and graduated studentsat Croatian Faculties of
Economics

Enrolled students Graduates in Economics
Year Split Rijeka Total Split Rijeka Total
89/90 181 308 489 9 94 103
90/91 255 304 559 73 118 191
91/92 304 294 598 84 86 170
92/93 302 293 595 108 97 205
93/94 384 366 750 102 79 181
94/95 290 295 585 123 109 232
95/96 313 318 631 150 104 254
96/97 389 317 706 144 92 236
97/98 447 372 819 218 175 393
98/99 380 464 844 254 201 455
99/00 415 683 1098 228 219 447
00/01 418 663 1081 171 198 369
01/02 428 497 925 184 224 408
02/03 522 527 1049 185 229 414
03/04 541 578 1119 218 223 441
04/05 826 680 1506

Source: Student administration of Faculty of EcoisnSplit and Faculty of Economics
Rijeka
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Rijeka Y =-4,387 + 0,368x

The above stated regression equation points toaimesults, but in this case related to
Rijeka. The results points to the fact that if thember of enrolled students on the Faculty of
Economics in Rijeka increases by 100, the numbgraduates in Economics will increase on
average by almost 37 people. This result is lowantthe result related to Split, but this

model as well as its coefficient are statisticallynificant too (sig. 0.000 P < 5%). According

to the stated statistical significances null-hygsik is rejected with its statement that the
number of graduates in Economics will increase whthincrease of the enrolled students on
Croatian Faculties of Economics.

Chart 8: Regression analysis of graduated and enred students on Croatian Faculties
of Economics
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5.3. ANALYSIS OF GRADUATES IN ECONOMICS IN CROATIA
5.3.1. Analysis of generation 1997/98

General information

This section presents the results which were gatheéhrough the research within the
graduates in Economics on the Faculties of Ecordmi&plit, Rijeka and Pula. Starting with

division of graduates in Economics according todgenit is obvious that women are

considerably more oriented toward Economics agld 6f social sciences. According to this
research, among total of 306 graduates in Econotimtgook part in this research, 218 make
women, which is 71.2% of total. This of course, misumen for just 28.8% of total (Chart 9).

68



Career Development of Graduates in Economics arsthBss Administration in Croatia

Split-Dalmatia County and Primorsko-goranska Codalipw Croatian average of women as
graduates in Economics, and both are little abbwath respectively 73.61% and 73.23%. On
the contrary Istria County is below this averagthwiercentage of women of 67.29%.

Chart 9: Share of Graduates in Economics accordingp gender in Croatia
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Source: Survey 2003/04

This section further introduces a set of hypotheskeEh tests if there is difference among
Croatian graduates in Economics in different Ceoatregions) counties, regarding different
attributes which are more explained in further .text

Hypothesis 3a H: There is no significant difference among the gradates in Economics
from different parts of Croatia regarding the average age when graduating
Hypothesis 3a H: There is significant difference among the graduas in Economics
from different parts of Croatia regarding the average age when graduating

Chart 10: Comparison of average graduating age amanthe graduates in Economics in
Croatia
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The graduates in Economics took part in this reteat years after their graduation.
According to the survey they were in general 29y@ars old, which means that they
graduated when they were 25.03 years old. The &emale younger than male population,
and at the moment of the research they were 2&86\old, while the male population was
half a year older, 29.45. Students of EconomicSglit and Pula when graduating were a little
above the average age of 25.20 and 25.26, whilsttigents in Rijeka were below Croatian
average age of 24,75. Anova test shows that stgmbe of this sample is 0.299, (P > 5%)
and according to it, null-hypothesis can not besggd which approves that there is no
significant difference between the stated groupstwdents.

Hypothesis 3b H: There is no significant difference among the gragdates in Economics
from different parts of Croatia regarding the average graduate grade

Hypothesis 3b H: There is significant difference among the graduas in Economics
from different parts of Croatia regarding the average graduate grade

The average graduate grade at Faculties of EcosamiCroatia (this segment relates only to
Split and Rijeka) is 3.36 (positive grades are fr@M0 up to 5.00). T test shows that
significance of this sample is 0.323 (P > 5%), andording to it null-hypothesis can not be
rejected. This points to the fact that Croatiardstis from different Croatian towns do not
differ from one another regarding the average grtelgrade.

Chart 11: Comparison of average graduating grade among the gduates in Economics
in Croatia
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Hypothesis 3c H: There is no significant difference among the grduates in Economics
from different parts of Croatia regarding the average studying duration

Hypothesis 3c H: There is significant difference among the graduas in Economics
from different parts of Croatia regarding the average studying duration

The average studying duration in Croatia relateBaoulties of Economics (this segment also
includes only the towns of Split and Rijeka) is&& months, which makes almost 5.5 years,
for the faculty program that takes four years. &t teith its statistical significance of 0142 (P
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> 5%) can not reject null-hypothesis and states ttiere is no significant difference among
the students of different Croatian towns regardimg study duration. Students in Split study
68.03 months on average until graduation, whilélestiis in Rijeka study in shorter period of
64,65 months, which is not statistically signifitan

Chart 12: Comparison of average study duration among the gragates in Economics in
Croatia
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Source: Survey 2003/04

Croatian graduates in Economics, no less thanyears after graduation, are not married
(57.61%). Majority of them live in the family commity of three (34%), while the
community of two forms 17.33% of questioned popatat Those who live in a community
are those who are married but also those who dteeifate 20-ies and live with their parents,
which is not strange for young population in Craalfoung graduates in Economics who are
29.03 years, on average do not have children, wikigarallel with the fact, that majority of
them are still unmarried. The average number déicdm among this group is 0.38. 71.14% of
guestioned population do not have children, whBeBQ% have 1 child and 8,72 have two
children, and just one among all questioned hasl@8ren which makes 0.34% of total.

Current job

Generally, Croatian graduates in Economics, fivaryeafter faculty degree, are employed
(90.96%), just 2.68% form those who are still unkEappd while the rest are those graduates
in Economics who are waiting to start the arrangécdr are trying to find another one.

Hypothesis 3d H: There is no significant difference among the gradates in Economics
from different parts of Croatia regarding the total working experience

Hypothesis 3d H: There is significant difference among the graduas in Economics
from different parts of Croatia regarding the total working experience

Graduates in Economics in the age of 29.03 havavenage 51.23 months (4.27 years) of
total working experience (this includes working espnce before graduation as well as the
working experience as graduates in Economics).
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Chart 13: Comparison of total working experience amng the graduates in Economics in
Croatia
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Anova test shows that significance of this sampl8.000, (P < 5%) which makes us reject
the null-hypothesis. The existence of differencenveen the graduates in Economics from
different regions of Croatia regarding the totalrking experience can be argued. Split and
Rijeka are bellow the average total working experéewith 43.74 months (3.64 years) and
44.33 months (3.69 years). In contrast, Pula isotiee which increases this average, because
graduates in Economics have the greatest totalimgrxperience in this town, with 65.24
months or 5.44 years. Majority of tested populat{d@®%) belongs to the group which
includes those respondents who have between 28&ntbnths of total working experience,
while the second best group of respondents acapitdiiotal working experience belongs to
the respondents who have between 49 and 72 m@iths)

Hypothesis 3e H: There is no significant difference among the gragates in Economics
from different parts of Croatia regarding working experience after graduation

Hypothesis 3e H: There is no significant difference among the gragates in Economics
from different parts of Croatia regarding working experience after graduation

Graduates in Economics in the age of 29.03 havavenage 33.11 months (2.75 years) of
working experience after receiving faculty degr€emparing these data with the previous
ones regarding the total working experience, itlsarroncluded that graduates in Economics
in Croatia on average have 1.5 year of working egpee before or during Faculty
education. Further, comparing these two sets &, diats clear that graduates in Economics
from Split have 8.33 months of working experienedobe faculty degree, those from Rijeka
9.36 months, while graduates in Economics from Rulzeed this with the record of 36.17
months. Anova test shows that significance of slaisiple is 0.064 (P > 5%) which makes us
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not reject null-hypothesis. The stated hypothegpraves that there is no significant
difference between the stated groups regarding iwgixperience with faculty degree.

Chart 14: Comparison of working experience after graduation among the graduates in
Economics in Croatia
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Regarding working experience after graduation, treup which makes majority of
respondents is the one which includes respondentshave between 25 and 48 months of
working experience (40.6%), while the second beshe one which includes respondents
between 0 and 24 months of total working experi€B8e7%).

Hypothesis 3f H: There is no significant difference among the gragates in Economics
from different parts of Croatia regarding waiting p eriod for the first employment after
graduation

Hypothesis 3f H: There is significant difference among the graduas in Economics
from different parts of Croatia regarding waiting p eriod for the first employment after
graduation

33.11% of graduates in Economics took up the énsployment just after graduating, 50.58%
of them started to work after certain waiting pdrivhile 16.04% of tested population still do
not perform job with the Faculty degree. Those vitlials who were waiting for the first
employment, on average waited for 16.81 months.

73



Master Thesis

Chart 15: Comparison of waiting period for the first employment among the graduates
in Economics in Croatia
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The chart 15 shows similarities between the graguat Economics from different part of
Croatia, and null-hypothesis is not rejected adogydo the following statistical data. Anova
test shows that significance of this sample is ®,8® > 5%) which makes us not reject the
null-hypothesis which approves that there is naifigant difference between the stated
groups.

Hypothesis 3g H: There is no significant difference among the gradates in Economics
from different parts of Croatia regarding the number of job applications they sent
before the first employment

Hypothesis 3g H: There is significant difference among the graduas in Economics
from different parts of Croatia regarding the number of job applications they sent
before the first employment

Graduates in Economics sent 14.65 applicationsverage before the first employment with
faculty degree. Anova test shows that significantehis sample is 0.982 (P > 5%) and
according to those statistical data null-hypotheaisnot be rejected. This approves that there
is no significant difference between the statedigso
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Chart 16: Comparison of number of sent job applications befa the first employment
among the graduates in Economics in Croatia
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Hypothesis 3h H: There is no significant difference among the gragdates in Economics
from different parts of Croatia regarding the number of job positions where they used
to work at
Hypothesis 3h H: There is significant difference among the graduas in Economics
from different parts of Croatia regarding the number of job positions where they used
to work at

Chart 17: Comparison of the number of job positions among thegraduates in
Economics in Croatia
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In the first five years after graduation, thoseiwitbials changed more than 2 different job
positions on average, precisely 2.37. Their sintiéer among Split, Rijeka and Pula can be
seen in the following graph. Anova test shows tgaicance of this sample 0.714 (P > 5%)
and once again makes us not reject null-hypothvesish approves that there is no significant
difference between the stated groups.

Hypothesis 3i H: There is no significant difference among the gradates in Economics
from different parts of Croatia regarding the number of different companies they used
to work in

Hypothesis 3i H: There is significant difference among the graduas in Economics
from different parts of Croatia regarding the number of different companies they used
to work in

Graduates in Economics used to work at more tham different job positions as stated
above, but their job positions were related to tifterent companies.

Chart 18: Comparison of number of companies among the graduas in Economics in
Croatia
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Anova test here also cannot reject the null-hypotheith the significance of 0.640 (P >5%),
and proves that there is no significant differeramaong these groups of graduates in
Economics.

Hypothesis 3j Hy: There is no significant difference among the gradates in Economics
from different parts of Croatia regarding their average monthly received pay

Hypothesis 3j Hi: There is significant difference among the graduas in Economics
from different parts of Croatia regarding their average monthly received pay

These statistical data with significance of 0.088<(0,5) rejects the null-hypothesis and can
argue about the alternative one, which proves ttiie is significant difference among the
graduates in Economics in different parts of Ceoatigarding their monthly pay.
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Chart 19: Comparison of average monthly received pay among ¢h graduates in
Economics in Croatia
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Table 11: Monthly received pay, minimal monthly andreal monthly pay according to
counties in Croatia in kn

RECEIVED PAY MINIMAL PAY REAL PAY
averag' | mode | sig. | averag'| mode | sig. | averagi| mode | sig.
ST | 4.200,0( | 3.500,0! - 3.604,1( | 3.000,0( - 6.202,8: | 5.000,0! -
RI 4.697,9 | 3.500,0( - 3.798,3: | 3.000,0( - 6.875,6: | 5.000,0! -
PU | 4.106,4: | 3.500,0! - 3.582,1: | 3.500,0( - 6.111,0( | 5.650,0( -
CRO | 4.376,1! | 3.500,0( | 0.048 | 3.679,3(| 3.000,0( | 0.463 | 6.447,2: | 5.000,0( | 0.027

Source: Survey 2003/04

Average received monthly pay in Croatia is 4.37&9lt is obvious from the chart 19 and
tablell that Primorsko-goranska County, presenged through Rijeka, receives the highest
average monthly pay (497,97 kn more than Split 888,93 kn more than Pula). Mode
indicates that the majority of respondents rec&%60 kn of average monthly pay, all the
same throughout Croatia. Statistical significan€®.048 points to differences in terms of
average received monthly pay in these towns. Bssitie average pay (in kn) that
respondents receive monthly, they also expressed thpinions regarding to minimal
monthly pay they would agree to work for, as welklae monthly pay they consider to be real
according to their qualification and professiono&ran graduates in Economics on average
agree to work for minimum 3.679,36 kn monthly. Aling to statistical significance of
0.463, no significant difference among differenb&ran towns is noticed. Most respondents
in Croatia accept to work for 3.000,00 kn minimaljowever, they consider 6.447,24 kn
monthly on average to be a real pay deservedlyedaaccording to their qualification and
profession. In this segment difference among Caoatibwns is noticeable, perceived through
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statistical significance of 0.027. This differera@ce again relates to Rijeka, because Rijeka’s
respondents perceive the real pay of 6.875,63 kighwis above Croatian average, but above
Split and Pula in particular. Besides the fact thaly consider 6.447,24 kn on average to be a
real monthly pay, majority of them consider 5.0@Q0kd to be the real monthly pay.

Career development

In further part of the research attention is de@iddo the process of career development for
the Croatian graduates in Economics in the termghefr hierarchical position in the
company, permanence of the current job, desiredar position, as well as existence of HR
departments in the company they work in and thgstesn of monitoring individuals' career
development.

