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ABSTRACT:

Ever changing business landscape has numerous effects on employee behaviuor at work. 
This paper aims to test whether private and public sector employees in Montenegro are 
showing different levels of employee attitudes in the new working environment, taking 
into consideration severe changes from the recent past. In this research, the level of job 
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engagement, job stress, and intentions to leave the organization were tested based on a 
sample of 1969 responders. Statistical T-test was applied as well as correlation analysis. 
The results of this research are showing that working in the private or public sector has 
a statistically confirmed effect on the level of job engagement, job stress, and turnover 
intentions. Besides, when the level of job stress increases, there is a decline in job 
engagement and an upsurge in turnover intention. Obtained results have scientific and 
practical implications. 
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INTRODUCTION
Globalization and internationalization of business activities, as key determinants of 
modern business, represent an inevitability and a significant potential chance for com-
panies, but also a reason for increased caution. Through the process of globalization, 
barriers between countries are reduced, while economic, political, and social integration 
is strengthened5. The economic aspects of globalization are particularly significant due 
to the increase in economic interdependence between markets, and the strengthening 
of competitiveness at the level of companies and countries. Consequently, changes in 
the economy become constantly growing, and permanent innovation and improvement 
of products and services, as well as monitoring of employee behavior, determine the 
success of companies6. Organizational scholars have long studied personality traits that 
influence employee behavior in the workplace7. Businesses’ efforts to attract and retain 
their workforce are taking on a new shape, based on carefully forming and managing 
employees’ attitudes to work8.

In 2020, the world faced an unprecedented situation - the intense global spread of the 
Covid-19 virus pandemic. Due to Covid-19 burst, every aspect of our everyday life has 
severely changed9. In response to the spread of the pandemic, world leaders in most 
countries have chosen to save human lives over the preservation of economies, declaring 
partial or complete lockdowns of countries10. Practices of maintaining social distance 
and working remotely became inevitable for the largest part of the world’s population. 
Physical and social distancing was required in order to prevent further virus expansion 
and affecting peoples’ communication and behavior patterns as well as work activities. 

This paper aims to test whether private and public sector employees in Montenegro are 
showing different levels of employee attitudes in the new working environment, taking 
into consideration severe changes from the recent past. The time of pandemic induced by 
the Covid-19 virus, and the health-related economic contraction and crisis, put the Mon-
tenegrin economy under great pressure, especially due to its specificities and structure. 
Namely, Montenegro has a small, open economy largely based on tourism and related 
service activities, and is not resistant to external shocks such as pandemics. The share 
of services in the total gross domestic product of Montenegro is above 80%11. The pecu-
liarity of the structure of the Montenegrin economy, but also the dominant socio-cultural 
patterns of this area, is a direct “face-to-face” relationship to realize the planned business 
activities. Peculiarities of the national chracteristics should be taken into consideration 
while analyzing employee attitudes toward work12. For the previously mentioned reasons, 
a strong decline in economic activities was observed in Montenegro during 2020 and 
part of 2021, as a result of a completely changed work regime for a large number of 
companies and organizations.

5 Frenkel&Peetz (1998)
6 Bakker&Xanthopoulou (2009)
7 Kacmar et al. (2009)
8 Bogićević&Čučković (2019)
9 Kovačević&Petković (2021)
10 Verma&Gusatfsson (2020)
11 Monstat (2021)
12 Mojić (2011)
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Additionally, there is a clear difference between working in the private and public sectors 
in Montenegro. Namely, the private sector relates to higher uncertainty and higher risks, 
while the public sector, which suffers from employee redundancy, is perceived as the 
opposite. There is a visible tendency in Montenegro toward working in the public sector, 
which may be, among other reasons, the consequence of a collectivistic national culture 
pattern. In line with that, research conducted among students in Montenegro showed 
that young, university-educated people in Montenegro are willing to work in the public 
sector for a 30% lower wage than in the private. Taking into consideration the previously 
mentioned, the goal of this paper is to assess the level of job engagement, stress at work, 
and turnover intentions of employees in the private and public sectors, as well as to test 
whether there is a difference in mentioned employee attitudes for the employees in one 
and the other sector.