Table 12: Hierarchical positions of graduates in Egnomics in Croatian companies

Owner or top Middle Low Administrator Other
management management management
Respondents 8.3% 21.0% 10.0% 45.5% 15.2%

Source: Survey 2003/04

Table 13: Combination of hierarchical structure with the status of graduates in
Economics in Croatia

Owner or top Middle Low Administrator Other
management management management
Employer 50.0% 86.7% 85.7% 91.7% 81.8%
Entrepreneur 16.7% 3.3% 0.0% 0.0% 0.00%
with employees
Entrepreneur 16.7% 0.0% 0.0% 0.8% 0.00%
without
employees
Family busines 12.5% 6.7% 3.6% 1.5% 4.5%
Other 4.1% 3.3% 10.7% 6.8% 13.7%

Source: Survey 2003/04

Table 12 shows hierarchical structure of the redpats in the company they temporary work
in. On the other hand, table 13 combines hieraattstructure of the respondents with their
status in the company. From the first table it aziceable that a notable number of the
respondents 5 years after graduation have cert@énarbhical position in terms of
management. 39.3% of Croatian graduates in Ecorsomigork at managerial position
(including low, middle and top management), whil@%8 of total work as top managers. It is
interesting to find out, especially for those whorlkwas top managers, what their status in the
company is. Exactly 50% of all top managers worlkemployees for others (the other owner
or state company), while 45.9% of top managersessprt those who are entrepreneurs
themselves (including those who work with employeeswithout them) or participate in
family business. Respondents who work at middle lamd management positions are far
more in status of employee (86.5% and 85.7%) thexthe case with top managers.
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Five years after graduating 78.4% of respondentkwa a full time basis, while 7.2% of
them are still at evaluation phase or work as agpmeship (14.4% form other solutions).
Among all categories of different hierarchical piosis, top managers mostly work at full
time basis, while the permanence of the job is@ediog at the same direction as hierarchical
structure.

Hierarchical positions are also compared with tbsiré to change temporary job. More than
half of the respondents want to change their jdi® most common reason for changing the
job is emphasized through the need for a job wéttelo pay or better working conditions as
well as desire for career development. This is aspported by theoretical background
speaking about main career drivers. Other reasods as current job is temporary job, fear
of losing current job and need for additional jale &ss frequently mentioned. Among all
respondents the most interested towards develofhiey careers are those who work as
administrators. They are at the same time mostasted to find a job with better working
conditions or better pay. On the other hand, tlgraeluates in Economics who work at the
position of top managers are the least interesteti@ange the job in order to find the one with
better working conditions or better pay.

As mentioned in theoretical part of this work, saccessful individuals' career development it
IS necessary existence of specialised departmantyse of the survey shows that almost
three quarters (72.13%) of employees work in congzathat do not provide any system for
career development. The rest of the employeesiquestwork in companies, which provide
different types of career development. This figureludes 11.15% of employees who are
employed in companies that have specialised HRrttepats, 7.32% of those who work in
companies that provide individual person specidlife career development, and 9.40% of
employees who know that in companies where theykwexists system for career
development but they do not know who provided ite$pondents are employed in companies
that have special departments for career developthan more than three quarters of them
are not interested in finding a new job. If theyrlwan companies which have individuals
specialised for monitoring their career developmaihhost 50% of them are interested in
changing present job. And finally if those work egompanies without any department or
system for career development than more than 60%spiondents is interested in changing
their job. Once again, the most common reasonsatteaindicated for changing ones job are
need for better working conditions or better pag dasire for career development.

The most common reason way employees want to ch#ree job (regarding working
conditions) is dedicated to total satisfaction \lhis appraised as bad. Total satisfaction is
followed by bad relationships among colleagues bad material conditions. Arguments,
such as bad relationships among management andyepl and especially bad physical
conditions quantify less interest in changing goés
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In further research it is interesting to find oubat activities respondents undertook while
were in process of searching for the first job.léwing table shows respectively activities
that employees used the most frequently and tls¢ fesquently times during their process of

starting a job.

Table 14: Activities used during searching for emmgyment

The most frequently times used activities

The least frequently time used activities

Reading job applications from newspaper

Contacting private Employment Service

Applying on newspaper job application

Advertising own advertisement in media

Looking for job applications on Croati
Employment Service

Starting up private business

Applying on Croatian Employment Serv
job application

Previous contacts with employers gai
during education

ed

Source: Survey 2003/04

In general respondents plan to undertake the satnatias in the future for finding a new
job, as those listed in the table which they usedhe past for finding their first job. In
addition to newspaper and Employment Service agpandents plan to contact relatives and
friends more than previously in order to find nek for even first job for those who still do
not work). They continue to use with the same feagy (small frequency) those activities
which they used minimally till now. Any of statedt&ities respondents did not consider to
be very useful in finding their job. Just few okth they characterised as useful or sort of
useful activities and those are contacts with ingdaind friends, previous contacts with
employers gained during education and applyingemspaper ads. All other activities (stated
above but also the others) respondents did notidemas useful for finding a job. Activities
that were emphasised as the most useful were ladscesult for majority of respondents as
source of information for their first job. 48% ofagluates in Economics answered that they
found their first job owing to friends' and relas/ contacts, while the two next in the row
activities which occurred as the most relevantfiloding their first job were medias (13%)
and direct contact with employer (13%), but thead bonsiderably less share than the first
one. Same activities in the same order were alscstiurce for their present job, with the
slightly difference of their shares. The shareranids' and relatives' contacts is reduced to
40% while media are increased to 19% and dirediacomvith employer to 14%.

Observing characteristics that respondents consisl@mportant for recruiting them, none of
those was considered as decisional. However, facdétgree, special knowledge and
capabilities, and personal characteristics respuisdeonsider being of great importance.
More than 35% of respondents consider above mestdtiamaracteristics as being of great
importance. On the other hand, previous workingeeepce, connections, recommendations
and previous contact with employer are considesetiedang unimportant for recruitment at
present job. Although connections and contacts efitiployers are previously considered to
be among the most useful for activities undertaloeremployment, in the same time are not
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considered to be crucial during recruitment. Conmginmportance of those characteristics
for recruitment with hierarchical structure, it ck@ mentioned that it is the same proportion
of the answers among different levels of managentiecértain characteristic is considered as
being of great importance or as being unimportaistequally considered so from the point of
view of top management as from the point of viemnfrthe administrators.

Regarding companies were respondents work and tleeysmostly used during recruitment it
can be specified that method what is always usednglurecruitment is interview.
Questionnaires, tests of knowledge and capabilitests are used sometimes, while
personality tests are characterised as never gthg process of recruitment, that means
during interview because it is tool that is alwased, owner or manager is person who is
always involved in the selection process. Often agan is accompanied with executive of the
department were candidate is going to work or \Witlnan resources executive. At the other
hand human resources specialists are never present.

In previous text was mentioned that great deal edfpondents is interested in career
development. Regarding career development, follgwesults are outcome of this research.
53% of respondents consider that can develop camekis/her present job, while 34.77%
consider that their career can be developed byt dmnging the company where they work.
Following table shows importance of different cluaeaistics for career development
according to respondents' opinions. All charadiessare considered to be of great or
medium importance and are scaled in following talilés interesting to mention that none
characteristic is considered as being of decisionpbrtance, but also none is considered as
being of small importance or even totally unimpntta

Table 15: Importance of different attributes for career development
Characteristics of great importance fol | Share
career development

Adaptability 64%
Persistence 54%
Ambitions 53%
Sociability 52%
Specific knowledge and abilities 42%
General economic knowledge 39%

Characteristics of medium importance
for career development

Gender 36%
Paternity and social family status 31%
Other 29%

Source: Survey 2003/04
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New or additional knowledge is great driver foriinduals' career development, and due to
that fact 97.60% of respondents consider that requew or additional knowledge.
Separating those who are interested in additionabw knowledge according their reasons it
can be said that 23.02% of total consider so dyelta@emands, 25.78% require so for career
development and 46.64% requires those knowledgeadpersonal ambitious. Besides formal
education, respondents undertake effort in gainadglitional knowledge and this was
characteristic for different periods of their livdeasons why they mostly approached to
gaining additional knowledge are presented in foihy table. The greatest deal of graduates
in Economics undertook their efforts in further eation after they had finished their
education process, and they counted for 87.94%eTisealso respectable share of those who
are undertaking these efforts now (77.74%), while lowest share characterises gaining
additional knowledge during education process fit$88.70%). In table 15 are further
presented reasons why respondents undertook tleemsawith their share among total
number of those graduated in Economics who paaiegb or are participating in gaining
additional knowledge.

Table 16: Usage of new and additional knowledge

During education process After education process Now
58.70% 87.94% 77.74%
Formal education 49.38% | Due to career developmi|Due to job deman
Due to career developm: | 21.34% 25.11%
27.16% Due to job demands 21.04% | Education organised
On  employer's initiativ | company 23.35%
19.21%

Source: Survey 2003/04

At the end of this section few pieces of informatiare presented regarding importance of
education. It is rather positive impression andnemtion between fields of study with present
job performance. 18.15% of respondents assumethigy correlation among these segments
while 59.93% assume existence of relationship hubroader segment (in Economics as
general). The others consider very tiny or no retethip at all among their field of study with
the job they perform. Majority of those also presuthat during recruitment no one asks or
cares about ones field of study. They also in gdnéirink that field of study is not so
important for getting a job neither for performiagob. Knowledge gained during education
process on Faculty of Economics is considered tofosemall importance for performing
respondents’ job, but in the same time it is cared to be rather important for performing
profession of graduates in Economics. Most gradusiteEconomics think negatively about
link between grades during education and succesth@n workplace. 55.70% of tested
graduates in Economics think that this link is weakile 26.84% consider that this link does
not exists at all. Three quarters of respondenssvared that their expectations while they
were students rather correspond with the job theyparforming. Also more than 90% of
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respondents think that all resources that are tedeis their education (time, effort, money)
repaid or if not repaid but for certain offer bettigture perspective.

At the end of this section it can be interestingfitml out what is the correlation among

success during education and waiting period forfitis¢ employment after graduation. This

implies on the fact how much Croatian employerspees someone's’ success during
education and take it into consideration duringsbn process. Two attributes that are taken
as a measure of success are durability of educagtimcess and grades. Grades are
distinguished as satisfying and unsatisfying gradedimit between these two levels is taken
grade of 3.29 (positive grades 2.00 up to 5.00,nbmimal grade among respondents is 2.55
while maximal grade is 4.58). Although average gradong respondents is 3.36, for limit

among these two levels is taken 3.29 which preseatlian of the grades among the
respondents.

Hypothesis 4 K. There is no correlation among success during edational process
(good grades and shorter studying period) and shoet waiting period for the first
employment after graduation

Hypothesis 4 H: There is correlation among success during edudanal process (good
grades and shorter studying period) and shorter waing period for the first employment
after graduation

Correlation test (see more in Appendix) can naaenull-hypothesis which states for the fact
that there is no correlation among success dudiugation process and shorter waiting period
for the first employment. This can be supportedhwitieoretical background and previous
researches that have been conducted in Croatidhiadthesis is not rejected due to the fact
that statistical model is not significant; there rie correlation among stated variables.
Statistical significance 0.829 (P > 5%) appoin&r¢his no correlation among grades during
education process and waiting period for employmehile statistical significance of 0.931
(P > 5%) appoints on the fact that there is noatation among shorter education process and
waiting period for employment. Non existence of retation is determined according
different Croatian towns and gender.

5.3.2. Comparison of the same generation of gradugg in Economics in sequential
periods

This part of analysis is based on the graduatdscmnomics, just in Split (Split-Dalmatia

County) who graduated in 1993/94. They participated survey for the first time four years

after graduation (in 1998), and once again eiglaryefter graduation (in 2002/03). It is
interesting to find out what has changed in thisegation regarding their personal and family
life, but particularly regarding their job and carelevelopment.

Table 17 presents comparison of personal datahforgeneration of graduated students of
Economics, generation 1993/94. Starting from tret fssue, the age, the difference in the age
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is evident. In 2002/03 graduates in Economics \8ér8 years old (or in 1998 they were 31.3
years old). Considering that in 2002 it was 8-9rgeafter graduation (all respondents
graduated in academic year 1993/94, but there diffarence depending whether their
graduation took place in 1993 or 1994), it is assdithat they were 27.3 to 28.3 on average at
the time of graduation (or if we take the averafythese two years, then they were 27.8 years
old). Comparing the average age of this generatwith the average age of generation
1997/98 that also graduated in Split and who wé&@@ years old, the difference of three
years is evident. This age difference can be exgthby different facts. Firstly, the duration
of faculty education has an impact on the graduatgs. The generation that graduated in
1993/94 studied 7.5 years on average, while thergéon that graduated in 1997/98 studied
5.47 years. Secondly, taking into considerationr theerage study duration of 7.5 years, this
assumes the fact that those graduates enrolledeoRaculty of Economics Split in 1985/86,
when politics that requested that men had partieijra the army a year before starting the
faculty education (immediately after finishing higichool) was present. After 90-ies this
politics had changed and men started mostly totjerarmy after graduation and this was the
case for the generation that graduated in 1997F8portion of male students in this
generation was 20%, so this could not affect treedifference considerably, but it could have
a slight impact. Finally, proportion of part timidents could influence on the age difference.
This segment includes those who are being educaltdd working, which presumes older
students. Lately, majority of students who cannmtokon the Faculty of Economics as
regular students, enrol as part time students; ttnasncludes very young generations, while
in the past this segment mostly included "true't pane students, those who worked and
studied, i.e. older generations.

Table 17: Comparison of the same generation of graduates indénomics tested in two
different periods of time according to their persoml life

Issue 1998 2002/03
Age 31.3 36.3
Number of household membe 3.2 3.4
Marital status unmarriec | married
Number of children 0.73 1.31
Housing at parent: | own place

Source: Survey 2003/04

The number of household members has just slighidynged on average, from 3.2 in 1998 to
3.4 in 2002/03. However, there is an evident stmattchange in the number of those who
lived in household of three from 35% to 26.32% #mase who lived in households of four

from 5% to 21.05%. This means that in four yeamsef those respondents got the second
child. This also can be supported by another fact that is the number of children that

changed from the average of 0.73 to the averade3df The increase of household members
and number of children is also connected with rabstatus and housing. In these four years
respondents, in general, changed their status fromarried to married, but also changed

84



Career Development of Graduates in Economics arsthBss Administration in Croatia

their housing because they, in general, moved fpaments' flats and houses to their own
places.

Data regarding the first and temporary respondg@tisare presented further in this section In
table 18the most important issues that changed duringtttedperiod are listed.

Table 18: Comparison of the same generation of graduates indénomics tested in two
different periods of time according to their first and temporary job

Issue 1998 2002
Total working experience (in months) 86.8 143.66
Working experience after graduation (in months) 43.94 83.37
Still do not perform job according to profession 20% 5.55%
Number of job applications 7.6 8.44
Number of job positions 1.85 2.6
Number of companies 1.43 2.13
Average pay (in kn) 3.375,00 6.131,29
Minimal pay (in kn) 3.033,33 3.906,00
Real pay (in kn) 5.105,26 7.805,56

Source: Survey 2003/04

As it can be seen from the above table, total wigyldxperience (includes working experience
before faculty degree and after it) has changeah 86.8 months in 1998 to 143.66 months in
2002. This experience increased in the stated ¢ghdp 56.87 months (4.74 years), which
means that majority of tested population was engdoguring the period between two
surveys. Slightly weaker results are noticed iregaty of working experience limited just to
the period after graduation, which changed fron®43nonths in 1998 to 83.37 months in
2002/03. This makes total difference of 39.43 mer{$128) years which means that a certain
number of tested population did not perform jobt tb@responds to their profession in the
stated period of four years. Percentage of theoredents, who still did not perform job with
faculty degree at the time when the research téaéep has drastically changed in a positive
way. In 1998, those respondents made 20% of tbiales while their share decreased in
2002/03 to0.,55%. During the period of four yeagreat deal of graduates in Economics who
did not work with faculty degree eventually foure job that corresponds to their profession.

Number of job applications increased for almost apelication by one respondent. These
number of job applications regard to those who vagrglying for job before employing as
graduates in Economics. So, the enlargement ointimsber is influenced by the decrease of
those who still do not perform a job with facultggiee. In the period of four years, those
respondents continued to send their applicatiodseautarged their average from 7.6 to 8.4 by
respondent.
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In 1998 the average number of job positions theppaadent changed was 1.85 with its mode
of 2, which means that majority of them used tokvon two different job positions until
1998. At the same time they also worked in 1.48bht companies with the same mode of
2. During the four years' period respondents omageemoved to another job position and on
average changed another company. This was théofaitte years 2002/03 because until then
they used to work at 2.6 different job positionsajonity at 3) and changed 2.13 companies
(majority 3).

The greatest changes are noticed regarding thegseminimal and real pay. The average
pay that the graduates in Economics received ir8 188 3.375,00 kn, although majority of
them received 2.750,00 kn monthly, which corresgoimdaverage Croatian pay in 1998. of
2.681,00 kn (http://arhiv.slobodnadalmacija.hr/208E5/ekonomija0l.asp). The average pay
that respondents received in 2002 was 6.131.290o(haj6.000,00) which is much higher
than the Croatian average in that year which was 72000
(http://arhiv.slobodnadalmacija.hr/20050616/ekorjafti.asp). This could mean that the
respondents were employed in sectors that recel@gar monthly income than the Croatian
average. These graduates in Economics do not perti@s average pay as a real pay that
would correspond to their profession and occupatiom on the contrary, they would agree to
work for minimum pay considerably below the averafythey had to.

The final part of this section is dedicated to pihecess of career development and specialised
departments that are in a certain way respondent gieality personal growth and
development. As to the hierarchical position in pames, shares of top positions and the
lowest companies' positions have changed in a ddsggway. Shares of the employees who
were working at the position of administrators @ased from 50% in 1998 to 47.36% in
2002/03. In the same period, the share of thosewdr&ed at the positions of top managers
also decreased from 10% to 5%. Huge increase isegbat low and middle management
positions, from 10% to 21.05% and from 15% to 2&32ll respondents (from different
management levels) worked in a position as emplfmyesthers (in both periods). Decrease in
shares of respondents in top management can conegp the fact that they have changed
companies.

Concerning the present system for career developm&an be noticed that it has changed in
a positive way. This corresponds to the fact tHares of employees who worked in

companies that did not have any system for humsourees, decreased from 75% in 1998 to
63.16% in 2002. At the same time, the share of eyaas that were employed in companies
that had specialised departments for employeesecatevelopment increased from 5% in
1998 to 26.32% in 2002/03.

Four years later the respondents were more sakigfith the job they were performing than

they had been in 1998 when 55.56% was interest@mbichange. In 2002/03 this share was
reduced to 33.34%. This is probably due to the tlaat, in this period they changed their job
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position and moved to another company, which prigbatifered them better working
conditions. This fact can also be supported by follewing data: in 1998 33.33% was
interested in changing the job due to better warkianditions and better pay, and in 2002/03
just 16.66% was interested from the same reason.

Regarding the activities that the respondents wodkrbefore employment there are no
significant differences among them in 1998 and 2082 In this segment we can just

emphasise the difference in one activity concerniggfuture job, and that is more attention
to personal contact with employers. It can be ustded that in 2002/03 employees were
more oriented to this activity than they had usedd, due to the reason that in the period of
four years they gained much more connections amtiacts within business world. In the

period of four years nothing changed regardingntfost usual method of selection. In both

periods it was interview. Respondents did not naegtother method. Regarding the persons
who were involved in the process of selection, witka first time respondents were

guestioned they answered that the owner or gemeamlager was the one who was most
present at meetings. Four years after majorityhein answered in favour of department
manager and manager of human resources, while aslmsmencountered specialists for human
resources.

As the year pass employees are more aware of thdéhat they require new or additional
knowledge. In 1998 38.88% of respondents had claithat they did not require additional or
new knowledge, while in 2002/03 this share reducednly 5.26% of respondents. All the
others are interested in additional education andtiy because of personal ambitious. This
also speaks in favour of progress within humanuesodepartments. When respondents were
asked about possibilities for their personal caamrelopment, 17.64% of them answered
negatively about it in 1998. Later they changedrtbpinion and just 5.55% was negatively
oriented towards development in temporary comp&wespecting the fact that graduates in
Economics on average changed job in the periodwf years, that is the reason why their
opinion regarding their expectations from the titmey had been students changed. In the first
survey 45% of respondents answered that their mujob was above or in the limits of their
expectations since the time they had been stud€otis: years after, positive correlation
between their expectations from the time they heghlstudents and the job they performed at
the moment increased to 6316%. Also, as time passesndents are more aware of the fact
that all resources invested in their educationdtieffort, money) has repaid. In 1998, 45% of
respondents answered positively to this questidnlewn 2002 57% answered positively to
the same question.

5.3.3. Comparison between two generations of gradies in Economics
This section presents data of two different geimanatof graduates in Economics tested in the

same period of time. The first group consistedrafigated students who graduated in Split in
1993/94, while the other group consisted of thoke graduated also in Split but four years
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later in the academic year 1997/98. In the firstt,peomparison is done on the basis of
personal respondents' data. This comparison iredictat great changes can happen in
personal/family life in the early and mid 30-iesith\the fist three issues it is visible that the
generation 1997/98 produced better results in studhan the previous one. The stated
generation studied with better average graduatdegréut also in a visibly shorter period
(2.35 years shorter). Although, the second gemeragraduated only four years after the
generation 1993/94, there is a seven-year agendsi@mong them. These age discrepancies,
as well as the difference in study duration, ong@racan be influenced by the share of part
time students. Seven years' difference in age asa great influence on family life. 66.67%
of generation 1993/94 is married, while less th8f6548.61%) of generation 1997/98 is
married. In the older generation there is a gresttare of the number of divorces. Regarding
the number of family households, it is the sambath generations, with the difference that
the former includes mostly spouses and childrenlevthe latter in some cases includes the
same but in some cases includes life in houselvaltisparents. This is also supported by the
fact that generation 1993/94 has more childrerguarage 1.29 (majority 1), while the second
generation has 0.52 children on average (maj@R8y89% do not have any child).

Table 19: Comparison of two generations of graduates in Ecomaics

Issue Generation 1993/9< | Generation 1997/9¢
Age 36.18 29.20
Average graduate grade 3.14 3.41
Average study duration in yeal 7.82 5.47
Number of household membel 4 4
Marital status married 66.67% married 48.61%
Number of children 1.29 0.52
Housing own place at parents

Source: Survey 2003/04

Table 19 presents differences among the two sggeérations regarding respondents’ first
and current job. Once again, it can be confirmed gleneration 1993/94. was in a greater deal
composed of older and "true" part time studentsy wiorked during education. That is the
main reason why they have more years of total waorkexperience. Difference in total
working experience among these two generationslis Bears which is much more than four
years that differentiate them in graduate time. tba other hand, regarding the working
experience gathered after graduation it is quitalar and the difference is just slightly above
four years, which in real life differentiates théa® generations. According to this, these two
generations, approximately waited equally longtifeir first job after graduation.

Respondents who still do not perform job with thgiralifications are more present within
younger generation. This is not a strange factd&inga into consideration that those
respondents finished their studies four years latel had four years shorter period to find a
corresponding job.
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The fact that 19.40% of respondents from the youggeeration still does perform any job,

while 3.70% of older generation is still not empdy(different reasons), it is understandable
why the generation 1997/98 sent double numberlofjplications on average. The period of
four years is also long enough to offer employeew mob opportunity as well as the

opportunity for changing job. Respondents from femeration 1993/94 worked on 2.65

different job positions on average (majority of then 2) and during their career they
changed 2.04 different companies on average (nyj@). Younger generation provides

lower averages in both cases. Concerning diffefjebt positions, younger generation

performed 2.31 different jobs on average (majotitywhile at the same time they changed
1.91 different companies (majority 1).

Table 20: Comparison of two generations of graduates in Ecomaics regarding their
first and temporary job

Issue Generation Generation
1993/94. 1997/98.
Total working experience (in months) 11.75 3.64
Working experience after graduation (in months) 7.19 2.95
Still does not perform job with according professio 8.33% 11.11%
Number of job applications 7.38 14.18
Number of job positions 2.65 2.31
Number of companies 2.04 1.92
Average pay (in kn) 5.778,85 4.200,00
Minimal pay (in kn) 4.136,36 3.604,16
Real pay (in kn) 7.720,00 6.202,81

Source: Survey 2003/04

Obvious differences are noticed in all the categgaf pay. These differences are the result of
having more years of working experience and hidhierarchical position. The generation
1993/94 receives on average 1.578,85 kn more timother one. At the same time minimal
pay that they would agree to work for is also higtlean minimal pay that the younger
generation would agree to work for. This differecoents for 532,20 kn. According to higher
pay that the generation 1993/94 receives, but gisater working experience and higher
hierarchical position, those consider that theml npay should be much higher than the
younger generation considers it. The differencevben the pays that the generations consider
to be real according to their qualifications andfession is more than 1.500,00 kn.
Continuing comparison between these two generatibissevident that career is further more
developed within the older generations. This sediilso shows the results found in the sphere
of human resources departments as well as of pargidnsatisfaction. Regarding hierarchical
position, all categories of management are moreente within generation the 1993/94
Starting from the top level of management the shard1.11% : 10.45% (in favour of
generation 1993/94). Other two management levefgiraoe this relation. Middle level of
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management 29.63 : 20.86% and low level of managed®81% : 10.45% (both in favour
of older generation).

Generation 1993/94 had more opportunities for clmngb positions as well as for changing

companies. This is the reason why this generatidass interested in finding another job in

comparison to the other one (69.23% do not warthnge the job in generation 1993/94,

while 58% do not want to change the job in genenali997/98). Greater share of respondents
from the first generation work in companies thabvile specialised departments or

individuals for personal career development thanytbunger generation (22.22% : 16.93%).

Regarding the activities in terms of finding a ngl, younger generation plan to be more

oriented towards relatives and friends’ connectimmhtacts through previous employment,

applying to newspaper advertisement and applyir@réatian Employment service's ads than
the older generation plans to.

During the process of selection both generationstroften encountered with the interview as
a selection tool. Older respondents also had oppibtytto meet with ability and personality
tests, while younger respondents were introduceduestionnaires and knowledge tests.
Nowadays owners are more present during selectmeeps than they used to be according to
this group of respondents. Older generations hack mpportunities to meet with human
resources managers or specialists during the ietenfhis could be fortified by the fact that
those employees now work in the companies with nmubgeeloped system for human
resources and that can be the reason why theiradipes more often present in the selection
process.

The share of 15% of respondents in both generatcamsiders that they will not have
opportunity for further development. The rest aptiroistic with the main difference that
majority of younger generation consider this pdssibnly if they change the present
company. Both generations seek for new or additibmawledge (96.30% of older and 100%
of younger generation) and as the main reason stregs personal ambitions. The fact that
the graduates in Economics changed job in the gexidour years, on average, can be the
reason why older generation has more positive opinegarding the expectations from the
time they were students. 55.54% of the first gamaraanswered that their current job was
above or in the limits of their expectations frohe ttime they had been students, while
44.12% of younger generation answered in the saaye There is also more positive result in
favour of older generation regarding all the researinvested in their education (time, effort,
money). 55.55% of older generation think that thessurces repaid, while only 38.03% of
younger generation think so.
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5.4. ANALYSIS OF STUDENTS OF FINAL YEAR FROM FACULT IES OF
ECONOMICS IN CROATIA

The other research was based on the studentsabfyars from three different Faculties of
Economics in Croatia. Once again, the faculties #ne included are the Faculties of Split,
Rijeka and Pula, the same that were included inrésearch done within the graduates in
Economics. This part presents the students’ expectaafter their graduation regarding their
job, process of employment and possibilities foreea development. Subsequent group of
hypotheses is presented in this part, and testingthver there are significant differences
among the students of Economics in different paftsCroatia according to different
attributes, which will be explained in further text

Regarding the following chart it is visible thatdwhirds of Croatian students of Economics

are female students (66.9%), while one third formrede students (33.1%). Comparing this

result with the result of the graduates in Econenfgeneration 1997/98) the shares among
the female and male students follow each other fyear to year.

Chart 20: Share of final year students of the Factiles of Economics in Croatia
according to gender

male

33,1%

Source: Survey 2003/04

More than 70% of students are full time studentgh(WIinistry support) while the rest are
equally divided among part time students and foiketstudents who participate themselves in
financing their education. The students of finahryeon average, are not married and do not
have children. On average, they are 22.43 years old
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Hypothesis 5a H: There is no significant difference among the finkyear students of
Economics from different parts of Croatia regardingtheir year of enrolment on Faculty
Hypothesis 5a H: There is significant difference among the final gar students of
Economics from different parts of Croatia regardingtheir year of enrolment on Faculty
Anova test shows that significance of this sampl@.000 (P < 5%) which makes us reject the
null-hypothesis and argue about the acceptandeeddlternative, which approves that there is
significant difference between the stated groups.eXplain in more detail, this hypothesis
proves that although all the students are the stadef final year of the Faculties of
Economics, they did not enrol on their Facultyhe same year. Split's students are those that
took the longest time to get to the final year. yrearolled on the Faculty, on average, 4,5
before, while Rijeka's and Pula's students enrdlédyears before.

Chart 21: Comparison the final year students regarthg the year of enrolment on
Faculties of Economics in Croatia
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Source: Survey 2003/04

The date of enrolment also depends on the studgatas. Majority of full time students with
Ministry support had enrolled three years befoee rigsearch took place. The other category
of students, such as full time students who payetlucation, in a majority enrolled 4-5 years
before. Finally, part time students are those whdysfor the longest time, because majority
of them enrolled the Faculty of Economics 6 ye@®ie.