LITERATURE REVIEW
Of the concepts of “positive psychology” related to work, the most attractive and the 
most researched is the concept of job engagement which implies a positive, fulfilling, 
stimulating-motivating state of satisfaction concerning work, which is characterized by 
energy, commitment, and absorption13. As the definition suggests, engagement has three 
constructs: vigor, commitment, and absorption. Vigor is a high level of energy invested 
in performance at work, even in challenging business conditions. Commitment is linked 
to a high level of involvement in one’s work, which results in positive feelings concerning 
work - pride and inspiration. Absorption is a state of preoccupation with work from which 
an individual finds it difficult to separate14. Engagement, as an individual’s psychologi-
cal connection with work, has gained special research importance in the information/
service economy of the twenty-first century15 (Bakker, Albrecht, and Leiter 2011). Re-
search by the authors Halbesleben and Wheeler16  showed that work engagement has 
a statistically significant positive impact on workplace results and a negative impact on 
employees’ intention to leave the company. Several authors have investigated the impact 
that workplace resources and demands have on employee engagement. According to 
some research17the present study investigated the experience of work engagement and its 
antecedents among Finnish health care personnel (n = 409, workplace resources better 
predict employee engagement than workplace demands. This is consistent with the re-
sults of previous research18 which also suggest that engagement negatively affects the 
length and frequency of paid absences by workers. Several empirical studies confirm that 
resources have a positive effect on employee engagement, especially in situations where 
the demands of the work performed by the individual are high. In this sense, resources 
become a mediator of the negative impact of job demands on employee engagement and 
commitment19. Additionally, engaged workers possess positive “personal characteristics” 

13 Bakker et al. (2008)
14 Bakker et al. (2008); Halbesleben&Wheeler (2008); Schaufeli&Bakker (2004); 
15 Bakker et al. (2011);
16 Halbesleben & Wheeler (2008)
17 Mauno et al. (2007)
18 Schaufeli et al. (2018)
19 Jj, Ab. & How, S. (2008); Mauno et al. (2007); Xanthopoulou et al. (2009)
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such as self-esteem, autonomy at work, etc., which represent good input for further 
work20. It is certain that engaged employees are more open to new information, more 
productive, and they proactively change the work environment to remain engaged21. 

Job stress is defined as a dangerous physical and emotional response if it occurs when 
job qualifications do not match the worker’s abilities, resources, or needs22. Stress is 
evaluated by measuring psychological and physiological distress caused by stressors, and 
a self-rating questionnaire is a simple method for measuring stress levels23. According 
to research24, stress related to work has a statistically significant positive effect on the 
turnover intentions of employees. However, a close examination of the empirical litera-
ture reveals that stressors may not always be deleterious with respect to job attitudes 
and other retention-related criteria25. Regarding the level of stress induced by Covid-19 
spread, Madero Gomez with colleagues26 proposes and mention three aspects (influence 
of stressors on people when doing home office, adapting to change, and modifying the 
rules of coexistence in the new workplace) that can serve as some lines of research for 
the post-COVID-19 stage, which aids in the process of knowing the effects of stressors 
on the emotional balance and mental health of employees. The effects that stress at work 
will cause, depend on the perceived type of stress from the employee. Namely, challen-
ge-related work stressors were positively related to their job satisfaction and unrelated to 
voluntary turnover27. 

The intention to leave the organization is a conscious and careful desire of the employee 
to leave the organization, which is usually measured in a certain time interval28. Leaving 
an organization is a multi-stage process that includes the employee’s attitudes, decisions, 
and behavior toward leaving the organization29. Leaving the organization by employees 
represents a practical problem in the form of the loss of a talented workforce and the 
additional cost of selection and training for new employees30. Employees with a high 
personal level of organizational commitment and engagement find it difficult to detach 
themselves (and their thoughts) from the work they perform, and have less pronounced 
intentions to leave the organization, primarily because they have already invested a lot of 
energy and time in their work31. Monitoring the employee’s intention to leave the organi-
zation is a very significant phenomenon of the employee’s behavior because the intention 
to leave the organization to the greatest extent explains the actual leaving the organizati-
on in the future32. The correct interpretation of “psychological capital” in the organization 
(faith, optimism, adaptability of the employee, etc.) is crucial for understanding the inten-
tion of employees to leave the organization and the behavior of employees in connection 

20 Bakker& Xanthopoulou (2009)
21 Bakker et al. (2011)
22 Masyhuri et al. (2021)
23 Kawada&Otsuka (2011)
24 Nanda et al. (2020)
25 Podsakoff et al. (2007)
26 Madero Gomez et al. (2020)
27 Podsakoff et al. (2007)
28 Meyer&Tett (1993) 
29 Lum et al. (1998)
30 Loi et al. (2006)
31 Halbesleben & Wheeler (2008)
32 Steel&Ovalle (1984)
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with the search for another job33 Research conducted by