Hypothesis 5b H: There is no significant difference among the finkyear students of
Economics from different parts of Croatia regardingtheir expected year of graduation
Hypothesis 5b H: There is significant difference among the final gar students of
Economics from different parts of Croatia regardingtheir expected year of graduation
Once again, Anova tests due to its significanc8.000 (P < 5%) rejects the null-hypothesis
which states that Croatian students are not diftefi®m region to region according to their
expected year of graduation. Split and Pula’'s siisdexpect that they will become graduates
in Economics in 1 year’s time, while Rijeka's stuideexpect that occasion to happen later, in
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the period 1-2 years. Taking into consideration 8ait's student of final year enrolled on the
Faculty one year before others and that Rijekaldesits plan to graduate up to year after
other groups of students, it takes us to conclughan Pula’'s student will be those with the
shortest period of study, while Split and Rijekd Wwe equalized in this term.

Chart 22: Comparison of final year students regarding the exgcted year of graduation
at Faculties of Economics in Croatia
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Hypothesis 5¢ H: There is no significant difference among the finkayear students of
Economics from different parts of Croatia regarding the number of job applications
they are expected to send

Hypothesis 5¢ H: There is significant difference among the final gar students of
Economics from different parts of Croatia regarding the number of job applications
they are expected to send

Croatian students of Economics do not differ frame another according to the number of job
applications which they expect to send before istrtheir first job after graduation. On
average, Croatian students expect to send morelthapplications. Anova tests cannot reject
null-hypothesis with its significance of 0.770 (5%5).
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Chart 23: Comparison of final year students regarding the exgcted number of job
applications in different parts of Croatia
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Hypothesis 5d H: There is no significant difference among the finkyear students of
Economics from different parts of Croatia regarding the number of job positions they
except to perform and number of companies they expeto work in during their career
Hypothesis 5d H: There is significant difference among the final gar students of
Economics from different parts of Croatia regarding the number of job positions they
except to perform and number of companies they expeto work in during their career
Croatian students of Economics have the same etpww regarding their career
development in terms of number of performed jobitmms and the number of companies
they will work for. Anova test cannot reject nulgothesis in both segments. Firstly,
statistical significance for the number of expecjed positions is 0.059 (P > 5%), and
approves that there is no significant differenceoagnthe stated groups of students regarding
this issue. They expect, on average, to perfornd8fdrent job positions during their career.
Secondly, in term of number of different companibeey expect to work for, statistical
significance of 0.935 (P > 5%) makes us not rejleetnull-hypothesis. Croatian students do
not differ regarding the number of companies thiey go work for, and this number counts
also 3-4.
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Chart 24: Comparison of final year Chart 25: Comparison of final year
students regarding the number of job students regarding the number of
positions they expect to perform in companies they expect to work in among
different parts of Croatia different parts of Croatia
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Hypothesis 5e H: There is no significant difference among the finkyear students of
Economics from different parts of Croatia regarding pay during apprenticeship, first
pay after apprenticeship, minimal pay and real paydeserved according to profession
and occupation

Hypothesis 5e H: There is significant difference among the final gar students of
Economics from different parts of Croatia regarding pay during apprenticeship, first
pay after apprenticeship, minimal pay and real paydeserved according to profession
and occupation

Observing statistical significances, it is obvidimat Croatian students significantly differ
from one another in two categories of pay (payradigprenticeship and real pay) which
implies rejection of the null-hypothesis in thessegories. Regarding the two remaining
categories (pay during apprenticeship and mininag) statistical significance cannot reject
null-hypothesis. On average, Croatian students acixjpeir pay during apprenticeship to be
2.967,39 kn monthly. Statistical significance ofl4l (P > 5%) approves that there is no
difference among the three groups of Croatian stisdelThe same is with the category of
minimal pay. On average, Croatian student woulee@do work for minimal 3.166, 38 kn
monthly, and its significance of 0.215 (P > 5%) matn reject the null-hypothesis.
Expectations regarding the first pay after finighapprenticeship differ from region to region.
On average, they expect to receive 4.026,40 kn mhgntvhile Rijeka's students mostly
deviate from this average. Statistical significa(@®21; P < 5%) also points to this fact and
shows that there is significant difference amongafian students regarding the first pay after
apprenticeship. The situation is repeated in teshihe expected real pay according to their
profession and occupation after graduation. On ameer the students expect 3.998,5 kn
monthly to be a real pay. However, there is sigatit difference among these groups, which
significance of 0.034 (P < 5%) points to.
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Table 21: Different segments of expected pays amotige final year students according
to counties

Pay during | Sig. | Pay after | Sig. | Minimal Sig. | Real pay | Sig.
apprenticeship apprenticeshig pay

ST 3.049,34 4.181,82 3.275,32 4.157,14

RI 2.750,00 3.650,00 2.998,97 3.689,74

PU 3.040,00 4.150,00 3.092,00 3.992,0C

CRO 2.967,39 0.141 4.026,40 0.021| 3.166,38 | 0.21f| 3.998,5¢ | 0.03¢

Source: Survey 2003/04

In further text, attention is devoted to other segta of students' expected career
development. Time when their career will start ewelop depends on their graduation time.
Majority of students (63.38%) expect that they withit for a certain period of time before
starting the first job (it does not depend on themi)ile 34,51% assumes that they will start
the first job immediately after graduation. Thoseovwsuppose to wait for the apprenticeship,
suppose it for the period of 1.28 year.

In the process of waiting for the first job to statudents mostly plan to be informed about
job by friends and relatives; although, at the séime, they do not consider that attribute to
be the most important for their employment. Ondbetrary, they consider it to be among the
least important, the same as recommendations, wh#pondents consider professional
knowledge and abilities as well as personal attebwand abilities to be the most important
attributes during selection process for employméttthe same time, students as future
graduates in Economics consider friends and restigs the most important source of
information.

Students of final year are optimistic regardingirticareer development, which is proved by
high share (96.45%) of students who answered anghestion positively. Generally, they
expect that the first career advancement will happ6 years after the first job, although
majority of students consider that progress cow@dpen in 2 years’ time after the first job.
There are certain characteristics that respondmmisider to be the most important for career
development. Those are adaptability and persistemode gender, origin and family status
are considered to be the least important. Ambitiganeral economic knowledge and
professional knowledge and capabilities are inrthiddle of the list of characteristics for
career development.

Almost all of them (98.60%) consider that new oditidnal knowledge is their necessity and
that the most common reason for this is careerldpreent. Two thirds of current students
think that they will take care about new or additibknowledge by themselves while the rest
believe that the company that will employ them witbvide it for them. When mentioning

new or additional knowledge, students, first of pdint to the need for knowledge of foreign
languages (35.29%), in the second position is tex rfor communication and interpersonal

96



Career Development of Graduates in Economics arsthBss Administration in Croatia

skills (24.26%) and in the third position the néedcomputer literacy (13.97%). Students are
positively oriented towards correlations amongrtieeiucation program and future job. They
consider that their first job after graduation vedirrespond to general field of Economics that
they are studying (but not specifically to theirnosv orientation). Students consider that
knowledge gained throughout the process of eduta&ipretty important for performing their
future job. They also presume that the grades dedeturing education are being of small
(54.22%) or of no importance (25.32%), which onceren approves on theoretical
background relating to this issue. Future graduateEconomics are optimistic regarding
invested resources (time, effort, money) duringrtleducation, and they consider those as
being worthwhile at the moment or, if not, as arsedor providing better future perspective.

5.5. COMPARISON OF FINAL YEAR STUDENTS' EXPECTATION S AND REAL
BUSINESS SITUATION AMONG GRADUATES IN ECONOMICS

The final part of the research compares the ansyathered from the graduates in Economics
and students of final year regarding the same pumsstThe following group of hypotheses
tests whether there is no significant differenc@agithe students' expectations regarding the
business world and real situation in businessttie@graduates in Economics are witnesses of
regarding different attributes.

Hypothesis 6a H: There is no significant difference between the g@erience of graduates

in Economics and final year students' expectationsegarding the waiting period for the
first job after graduation

Hypothesis 6a H: There is significant difference between the expernce of graduates in
Economics and final year students' expectations regding the waiting period for the
first job after graduation

Before testing the above stated hypothesis it ipomant to mention that the question
regarding the waiting period before the first enyphent is answered by two stated groups of
respondents in similar shares. The greatest priopoof respondents (more than 50% in both
groups) answered that they would wait for certanqa of time before the first employment
after graduation. One third of respondents in bgtbups consider to be immediately
employed after graduation. Testing those who wdibed certain period before employment
(among graduates in Economics) and those who préathat they will wait before the first
employment (among students) statistical signifieanshowed the following results.
Significance of 0.625 (P > 5%) points to the fdwttnull-hypothesis cannot be rejected and
proves that there is no significant difference rdgey these groups. Graduates in Economics
on average, waited 16.82 months before the firgpl@ygment after finishing their studies,
while students, on average, expect to wait for én@nths.
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Chart 26: Comparison between graduates in Economicand final year students in
Croatia regarding waiting period before employment
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Hypothesis 6b H: There is no significant difference between the g@erience of graduates

in Economics and final year students' expectationsegarding the number of job
applications which they sent or plan to send

Hypothesis 6b H: There is significant difference between the expence of graduates in
Economics and final year students' expectations regding the number of job
applications which they sent or plan to send

The stated hypothesis again proves that there ssgmificant difference regarding the number
of job applications. Significance is 0.861 (P > 5%hich cannot reject null-hypothesis.
Graduates in Economics, sent 14.65 job applicatmmsverage before finding a job that
corresponds to their profession and occupationlewdtithe same time students of final year
expect to sent 14.05 job applications.

Chart 27: Comparison between graduates in Economics and finafear students in
Croatia regarding the number of job applications
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Hypothesis 6¢ H: There is no significant difference between the @erience of graduates

in Economics and final year students' expectationsegarding the minimal pay they
would agree to work for

Hypothesis 6¢c H: There is significant difference between the exp@nce of graduates in
Economics and final year students' expectations regding the minimal pay they would
agree to work for

Statistical significance in this hypothesis is Q@® < 5%), which appoints rejection of null-
hypothesis and states non-existence of differebeéseen the stated groups. Graduates in
Economics would agree to work for minimal 3.679K86monthly, while students as future
employees would agree to work for minimal 3.16&88nonthly.

Chart 28: Comparison between graduates in Economics and ofnfl year students in
Croatia regarding the minimal pay
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Hypothesis 6d H: There is no significant difference between the g@erience of graduates

in Economics and final year students' expectationsegarding the real pay according to
their occupation and profession

Hypothesis 6d H: There is significant difference between the expernce of graduates in
Economics and final year students' expectations regding the real pay according to
their occupation and profession

Null-hypothesis is rejected and the alternative wingch states for existence of significant
difference between two groups of respondents caardpged. Hypothesis is rejected due to its
statistical significance of 0.000 (P < 5%). Graégain Economics consider that real pay
according to their occupation and profession igl6.24 monthly on average, while students
count for 3.998,58 monthly on average. This diffiee may be assigned to the fact that the
graduates in Economics through a few years of tBeiployment made progress and in
current position consider the pay of 6.447,24 tordm. At the same time, students expect
3.998,58 to be a real pay for the graduates in &wies, but, respecting the fact that they are
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still unemployed and do not know on what positioeyt will be employed, they cannot be
more precise regarding this question.

Chart 29: Comparison between graduates in Economics and finafear students in
Croatia regarding real pay
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Hypothesis 6e H: There is no significant difference between the @erience of graduates

in Economics and final year students' expectationgegarding new or additional
knowledge

Hypothesis 6e H: There is significant difference between the exp@nce of graduates in
Economics and final year students' expectations regding new or additional knowledge
Once again, statistical significance of 0.008 (B%) rejects null-hypothesis. Regarding the
need for additional or new knowledge, groups otlgedes in Economics and students of final
year are different in their answeres from each rotk&stly, the share of students who
consider that they will not need additional knovgedluring their career is smaller than the
share of Graduates in Economics (1.4% towards 2.£2)ther, to support differences
between these groups it is necessary to point ¢ tleasons. As the main reason for
additional or new knowledge graduates in Econonegpress their personal ambitions
(43.6%), which are followed by desire for careevedepment (25.8%). At the same time, as
the main reason for new or additional knowledgedents express the need for career
development (38%) which is followed by job dema(fzis 9%)

Hypothesis 6f Hy: There is no significant difference between the @erience of graduates
in Economics and final year students' expectationgegarding the importance of
knowledge gathered during faculty education for jobperformance

Hypothesis 6f H: There is significant difference between the expénce of graduates in
Economics and final year students' expectations ragding the importance of knowledge
gathered during faculty education for job performance

In this case null-hypothesis is also rejected, tués statistical significance of 0.000 (P <
5%). Groups of students and graduates in Econoshio® significant difference among their
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opinions regarding the importance of knowledge gaati during education for their future
job performance according to their profession aodupation. Graduates in Economics are
mostly divided between two answers: knowledge etprimportant (37.7%) and knowledge
is of great importance (34.9%). At the same timelshts expect that connection between
knowledge gathered during studies and the job thidyperform will not be so important.
Their opinions are mostly divided between two amswand those are: pretty important
(51.4%) and of small importance (35.9%). Furthe®%% of graduates in Economics, due to
their experience in business consider knowledgéegatl through educational process as
decisive for the job they are performing, while aaft the students considers so.

Some other differences (or similarities) betwees students of final year and graduates in
Economics are also presented. Asking about the gag after apprenticeship, the students
expect to receive 4.026,41 kn monthly. In real hess graduates in Economics receive
4.402,212 kn monthly, which is higher than the etid expect. This difference can also be
attributed to the fact that 4.026,41 is the firsty ghat students expect to receive after
apprenticeship while 4.402,21 is the average tredugates in Economics receive, which may
not be for all first pays after apprenticeship, tlu¢he fact that a great deal of them is already
on higher positions.

The activity that students plan to use in most sicee in the process of searching for the first
job is getting information from relatives and frita On the other hand, the graduates in
Economics, during their process of searching, npasted the activities such as newspapers'
and Employment Services' adds. However, the agtikdt students plan to use the most, was
also often used by the graduates, but in futung #feo plan to align it among the mostly used
activities. Once more there is similarity betwelbe two groups of respondents regarding the
guestion of the most useful activity used during pinocess of employment. Students plan to
use relatives and friends most as an activity engirocess of searching, but also consider that
the source of information is the most useful oneadBates in Economics think in the same
way, but they also add contacts from previous lassinrelations as a useful source of
information for new job. Great difference appeanedhe question of the most important
attribute during employment. Those consider thatrtfaculty degree, their knowledge and
competences as well as personal abilities had at gnepact during employment, while
students expect that this impact will be providgabnnections and recommendations.

5.6. SUMMARY OF RESEARCH RESULTS

The term career does not correspond to the sinephe &s it used to be in the past when the
employee's job and career were guaranteed aftduagtian and first employment. In those
times the employee was loyal to one organisatiahveais its member till retirement. His/her
career developed in the same direction as the ma#n and this development was
particularly result of the organisational behavioubusiness surroundings. The employee did
not have so much desire for a change. Today, cdex@lopment represents a new dimension
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in employee's business life. It is a complex teand also a life long process which is vital for
both parties in business relationship, for an imhligl as one endpoint of the process and
organisation as the other endpoint of the sameepsclhe employee needs to feel satisfied
and has to be treated well in order to become tenband proud member of the organisation.

Career development distinguishes two main factadsthose are career planning and career
management. Career planning is strictly involvethwie individual and through this process
the employee needs to identify and implement stegtain career goals. For the employee
proper planning, considering and setting persoaetar goals are very important. The other
factor included in career development processgarsation whose participation is related to
career management. Career management considemadtess through which organisation
selects, assesses, assigns and develops the eenfdqy®vide a qualified person for meeting
future business needs. This implies that orgamsatieeds to be strongly involved in the
stated process from the first encounter with thepleyee, meaning to provide careful
recruitment, selection, job analysis, leadershipntlling as well as very important
counselling and mentoring. Process of career managetries to achieve balance between
individual career needs and organisational worldorequirements. These activities are
complementary and need to reinforce each orderderao provide perfect match between
organisation and its employee, which will providmbfit for both parties.

Process of career development is carried out thralifferent stages which are related to the
employee's professional and also personal life.s@on participation of both actors is

required in this process in order to provide "filghappy organisation”, organisation with the
right employee possessing the right knowledge apegnr place and in proper time. This

situation will arise if all adequately perform theoles in order to provide quality correlation

and coordination among all. Besides the individaatl organisation's role, the role of

manager who needs to act as a coach, mentor andadtmr in a personal career development
is very important. All of them have to be involvedcreating competitive advantage, which

can be most effectively achieved through employeethe main source of competitiveness.
Their capabilities need to be constantly improved &tained. Career development tools, but
also training and continuous learning, have to &ensas investment in the employee and
organisation as a whole, but also as a main preéwomdor continuous career development.

Empirical part of this work presents Croatian resuklated to career development among
graduates in Economics. Before starting with artpitse at the beginning it can be stated that
development of personal career among Croatian gtadun Economics does not happen
entirely according to theoretical background. Rysdtarting from career stages, where first 5
years of professional career (up to age of 30h@&oty schedules apprenticeship, in Croatian
practice is different. In the same age group, upQgears, 16% of respondents still does not
perform job according to their profession, while 3@ of those employed perform job on a
certain managerial level. This implies that in Giaas still difficult to find a job soon after

graduation but also that those who are employedeealy step into significant functions
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without theoretically adequate and sufficient pict The main reason for such a situation
can be seen in the fact that majority of Croatiamganies still do not provide human

resources management as a department which wouddailty and organised way monitor

and support individual's career development. Theearch found out, that almost three
quarters of respondents, precisely 72.13% is enaployn such organisations. Croatian

employees are indeed interested in career develupoog at the same time they are aware of
the fact that they require new or additional knalgke, and mostly consider this as their
personal mission, and not the task that would beedxy joined organisation’s and individual

forces. What can also be stated as a poor situatio@iroatian economy is the fact that

Croatian employers do not appreciate and evaluateess during education process. This
means that they do not distinguish excellent stisgjehose with shorter studying period and
better grades than the others. This also meanseff@t during studies does not repay in

terms of immediate employment. It is evident in & that the one who has better
connections and better recommendations will finel jbb sooner, or even find it at all, and

those stated employees still consider it as uskfihg employment process.

Researching the graduates in Economics in diffe@oatian counties, it can be concluded
that those individuals do not differ too much frame another. Graduates in Economics do
not differ among themselves in different Croatimumtties regarding the average age when
graduating, the average graduate grade, averagyg stwation, working experience after

graduation, waiting period for the first employmafter graduation, number of sent job

applications before the first employment after gietcbn, number of job positions they used
to perform and number of companies they used td Waor Differences are noticed regarding

the total working experience (including working exience before graduation and after it)

where significant discrepancy is noticed in Ist@aunty. This can be explained by different

life habits, where more population work during thecess of education or even work

seasonally respecting the fact that it is Countyctviis greatly oriented toward tourism. The

other discrepancy is noticed in the average morphly, where Primorsko-goranska County
sets as one with the greatest results.

Another important conclusion comes out of the resedone among the students of final year
in different Croatian counties. Croatian studerftral year of Faculties of Economics in a
majority do not differ among different Croatian aties. They particularly do not differ from
each other regarding the number of job applicatithey expect to send before the first
employment after graduation, number of differenb joositions they expect to perform,
number of different companies they expect to warnk &verage pay after apprenticeship as
well as the minimal pay. Students differ from ometaer regarding the year of enrolment on
Faculty, where Split's students started to studfprbeothers, and the expected year of
graduation where Rijeka's students expect to gtadha latest among others. This could also
correspond to the fact that Split's and Rijekalglatts will probably take the same amount of
time for their faculty education (the first onersgtd first and the second one will finish the
last) while Pula's students will study in the shsttperiod. Respondents also differ from one
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another according to the expected pay during apipestip and real pay that they expect to
receive, which will be deserved according to thpmofession and occupation. These
differences can arise from the fact that thesenateempirical evidences but respondents'
expectations and although they do not know whewy Wik start to work and on what position
they will work, can not provide proper conclusi@garding pays.

Final conclusions are made regarding the differera@aong the graduates in Economics and
the reality of their professional life and studémtspectations regarding future profession.
The results show that the stated groups accordimggjority attributes differ from each other.
They do not significantly differ regarding the wag period before the first employment after
graduation and number of job applications they usedent or expect to send before
employment. It can be concluded that the studehtéinal year are pretty pessimistic
regarding their future profession and situatiobuisiness surroundings. The minimal pay they
would agree to work for, as well as the pay thewswter to be real according to their
profession and occupation, is rather lower thansimae among the graduates in Economics.
This difference once again can be explained byfdhethat these are just expectations, and
the student now can not be aware of the fact whershe will be working in 5 years time
after graduation. (The same time that passed #ftegraduation of the tested graduates in
Economics who already have certain positions inrthempanies). The other difference
among these two groups is noticed regarding newaalddional knowledge and importance
of knowledge during education. These opinions dan be changed after certain period in
practice when current students and future graduateEsonomics are more familiar with real
business situation.

List of significant differences among Croatian gratés in Economics, among Croatian final

year students and among students' expectationsreaidbusiness situation among the
graduates in Economics that are noticed througlowsihypotheses are presented in table 22.
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Table 22: List of hypotheses that point to signifiant differences

Null-hypothesis Test Value of | Can Hg be
P rejected?
Hypothesis 3d bl There is no significant differen | Anova- 0,000 Yes
among the graduates in Economics from diffe test
parts of Croatia regarding total working experien
Hypothesis 3j it There is no significant differen| Anova- 0,048 Yes
among the graduates in Economics from diffe test

parts of Croatia regarding their average mot
received pay

Hypothesis 5a bl There is no significant differen| Anova- 0,000 Yes
among the final yeastudents of Economics frc test
different parts of Croatia regarding therear o
enrolment at Faculty

Hypothesis 5b bl There is no significant differen | Anova- 0,000 Yes
among final yearstudents' of Economics frc test
different parts of Croatia regarding their expe
year of graduation

Hypothesis 5e bl There is no significant differen | Anova- 0,141 No
among the final year students of Economics - test 0,021 Yes
different parts of Croatia regarding pay du 0,215 No
apprenticeship, first pay after apprentices 0,034 Yes

minimal pay and real pay deserved accordin
profession and occupation

Hypothesis 6c bl There is no significant differen T-test 0,000 Yes
between the experience of graduates in Econc
and final year students' expectations regardin
minimal pay they will agree to work for

Hypothesis 6d bl There is no significant differen T-test 0,000 Yes
between the experience of graduates in Econc
and final year students' expectations regardint
pay according to their occupation and professior

Hypothesis 6e bl There is no significant differen T-test 0,008 Yes
between the experience of graduates in Econc
and final year students' expectations regarding
or additional knowledge

Hypothesis 6f It There is no significant differen T-test 0,000 Yes
between the experience of graduates in Econc
and final year students' expectations regardin
importance of knowledge gathered during fac
education for job performance
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6. CONCLUSIONS

The situation regarding career development amomgt@n graduates in Economics should
be changed. Firstly, attention to career and pois&b for its development should already be
paid during the education process, offering highdgr education oriented to demands of
Croatian companies. Successful Croatian compamésFaculties of Economics should be
partners in creating mutual cooperation. Faculifesuld represent the producers of successful
and required product, such as graduates in Ecomspmigile Croatian companies should be
the leaders in the process of developing indivisiuzreer paths. Companies should be more
interested in finding and recruiting successfuldstits in terms of good grades during
education process, which should reflect their krmlgke and capabilities as well as the study
duration, which should reflect their ambition amttantive for future career development.
Providing these changes during the process of itesent and a proper process of selection,
can from the start, insure competitive advantagectampanies. Knowing that employers
reward more successful students providing them imithhediate and better job opportunities,
students will be more motivated for better studymegults which, of course, will have
significant implications on their afterwards worgimesults. This also could reflect on the
students' opinions regarding the importance of Kadge gathered during education process
and increase the share of those who presume & &b great or decisive importance.

Further, more attention has to be paid to apprestip stage where mangers should lead,
coach, mentor and counsel the newly employed. Emordination and cooperation between
the apprentice and his/her mentor should crea&pienndent, determined, stable and incentive
employee. There are examples in Croatian econoesyefl also through research) that newly
graduates and unprepared employees, in terms officient working and life experience,
undertake important positions in companies, or grigkly pass from the stage of apprentice
to the stage of manager. If the candidate doegpass all required steps in the process of
introduction with the organisation, co-workers gold and its requirements, then he/she will
not offer remarkable results. This could be supmbity the phrase: the right person in the
right place, but also with the attachment of tlghtitime. Croatian organisations should also
invest more in the employees' training and devekmmbecause that action will provide
benefits for both actors, more successful careeeldpment for individuals and competitive
advantage and better working results for orgardeati Croatian employees but even more
final year students consider possession of additiknowledge as an important precondition
for career development. However, the studentsebgelegarding the importance of additional
knowledge are more perceived in terms of job demandhile the graduates in Economics
express it as personal ambitions. Those presurhmgniportance of additional knowledge as
job demand, should invest more effort in persomaprovement and be able to present
themselves to company as a complete person andgeeplbut knowing that survival and
development in competitive surroundings requirestamt improvements from their side but
also constant opportunities for development fromdige of their employers.
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Finally, as crucially important, Croatian compantesve to be more oriented toward the
organization of human resource departments, progitiuman resource specialists. It is of
crucial importance to point to the results of thevey which show that almost three quarters
of Croatian graduates in Economics are employethé& companies that do not provide
department of human resource management, Noneecdlibve stated will come to light if
these departments are not provided. Establishimdptiman resource department, organisation
ensures efficient strategic planning in terms of MjRstarting from proper and timely
planning, recruitment, selection and developmentitef employees who represent the
companies' greatest capital. Apart from ensuring lasis for proper individual's career
development and for proper match between an indalidand organisation, providing
specialised departments Croatian companies wilhapegreat possibilities of improving all
the negativities stated in this master thesis.

107



Master Thesis

7. LITERATURE, SOURCES AND INTERNET SOURCES

LITERATURE:

1. Anonymus: Learning styles and mentoring. ManagamDevelopment Review,
Bradford, 10(1997), 4, pgs. 139.

2. Anonymus: Recruit from within-or-Else. HR Foctd&ew York, 81(2004), 4, pgs. 53.

3. Armstrong Michael: Human Resource Managementrategy & action. London:
Kogan Page

4. Armstrong Pat, Dawson Chris: People in Orgamsat Huntington, ELM
Publications, 1989. 373. pgs.

5. Bahtijaret Siber Fikreta: Management ljudskih potencijala.g2b: Golden
marketing Zagreb, 1999. 1033. pgs.

6. Barrie John, Pace R. Wayne: Learning for orgdiusal effectiveness: Philosophy of
education and human resource development. HumasuResDevelopment Quaterly,
San Francisco, 9(1998), 1, pgs.16.

7. Barry Tom: How to be a good coach. Managememne@pment Review, Bradford
7(1994), 4, pgs. 24-26.

8. Baruch Yehuda, Peipel Maury: The impact of anAviBh graduate careers. Human
Resource Management Journal, London, 10(2000g<2,69-80.

9. Bateman Thomas S., Snell Scott A.: Managem&dmpeting in the New Era. New
York, McGraw Hill, 2002. 611. pgs.

10. Bennett Ben: Developmental coaching. Trainitigt8gies for Tomorrow, Bradford,
17(2003), 4, pgs. 16-19.

11. Bernardin H. John, Russel Joyce E.A.. Humanotes Management - An
Experimental Approach. New York: McGraw Hill, 19922. pgs.

12. Bohlander George W., Snell Scott A., ShermathukrW. Jr.: Managing Human
Resources. Cincinnati, Soth-Western College Publigl2001. 767. pgs.

13. Brant Liz, Harvey Tony: HOW TO: ensure that wis learnt is used at work.
Training Journal, Ely, 2004, pgs. 10.

14. Buchanan Dave: Motivation Management. HumanoRes Management Journal,
London, 10(2000), 2, pgs.95-96.

15. Charles Margerison: Counselling and advice @nagement development. Target
Management Development Review, Bradford, 5(1992pgs. 22-26.

16. Creelman James: Trends in career developmatagdement Development Review,
Bradford, 8(1995), 6, pgs. 13-17.

17. Daft Richard L., Marcic Dorothy: Understandinganagement. Australia, South-
Western Thomson, 2001. 606. pgs.

18. De Simone Randy L., Harris David M: Human ReseWwevelopment. Forth Worth:
The Dryden Press, 1998. 583. pgs.

19. Falcone Paul: Motivating staff without moneyRMagazine, Alexandria, 47(2002), 8,
pgs. 105-107.

108



Career Development of Graduates in Economics arsthBss Administration in Croatia

20. Fisher Cyntia D., Schoenfeldt Lyle F., Shaw dam.: Human Resource Management.
Boston, Houghton Miffin Company, 1993. 830. pgs.

21. Frost Peter J., Mitchell Vance F., Nord WaRer HRM Reality: Putting competence
in context. cincinnati, South-Western Publishing €892. 449. pgs.

22. Gibson James L., Ivancevich John M., Donellmea H.: Organisations: Behavior
structure process. Boston, Irwin, 1994. 802. pgs.

23. Gillen Terry: Learning curve. Training Jourrialy, 2004, pgs. 36-38.

24. Gilley Jerry W., Eggland Steven A.: PrinciplesHuman Resource Development.
Addison Wesley Publishing company, University asses, 1989. 386. pgs.

25. Green Phil: Motivating the learner to learraifimg Journal, Ely, 2000, pgs. 1-5.

26. Grugulis Irena: Putting skills at work: Leamgimnd employement at the start of
century. Human Resource Management Journal, Loridt{@003), 2, pgs.3.

27. Handler Charles A., Lane Irving M, Maher Michaeareer planning and expatriate
couples. Human Resource Management Journal, Lond®897) 3, pgs. 67-78.

28. Harrison Rosemary: Training and Developmentndam: Institute of Personnel
Management, 1990. 373. pgs.

29. Hawkins Bill: Developing and promoting the rigieople. Development and Learning
in the Organisations, Bradford, 18(2004), 4, pgs.13

30. Honey Peter, An identikit picture of lifelongglrner. Training Journal, Ely, 2001, pgs.
7.

31. Ivancevich john M. et al: Management: Qualityl &Competitiveness. Boston, Irwin;
McGrow- Hill, 1997. 630. pgs.

32. lvancevich John M.: Human Resource ManagenBerston: Irwin, 1994. 728. pgs.

33. Jones Gareth R, George Jennifer M, Hill Challed_.. Contemporary Management.
Boston: Irwin, McGraw Hill, 2000. 778. pgs.

34. Kraack Tom: The business of learning. TrainM@neapolis, 40(2003) 10, pgs. 68.

35. Leap Terry L., Crino Michael D.: Personnel/HumResource Development. New
York: Macmillan Publishing Company, 1993. 719. pgs.

36. Lewin David, Mitchel Daniel J.B.: Human Resaglanagement - An economic
Approach Cincinnati: South-Western College PubfighiAn International Thompson
Publishing Company, 1994. 760. pgs.

37. Limited, 1992. 232. pgs.

38. MacDonald Colla J., Gabiel Martha A., Cousin8radley: Factors influencing adult
learning in technology based firms. The Journal Mdénagement development,
Bradford, 19(2000), 3/4, pgs. 220-240.

39. Magnuson Carolyn S., Starr Marion F.: How Ealyoo Early to Begin Life Career
Planning? The importance of the Elementary Schoehr¥. Journal of Career
Development, New York, 27(2000), 2, pgs.89.

40. Malcolm Peel: Career development helps to zeafiotential. Target management
Development Review, Bradford, 5(1992), 3, pgs. 63-1

41. Malhorta Naresh K., Birks David F.: Marketingsearch. London: Practince Hall,
2003. 786. pgs.

109



Master Thesis

42. Margerison Charles J., David Ashton: Plannimg human resources. London,
Longman, 1974. 205. pgs.

43. Margerison Charles: career choices and managenhvelopment. Management
Development Review, Bradford, 6(1993), 4, pgs. 84-1

44. Marlow Sue: Diversity and Women's Career Dgwelent. Human Resource
Development Journal, London 9(1999), 1, pgs. 94-95.

45. Marus¢ Sveto: Upravljanje ljudskim potencijalima. ZagreBdeco, Ekonomski
institut, 2001. 354. pgs.

46. Milkovich George T, Boudreau John W.: Human dRese Management. Boston:
Irwin McGraw Hill, 1997. 693. pgs.

47. Mrnjavac Zeljko: Kretanje zaposlenosti na tifi& rada zemalja sjevernog
Mediterana tijekom osamdesetih godina. Mediterarkgkicept razvojne strategije
Hrvatske, I. Znanstveni skup, Split, 11(1994), gs.®457-470.

48. Mrnjavac Zeljko: Problem mjerenja nezaposleénastHrvatskoj. Znanstveni skup
"Susreti na dragom kamenu" 1994. Gospodarski razyopblemi Istre, Hrvatske i
njihova okruzenja, Pula, 19(1994), pgs. 389-398.

49. Mrnjavac Zeljko: Regional Aspects of Unemploym@ Croatia: Can We Neglect
History? Ekonomski pregled, Zagreb (11-12)1998,p#%,. 1292-1307.

50. Mrnjavac Zeljko, Gii¢ Branko: Determinante regionalnih trZista rada &agernica u
obnovi i razvitku Hrvatske. Znanstveni skup "Susire dragom kamenu" 1996.
Problemi obnove u funkciji razvoja Republike HnkatsPula, (20)1996, pgs. 457-470.

51. O'Connel Graham: Learning: ensure you getegpkit and use it. Training journal,
Ely, 2004, pgs. 38-40.

52. Pomeory Ann: Succession planning Lags. HRmaga#lexandria, 49(2004), 9, pgs.
12.

53. Rae Leslie: Evaluation Approaches for trainangd development. London, Kogan
Page, 1997. 245. pgs.

54. Rausch Erwin, Witheridge Robert: Career plagpnand management. Training
Strategies for Tomorrow, Bradford, 17(2003), 2,.dd516.

55. Read Charles W., Kleiner Brian H.: Which trami methods are effective.
Management Development Review, Bradford, 9(1996)pg2.24.

56. Redmond Robert S: How to recruite good manageihow to keep them

57. Schneider Stephen: Coach or mentor? It dependsHuman Resources, London,
2004, pgs. 42.

58. Stern Stefan: Should employers who fail tontréheir staff be fined? Human
Resource, London, 2005, pgs. 6.

59. Terry Bates: Career development for high fliddanagement development Review,
Bradford, 7(1997), 6, pgs. 20-24.

60. Thom Norbert: Human resources management -lawent tendencies and future
perspectives. Management - Journal of Contempokdapagement Issues, Split,
6(2001), 1-2, pgs.155-175.

110



Career Development of Graduates in Economics arsthBss Administration in Croatia

61. Waltron John: Strategic Human Resource DevedmpnHarlow, Pearson Education

Limited, 1999. 614. pgs.

62. Watt Linda: Mentoring and coaching in the Wdake. The Canadian Manager,

Toronto, 29(2004), 3, pgs. 14-16.

63. Williams Teresa, Green Adrian: The Business rApph to Training. Hampshire,

Gower, 1997. 201. pgs.

64. Young Richard A.: Managing Careers into thet2dsntury. Human Resource

Management Journal, London 8(1998), 1, pgs. 91-93.

65. Zemke Ron: The Need For Coaching. Training,ndapolis, 41(2004), 9, pgs. 8.
66. Zorii¢ Purdica, Skare Marinko: Obrazovanje ka&tmbenik ekonomskog rasta u

razdoblju obnove Republike Hrvatske. Znanstvenpsksusreti na dragom kamenu"
1996. Problemi obnove u funkciji razvoja Republikeratske, Pula, (20)1996, pgs.
149-159.

SOURCES:

1. Analiticki bilten, Hrvatski zavod za zapoSljavanje, Zagrgbdina V, broj 1, 2003,
pgs. 31.

2. Analiticki bilten, Hrvatski zavod za zaposSljavanje, Zagtaioj 4, godina V, 2003, pgs
31.

3. Analiticki bilten, Hrvatski zavod za zapoSljavanje, Zagrefmj 3, godina VI, 2004,
pgs 32.

4. Analiticki bilten, Hrvatski zavod za zapoSljavanje, Zagretnj 4, godina VI, 2004,
pgs 31.

5. Statistéki ljetopis Republike Hrvatske, Drzavni zavod zatistiku, Zagreb, 2000, pgs.

665.

Statistéki ljetopis Republike Hrvatske, Drzavni zavod zatistiku, Zagreb, 2001,
703.

Statisttki ljetopis Republike Hrvatske, Drzavni zavod zatistiku, Zagreb, 2002, pgs.
762.

Statisttki ljetopis Republike Hrvatske, Drzavni zavod zatistiku, Zagreb, 2003, pgs.
808.

Statisttki ljetopis Republike Hrvatske, Drzavni zavod zatistiku, Zagreb, 2004, pgs.
853.

10. SvediliSte u Splitu 1974.-2004., Sve&iliste u Splitu, Redak, Split, 2004., pgs 175.

INTERNET SOURCES:

1.

Career drivers of new-age employees: Implication organisational reward and
employee development system, Singh Manjari, (2005)
[URL:http://www.iimahd.ernet.in/publications/dat@(5-04-04manjari.pdf], 14. 09.
2005.

111



Master Thesis

No s

o

10.
11.

12.

13.

14.

15.
16.
17.
18.

112

Career effectiveness and its determinants, Mateas Sunil, KrishanT.N., (2004)
[URL: http://www.iimahd.ernet.in/publications/da2@04-05-06sunilm.pdf], 14. 09.
2005.

Drzavni zavod za statistiku [URL: http://www.dzdg, 04. 05. 2005.

Ekonomski fakultet Pula, [URL: http://www.efpul,hl0. 12. 2004.

Ekonomski fakultet Rijeka, [URL: http://www.efnr], 10. 12. 2004.

Ekonomski fakultet Split, [URL: http://www.efkt], 10. 12. 2004.

Grades as information, Grant Darren (2005)
[URL:http://papers.ssrn.com/sol3/papers.cfm?abistide647627], 14. 09. 2005.
Hrvatski zavod za zaposljavanje, [URL: http:/Amnvzz.hr], 12. 04. 2005.
Information seeking about the psychological caxtt The impact on newcomers'
evaluations of their employment relationship, Des\VAms, (2004) [URL:
http://www.vlerick.be/research/workingpapers/vigmgs-2004-01.pdf], 14. 09. 2005.
Istarska zupanija, [URL: http://www.istra-istir], 15. 01. 2005.

Muskarac, inzenjer, zaposlen u Zagrebu imaedajplacu, [URL,
http://www.slobodnadalmacija.com/20050907/ekonof@dijasp], 08. 09. 2005.
Nacionalni akcijski cilj zaposljavanja 2004 RU:
http://www.hzz.hr/docslike/24032004-H-NAPZ.doc],. T®. 2005.

Nacionalni odbor Republike Hrvatske za HibaRilten, Listopad 2003, Godina 1,

Broj 1 [http://www.hzz.hr/docslike/24032004-H-NARIoc], 11. 11. 2005.
Prijedlog nacionalnog izvjés o provedbi ciljeva Milenijske deklaracije, [URhttp://
www.vlada.hr/Download/2004/08/04/34-10.htm], 11. 2005.
Primorsko-goranska zupanija, [URL: http://wwgzghr], 15. 01. 2005.
Splitsko-dalmatinska zupanija, [URL: http://wvdalmacija.hr], 15. 01. 2005.
SveuddiliSte u Rijeci, [URL: http://www.uniri.hr], 08. 12004.

SveuddiliSte u Splitu, [URL: http://www.unist.hr], 08.12004.



LIST OF TABLES

Table 1: Stages in professional career deVelopMEeNt . ccoeveeviiieiiiieiiiieeeeeeiiin.
Table 2: Summary of individual's, manager's and organis&imle.............................
Table 3: Indexes regarding employment in Croatian count&912003......................
Table 4: Data of population in three Croatian COUNLIES............cviieiiiiiiiiiieeereiiee,
Table 5:Number of employed young and middle age specialatsording to
occupation and gender in 2003 iN Croatia... e eeeerrniieeereeiiiiieeeeeeiiies e eeeeeeaanann
Table 6: Number of employed newly registered young and feidtge specialists
according to occupation and gender in 2003. iIN A0A..........cccooeeeviiiiiiiieeeeeiiieee,
Table 7: Indexes regarding number of graduates in Croatamties 1999-2003.........
Table 8: Unemployed population with university level in @t@.................cccccceeeeeee
Table 9: Number of unemployed graduates and unemployedugtad in Economics
1T o = = USSP
Table 10: Number of enrolled and graduated student at @@moaFaculties of
o] aT0] 1 0] 03 PSPPSR
Table 11: Monthly received pay, minimal monthly and real iy pay according
COUNIES 1N CrOALIA. .....uuu i eiiiiiii e eeee e e et e e et e e e e e e e reeeaaeeeaeataeeaeaenns
Table 12: Hierarchical positions of graduates in Economias Croatian
(o0] 1 0] 0 F= T g 1= TP PR
Table 13: Combination of hierarchical structure with thets$aof graduates in
ECONOMICS IN CrOALIAL ... . iieeviiie e ee et e e e et e e e e e e e e e et eeeaeeeeeaaa e eaaeees
Table 14: Activities used during searching for employment...............coooovviiiiiinnnn.
Table 15: Importance of different attributes for career depment..............ccccceevvnneeee
Table 16: Usage of new and additional knowledge........ccccoooiiiiiiiiiiiiiiiiiiiiciien,
Table 17: Comparison of the same generation of graduatBsamomics tested in two
different periods of time according to their pergidife................cccoeeiiiiiiiiiiiiiininn,
Table 18: Comparison of the same generation of graduatBsamomics tested in two
different periods of time according to their fiegstd temporary job............cccccvvvinnnnnn.
Table 19: Comparison of two generations of graduates in BOOCS ...........................
Table 20: Comparison of two generations of graduates in Booos in the same
period of time regarding their first and temMpPOrpy..........cooooeeeiiiiiiiiiiiiiin
Table 21: Different segments of expected pays among finaf geudents according to
(070101111 PP
Table 22: List of hypotheses that point to significant diffaces.............ccccooeeeeeeeennnnen.

19
30
47
49
56

58
64

65

67
77

78

78

80

81

82

84

85

88

89

96



LIST OF CHARTS

Chart 1: Unemployment in 50-54 years age group in 1995-20@2oatia................
Chart 2: Unemployment in 30-39 age group in 1995-2002 ioa@a.............cccceeenn....

Chart 3: Unemployment rate for university level accordinggender in 1992-2002 in
Croatia..........ccevvvvvvvnnnnnnn

Chart 4. Median for employment waiting period accordingettucational levels in

2002. in Croatia.............

Chart 5: Employment rate according to educational backgiloum 1995-2002 in

Croatia.....ccoeoveeeeeeiaeeen.

Chart 6: Employment rate according to educational level gedder in 2002. in

Croatia.........cceveeeeeenennnnn
Chart 7: Regression analyse of unemployed graduates andploged graduates in

Economics in Croatia....

Chart 8: Regression analysis of graduates and enrolleestsicait Croatian Faculties
of Economics.................

Chart 9: Share of Graduates in Economics according gend@raatia........................

Chart 10: Comparison of average graduating age among thiigtes in Economics

in Croatia......cc.covevennenn..

Chart 11: Comparison of average graduating grade among tlaelugtes in

Economics in Croatia....

Chart 12: Comparison of average study duration among thdugtas in Economics

in Croatia......cc.covevvennenn..

Chart 13: Comparison of total working experience among ttaelgates in Economics

in Croatia......cc.covevvennenn..

Chart 14: Comparison of working experience after graduasiomong the graduates in

Economics in Croatia....
Chart 15: Comparison

of waiting period for the first employmh among the

graduates in ECONOMICS IN Croatia..........cceeuuuuiiiieiiiiiiie e ee e e e e
Chart 16: Comparison of number of sent job applications kefirst employment

among the graduates in
Chart 17: Comparison

Croatia.....ccooveeeeeeeaeeen.

Economics in Croatia..........ccuuvieieeriiiiiiiieeeeeiiiieeeeseveenans
of number job positions among gradusteSconomics in

Chart 18: Comparison of number of companies among the gtaduia Economics in

Croatia.....ccoveeveeeeaaenen.

Chart 19: Comparison average monthly pay among the graduat&Eonomics in

Croatia.....ccooveeeeeeeaeeen.

Chart 20: Share of final year students from Faculties of riéenics in Croatia
ACCOIAING tO GENUET ......uitiiii e ettt e e e e e e e e e e e e et eeeeaneeeeeeeeessennnnns

Chart 21: Comparison of final year students regarding ydanoolment at Faculties

of Economics in Croatia

50
50

51

52

53

54

66

68
69

69

70

71

72

73

74

91
92



Chart 22: Comparison of final year students regarding exquegear of graduation
at Faculties of ECONOMICS iN Croatia........ e eerreiieeeeeeiiiiieeeeeeiiiiineeenn

Chart 23: Comparison final year students regarding the epeaumber of job
applications in different parts of Croatia...coec..ooooeiviiiiiiiiiiiciiiee e
Chart 24: Comparison of final year students regarding thealber of job positions
they expect to perform among different parts ofafien...............cccceeeeeiiiiiiiiiccecennnnnn.
Chart 25: Comparison of final year students regarding nundfezompanies they
expect to work in among different parts of Croatia................eeveiiiiiiiinieiiiiiinieenne.
Chart 26: Comparison between graduates in Economics andyes students in
Croatia regarding waiting period before employment............ccccoooiiviiiiiniiiiiiiienennnn.
Chart 27: Comparison between graduates in Economics andyes students in
Croatia regarding number of job appliCatiONS ceeeeee.eveeiieeieieiiiiiiiiee e
Chart 28: Comparison between graduates in Economics andyes students in
Croatia regarding MiNiMal PAY............uieeeieeeiiiiiiiiiiaaee e e e e e e e e eeeeeeeeerenenneeaeeen
Chart 29: Comparison between graduates in Economics andyes students in
Croatia regarding real PaY...........oooiiii ettt e e e e e e e e e e eeeeeeeeeeeeeeesaeene

93

94

95

95

98

98

99



LIST OF FIGURES

Figure 1: A model of organizational career development...............ccoeeeiiiiiiiiiiiinnns
Figure 2: FOUT CarEer SYSEIMS.......ooiiiiiiiiiieeeeieeeeeene ettt e e e e e e
FIQUIE 3: Car@er StAgES. ....oo oo i e ieeieiieeeiititt et e e e e e e e e e e e e e e eebeenn e nnnes
Figure 4: Career ManageMENT...........uuu. e e s s s e e e e e e e e eaeeeeeeeeessssnnnnnnan s
Figure 5: Model of the individual's planning career devel@om................c.....oeeee.

11
14
16
24
26



APPENDIX

REGRESSION ANALYSE OF UNEMPLOYED GRADUATES AND UNEM PLOYED

GRADUATES IN ECONOMICS IN CROATIA
Variables Entered/Removed(b)

Variables Variables
Model Entered Removed Method
1 Unemploye
d
graduates(a Enter
)

a All requested variables entered.
b Dependent Variable: Unemployed grdauated in Economics

Model Summary

Adjusted R | Std. Error of

Model R R Square Square the Estimate
1 ,833(a) ,695 ,669 118,921
a Predictors: (Constant), Unemployed graduates
ANOVAP
Sum of
Model Squares df Mean Square F Sig.
1 Regression 386081,2 1 386081,158 27,300 ,0002
Residual 169706,6 12 14142,213
Total 555787,7 13

a. Predictors: (Constant), Unemployed graduated

b. Dependent Variable: Unemployed grdauated in Economics

Coefficients®

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) -126,404 188,964 -,669 ,516
Unemployed graduated ,287 ,055 ,833 5,225 ,000

a. Dependent Variable: Unemployed grdauated in Economics

Regression analyse of graduates and enrolled studsnn Rijeka

Variables Entered/Removed(b,c)

Variables Variables
Model Entered Removed Method
1 Enrolled Enter
students(a)

a All requested variables entered.
b Dependent Variable: Graduates in Economics
¢ Models are based only on cases for which Town = Rijeka



Model Summary

R
Town =
Rijeka Adjusted Std. Error of
Model | (Selected) | R Square [ R Square | the Estimate
1 ,8582 ,736 ,716 32,043

a. Predictors: (Constant), Enrolled students

ANOVAP:€
Sum of
Model Squares df Mean Square F Sig.
1 Regression |37255,766 1 37255,766 36,285 ,0002
Residual 13347,968 13 1026,767
Total 50603,733 14
a. Predictors: (Constant), Enrolled students
b. Dependent Variable: Graduated in Economics
C. Selecting only cases for which Town = Rijeka
Coefficients®P
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta Sig.
1 (Constant) -4,387 26,911 -,163 ,873
Enrolled students ,368 ,061 ,858 6,024 ,000

a. Dependent Variable: Graduated in Economics

b. Selecting only cases for which Town = Rijeka

Regression analyse of graduates and enrolled studsnn Split

Variables Entered/Removed(b,c)

Variables Variables
Model Entered Removed Method
1 Enrolled Enter
students(a)

a All requested variables entered.
b Dependent Variable: Graduates in Economics
¢ Models are based only on cases for which Town = Split

Model Summary
R
Town = Split Adjusted Std. Error of
Model (Selected) R Square | R Square | the Estimate
1 ,7972 ,635 ,606 42,403

a. Predictors: (Constant), Enrolled students




ANOVAP.C

Sum of
Model Squares df Mean Square F Sig.
1 Regression |40595,090 1 40595,090 22,578 ,0002
Residual 23373,844 13 1797,988
Total 63968,933 14
a. Predictors: (Constant), Enrolled students
b. Dependent Variable: Graduated in Economics
C. Selecting only cases for which Town = Split
Coefficients*P
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) -54,148 44,350 -1,221 ,244
Enrolled students ,650 ,116 , 797 4,752 ,000
a. Dependent Variable: Graduated in Economics
b. Selecting only cases for which Town = Split
ANALYSE OF GRADUATES IN ECONOMICS IN CROATIA
Anova test - average age when graduating
Descriptives
_age
5% Confidence Interval for
Mean
N Mean [Std. Deviation|Std. Error |Lower Bound [Upper Bound | Minimum [Maximum
1,00 72 29,20 2,360 ,278 28,65 29,76 26 43
2,00 127 28,76 1,435 ,127 28,50 29,01 27 36
3,00 103 29,26 3,791 374 28,52 30,00 26 52
Total 302 29,03 2,665 ,153 28,73 29,34 26 52
ANOVA
age
Sum of
Squares df Mean Square F Sig.
Between Groups 17,200 2 8,600 1,213 ,299
Within Groups 2120,685 299 7,093
Total 2137,885 301
T-test average grades
Group Statistics
Std. Error
Town N Mean Std. Deviation Mean
Grades  Split 72 3,407 451 ,053
Rijeka 126 3,344 ,413 ,037




Independent Samples Test

Levene's Test
for Equality of

Variances t-test for Equality of Means
95% Confidence
Sig. | Mean | Std. Error | Interval of the
(2-tail | Differ | Differenc Difference
F Sig. t df ed) ence e Lower | Upper
Grades Equal variances
assumed 1,145 | ,286 | ,990 | 196 ,323 | ,0625 ,0631 |[-,0619 ,1869
Equal variances
not assumed ,967 | 137 ,335 | ,0625 ,0646 | ,0625 ,062
Group Statistics
Std. Std.
Deviatio Error
Gender N Mean n Mean
Grades Female 146 3,4042 ,4263 ,0353
Male 52 3,2620 ,4151 ,0576
Independent Samples Test
Levene's Test
for Equality of
Variances t-test for Equality of Means
95%
Std. Confidence
S|g Mean Error Interval of the
(2-taile | Differe | Differ |__Difference
F Sig. df d) nce ence | Lower | Upper
Grades Equal variances
assumed ,001 ,975 | 2,078 196 ,039 | ,1421 (,0684 | ,0073 | ,2770
Equal variances
not assumed 2,105 | 91,957 ,038 | ,1421 |,0675 | ,0080 | ,2762
T test average study duration
Group Statistics
Std. Error
Town N Mean Std. Deviation Mean
Duration  Split 72 68,03 17,355 2,045
Rijeka 127 64,65 11,521 1,022
Group Statistics
Std. Error
Gender N Mean Std. Deviation Mean
Duration Female 146 64,63 13,985 1,157
Male 53 69,28 13,470 1,850




Independent Samples Test

| evene's Test
for Equality of
Variances t-test for Equality of Means
95% Confidence
Sig. Mean Interval of the
(2-taile |Differenc |Std. Error |__Difference
F Sig. t df d) e Difference| Lower | Upper
Duration Equal variance
assumed ,657 | ,419 2,095 197 ,037 -4,653 2,221 |-9,033 | -,273
Equal variance
not assumed 2,132 p5,417 ,036 -4,653 2,182 |-8,985 | -,321
Anova test total working experience
Descriptives
work experience
95% Confidence Interval for
Mean
N Mean |Std. Deviation| Std. Error |Lower Bound |Upper Bound [ Minimum | Maximum
st 70 43,74 29,841 3,567 36,63 50,86 0 234
ri 125 44,33 16,787 1,502 41,36 47,30 10 120
pu 99 65,24 60,744 6,105 53,13 77,36 0 410
Total 294 51,23 40,782 2,378 46,55 55,91 0 410
Total working experience by classes group
Cumulative
Frequency Percent Valid Percent Percent
Valid 24,00 42 13,7 14,6 14,6
48,00 132 43,1 46,0 60,6
72,00 89 29,1 31,0 91,6
96,00 13 4,2 4,5 96,2
120,00 7 2,3 2,4 98,6
144,00 4 1,3 1,4 100,0
Total 287 93,8 100,0
Missing System 19 6,2
Total 306 100,0
Anova test work experience after graduation Descriptives
work experience with Faculty degree
Std. Std. 95% Confidence Interval Maximu
N Mean Deviation Error for Mean Minimum m
Lower Upper
Bound Bound
st 68 35,41 20,807 2,523 30,38 40,45 0 102
ri 124 34,97 19,580 1,758 31,49 38,45 0 75
pu 96 29,07 21,752 2,220 24,67 33,48 0 72
Total 288 33,11 20,741 1,222 30,70 35,51 0 102




ANOVA

work experience with Faculty degree

Sum of
Squares df Mean Square F Sig.
Between Groups 2352,832 2 1176,416 2,768 ,064
Within Groups 121110,8 285 424,950
Total 123463,7 287
Working experience after graduation by classes
group
Cumulative
Frequency | Percent Valid Percent Percent
Valid 24,00 97 31,7 33,7 33,7
48,00 117 38,2 40,6 74,3
72,00 72 23,5 25,0 99,3
96,00 1 3 3 99,7
120,00 1 3 3 100,0
Total 288 94,1 100,0
Missing  System 18 59
Total 306 100,0

Anova test waiting period first

employment

Descriptives

waiting for employment
95% Confidence Interval for
Mean
N Mean [Std. Deviation| Std. Error [Lower Bound |Upper Bound | Minimum | Maximum
st 47 18,90 21,119 3,081 12,70 25,11 2 132
ri 58 15,17 13,687 1,797 11,57 18,77 2 60
pu 44 16,75 12,712 1,916 12,89 20,61 1 48
Total 149 16,82 16,130 1,321 14,20 19,43 1 132
ANOVA

waiting for employment

Sum of

Squares df Mean Square F Sig.
Between Groups 361,829 2 180,915 ,692 ,502
Within Groups 38143,345 146 261,256
Total 38505,174 148




Anova test number of job applications

Descriptives

number of applications

95% Confidence Interval for
Mean
Std. Std. Lower Upper Maximu
N Mean Deviation Error Bound Bound Minimum m
st 58 14,19 20,661 2,713 8,76 19,62 0 100
ri 110 14,90 26,017 2,481 9,98 19,82 0 150
pu 76 14,63 20,417 2,342 9,97 19,30 0 100
Total 244 14,65 23,076 1,477 11,74 17,56 0 150
ANOVA
number of applications
Sum of
Squares df Mean Square F Sig.
Between Groups 19,191 2 9,595 ,018 ,982
Within Groups 129376,42 241 536,832
Total 129395,68 243
9
Anova test number of job positions
Descriptives
number of job position
95% Confidence Interval for
Mean
Std. Std. Lower Upper Maximu
N Mean Deviation Error Bound Bound Minimum m
st 60 2,32 1,568 ,202 1,91 2,72 1 8
ri 104 2,46 1,487 ,146 2,17 2,75 1 10
pu 81 2,28 1,637 ,182 1,92 2,65 0 10
Total 245 2,37 1,554 ,099 2,17 2,56 0 10
ANOVA
number of job position
Sum of
Squares df Mean Square F Sig.
Between Groups 1,640 2 ,820 ,338 714
Within Groups 587,299 242 2,427
Total 588,939 244
Anova test number of different companies
Descriptives
number of companies
95% Confidence Interval
for Mean
Std. Std. Lower Upper Maximu
N Mean Deviation Error Bound Bound Minimum m
st 61 1,92 1,085 ,139 1,64 2,20 1
ri 103 2,09 1,086 ,107 1,88 2,30 1
pu 82 1,96 1,418 ,157 1,65 2,28 0 10
Total 246 2,00 1,204 ,077 1,85 2,16 0 10




number of companies

ANOVA

Sum of

Squares df Mean Square Sig.
Between Groups 1,302 2 ,651 447 ,640
Within Groups 353,694 243 1,456
Total 354,996 245

Anova test minimal pay

Descriptives

minimal pay
B5% Confidence Interval for
Mean
N Mean [Std. Deviation|Std. Error |Lower Bound [Upper Bound | Minimum [Maximum
st 67 | 3604,16 1504,181 | 183,765 3237,26 3971,06 1500 10000
ri 120 | 3798,33 1457,982 | 133,095 3534,79 4061,87 1000 10000
pu 95 | 3582,11 1202,478 | 123,372 3337,15 3827,06 1800 7000
Total 282 | 3679,36 1387,776 82,641 3516,68 3842,03 1000 10000
ANOVA
minimal pay
Sum of
Squares df Mean Square F Sig.
Between Groups 2975978 2 | 1487989,032 771 ,463
Within Groups 5E+008 279 | 1929061,917
Total 5E+008 281
Anova test real pay
Descriptives
real pay
95% Confidence Interval for
Mean
N Mean |Std. Deviation| Std. Error |Lower Bound |Upper Bound [ Minimum | Maximum
st 71 | 6202,82 2197,903 | 260,843 5682,58 6723,05 3500 18000
ri 119 | 6875,63 2623,233 | 240,471 6399,43 7351,83 3000 20000
pu 100 | 6111,00 1773,822 | 177,382 5759,04 6462,96 3500 12000
Total 290 | 6447,24 2277,495 | 133,739 6184,02 6710,47 3000 20000
ANOVA
real pay
Sum of
Squares df Mean Square F Sig.
Between Groups 37386172583, 2 | 18693064,376 3.670 027
Within Groups 146165166 287 | 5092862,942
4,351
Total 149903779
3,104 289




New or additional knowledge

Status * additional knowledge Crosstabulation

additional knowledge

a. 1 cells (10,0%) have expected count less than 5. The
minimum expected count is 2,95.

yes,
due to
yes, due person yes,
yes,due to | to career al other
job developm | ambitio | reason
no demands ent us S Total
Status  Graduated in Economics  Count 7 67 75 127 15 2901
% withi
Siatie 2,4% 23,0% 258% | 43,6% | 52% | 100,0%
% within
additional 77,8% 62,0% 58,1% 77,0% 68,2% 67,2%
knowledge
Students of final year Count 2 41 54 38 7 142
o it
g’ within 1,4% 28,9% 38,0% | 26,8% | 4,9% |100,0%
tatus
% within
additional 22,2% 38,0% 41,9% 23,0% 31,8% 32,8%
knowledge
Total Count 9 108 129 165 22 433
0 it
s/ote\;::}?n 2,1% 24,9% 20,8% | 381% | 5,1% |100,0%
% within
additional 100,0% 100,0% 100,0% | 100,0% | 100,0% | 100,0%
knowledge
Chi-Square Tests
Asymp. Sig.
Value df (2-sided)
Pearson Chi-Square 13,7232 4 ,008
Likelihood Ratio 13,995 4 ,007
Linear-by-Linear
Association 4,856 1 028
N of Valid Cases 433




Importance of knowledge gathered during education

Status * importance of knowledge Crosstabulation

importance of knowledge
small pretty great
not importan | import | importan | decision
important ce ant ce al Total
Status Graduated in Economics Count 8 54 109 101 17 289
% withi
Statye 28% | 187% | 37,7% | 34,9% 59% | 100,0%
% within
import
':f‘po ance 66,7% | 51,4% | 59,9% | 87,8% | 100,0% 67,1%
knowledge
Students of final year Count 4 51 73 14 0 142
% within
S"tatus 2,8% 35,9% | 51,4% 9,9% ,0% 100,0%
% within
importance
|0fp 33,3% 48,6% | 40,1% 12,2% ,0% 32,9%
knowledge
Total Count 12 105 182 115 17 431
% within
Sot;’;/lljsl 2.8% 24,4% | 42,2% 26,7% 3,9% 100,0%
% within
import
':f‘po anc® 1 100,0% | 100,0% [100,0% | 100,0% | 100,0% | 100,0%
knowledge
Chi-Square Tests
Asymp. Sig.
Value df (2-sided)
Pearson Chi-Square 14,1522 4 ,007
Likelihood Ratio 15,767 4 ,003
Linear-by-Linear
Association 1,424 1 233
N of Valid Cases 440

a. 3 cells (30,0%) have expected count less than 5. The
minimum expected count is 1,61.

CORRELATION WAITING PERIOD FOR EMPLOYMENT WITH GRAD ES AND
STUDY DURATION

Correlations

Waiting
Durability period
Durability Pearson Correlation 1 ,006
Sig. (2-tailed) ,931
N 187 187
Waiting period  Pearson Correlation ,006 1
Sig. (2-tailed) ,931
N 187 187




Correlations

Waiting
period Grades
Waiting period  Pearson Correlation 1 ,016
Sig. (2-tailed) ,829
N 187 187
Grades Pearson Correlation ,016 1
Sig. (2-tailed) ,829
N 187 187

Group Statistics

Std. Error
Gender N Mean Std. Deviation Mean
Waiting period Female 138 18,84 22,082 1,880
Male 49 19,04 21,931 3,133
Independent Samples Test
Levene's Test
for Equality of
Variances t-test for Equality of Means
95%
Confidence
Sig. Interval of the
(2-taile Mean Std. Error Difference
F Sig. t df d) Difference | Difference | Lower | Upper
Waiting period Equal
variances ,345 | 658 | -,054 | 185 ,957 -,197 3,666 | -7,428 | 7,035
assumed
Equal
o ances -054 | 84,9 957 -197 3,654 | -7,461 | 7,068
assumed

ANALYSE OF STUDENTS OF FINAL YEAR FROM FACULTIES OF ECONOMICS
IN CROATIA

Anova test date of enrolment Descriptives

Date of enrolment

95% Confidence Interval
for Mean
Std. Std. Lower Upper Maximu
N Mean Deviation Error Bound Bound Minimum m
1 77 2,35 ,970 111 2,13 2,57 1 4
2 40 1,55 ,904 ,143 1,26 1,84 1 4
3 25 1,56 , 768 ,154 1,24 1,88 1 3
Total 142 1,99 ,996 ,084 1,82 2,15 1 4




Date of enrolment

ANOVA

Sum of

Squares df Mean Square F Sig.
Between Groups 22,379 2 11,190 13,227 ,000
Within Groups 117,592 139 ,846
Total 139,972 141

Anova test expected year of graduation

Date of graduation

Descriptives

95% Confidence Interval for
Mean
N Mean Std. Deviation | Std. Error | Lower Bound | Upper Bound | Minimum | Maximum
1 7 1,62 ,488 ,056 1,51 1,73 1 2
2 40 2,10 ,632 , 100 1,90 2,30 1 3
3 25 1,76 ,597 , 119 1,51 2,01 1 3
Total 142 1,78 ,585 ,049 1,68 1,88 1 3
ANOVA
Date of graduation
Sum of
Squares df Mean Square F Sig.
Between Groups 5,994 2 2,997 9,864 ,000
Within Groups 42,238 139 ,304
Total 48,232 141
Anova test job applications
Descriptives
job applications
95% Confidence Interval for
Mean
N Mean Std. Deviation | Std. Error | Lower Bound | Upper Bound | Minimum | Maximum
1 74 16,50 57,749 6,713 3,12 29,88 0 500
2 35 11,17 11,263 1,904 7,30 15,04 0 59
3 24 10,67 10,016 2,044 6,44 14,90 3 50
Total 133 14,05 43,613 3,782 6,56 21,53 0 500
ANOVA
job applications
Sum of
Squares df Mean Square F Sig.
Between Groups 1008,925 2 504,462 ,262 770
Within Groups 250072,8 130 1923,637
Total 251081,7 132




Anova test job positions

job positions

Descriptives

95% Confidence Interval for
Mean
N Mean Std. Deviation | Std. Error | Lower Bound | Upper Bound [ Minimum | Maximum
1 72 3,38 1,587 ,187 3,00 3,75 1 10
2 37 4,70 5,254 ,864 2,95 6,45 1 30
3 25 3,12 1,201 ,240 2,62 3,62 1 6
Total 134 3,69 3,078 ,266 3,17 4,22 1 30
ANOVA
job positions
Sum of
Squares df Mean Square F Sig.
Between Groups 53,210 2 26,605 2,887 ,059
Within Groups 1207,245 131 9,216
Total 1260,455 133
Anova test number of companies
ANOVA
number of companies
Sum of
Squares df Mean Square F Sig.
Between Groups 319 2 ,160 ,068 ,935
Within Groups 278,656 118 2,361
Total 278,975 120
Anova test pay during apprenticeship
Descriptives
pay during apprenticeship
95% Confidence Interval for
Mean
N Mean Std. Deviation | Std. Error | Lower Bound | Upper Bound | Minimum | Maximum
1 76 [3049,3421 786,36266 | 90,20198 2869,6505 3229,0337 1000,00 6000,00
2 37 |2750,0000 818,62011 |134,58032 2477,0585 3022,9415 1000,00 4500,00
3 25 |3040,0000 668,01946 |133,60389 2764,2551 3315,7449 1000,00 4500,00
Total 138 (2967,3913 781,18038 | 66,49849 2835,8951 3098,8875 1000,00 6000,00
ANOVA
pay during apprenticeship
Sum of
Squares df Mean Square F Sig.
Between Groups 2390794 2 | 1195396,882 1,987 141
Within Groups 81212467 135 601573,830
Total 83603261 137




Anova test pay after aprenticeship

Descriptives

first pay after apprenticeship
95% Confidence Interval for
Mean
N Mean Std. Deviation | Std. Error | Lower Bound | Upper Bound | Minimum | Maximum
1 77 (4181,8182 909,23294 |103,61671 3975,4476 4388,1887 2250,00 6000,00
2 40 |3650,0000 1109,11145 |175,36592 3295,2890 4004,7110 1000,00 6000,00
3 25 (4150,0000 1060,66017 |212,13203 3712,1810 4587,8190 1000,00 6000,00
Total 142 (4026,4085 1016,57703 | 85,30925 3857,7579 4195,0590 1000,00 6000,00
ANOVA
first pay after apprenticeship
Sum of
Squares df Mean Square F Sig.
Between Groups 79089225;2 2 3054461428 3.089 021
Within Groups 137804545 139 991399,608
,455
Total 145713468
310 141
Anova test minimal pay
Descriptives
minimal pay
95% Confidence Interval for
Mean
N Mean Std. Deviation | Std. Error | Lower Bound | Upper Bound | Minimum | Maximum
1 77 3275,32 749,764 85,444 3105,15 3445,50 2000 5000
2 39 2998,97 986,775 158,010 2679,10 3318,85 960 7000
3 25 3092,00 805,667 161,133 2759,44 3424,56 1000 5000
Total 141 3166,38 834,301 70,261 3027,47 3305,29 960 7000
ANOVA
minimal pay
Sum of
Squares df Mean Square F Sig.
Between Groups 21451796,421 2 1072589,731 1,553 215
Within Groups 95303087557, 138 690601,999
Total 97448255,
319 140
Anova test real pay
Descriptives
real pa:
95% Confidence Interval for
Mean
Mean Std. Deviation | Std. Error | Lower Bound | Upper Bound | Minimum | Maximum
1 77 4157,14 866,091 98,700 3960,56 4353,72 2800 8000
2 39 3689,74 962,670 154,151 3377,68 4001,81 800 5000
3 25 3992,00 916,024 183,205 3613,88 4370,12 2000 6000
Total 141 3998,58 918,149 77,322 3845,71 4151,45 800 8000




ANOVA

real pay

Sum of

Squares df Mean Square F Sig.
Between Groups 5656847 2 | 2828423,724 3,474 ,034
Within Groups 1E+008 138 814223,687
Total 1E+008 140

COMPARISON OF STUDENTS EXPECTATIONS AND REAL BUSINE SS
SITUATION AMONG GRADUATES IN ECONOMICS

T test waiting period for the firs job

Group Statistics

Std. Error
Status N Mean Std. Deviation Mean
waiting for first job  Graduated in Economics 293 ,83 ,681 ,040
Students of final year 142 1,68 ,513 ,043
Independent Samples Test
Levene's
Test for
Equality of
Variances t-test for Equality of Means
95%
Confidence
Interval of the
Mean Difference
Sig. Differ | Std. Error
F Sig. t df (2-tailed) | ence [ Difference | Lower | Upper
waiting for first job  Equal
variances |5,295 | ,022 | -13,1 433 ,000 -,85 ,065 -,974 -, 720
assumed
Equal
potances 144 | 359 000 | -85 059 | -962 | -731
assumed
T test number of job applications
Group Statistics
Std. Error
Status N Mean Std. Deviation Mean
job applications  Graduated in Economics 244 14,65 23,076 1,477
Students of final year 133 14,05 43,613 3,782




Independent Samples Test

Levene's
Test for
Equality of
Variances t-test for Equality of Means
95% Confidence
Interval of the
Sig. Mean Std. Error Difference
F Sig. t df (2-tailed) | Difference | Difference | Lower | Upper
job applications  Equal
variances
assumed |,990 | ,320 | ,175 | 375 ,861 ,60 3,433 | -6,148 7,353
Equal
variances
not ,148 173 ,882 ,60 4,060 | -7,411 8,616
assumed
T test minimal pay
Group Statistics
Std. Error
Status N Mean Std. Deviation Mean
minimal pay  Graduated in Economics 282 3679,36 1387,776 82,641
Students of final year 141 3166,38 834,301 70,261
Independent Samples Test
Levene's Test
for Equality of
Variances t-test for Equality of Means
95% Confidence
Interval of the
Sig. Mean Std. Error Difference
F Sig. t df (2-tailed) | Difference | Difference | Lower Upper
minimal pay  Equal
variances 21,19 | ,000 4,038 421 ,000 512,97 127,034 | 263,3 | 762,675
assumed
Equal
potances 4729 | 407 000 512,97 | 108,472 | 299,7 | 726,209
assumed
T test real pay
Group Statistics
Std. Error
Status N Mean Std. Deviation Mean
real pay Graduated in Economics 290 6447,24 2277,495 133,739
Students of final year 141 3998,58 918,149 77,322




Independent Samples Test

Levene's Test
for Equality of

Variances t-test for Equality of Means
95%
Confidence
Interval of the
Sig. Mean Std. Error Difference
F Sig. t df (2-tailed) | Difference | Difference | Lower | Upper
real pay Equal
variances 46,3 ,000 12,28 429 ,000 2448,66 199,326 2057 2840
assumed
Equal
qonances 1585 | 418,1 000 | 2448066 | 154483 | 2145 | 2752
assumed




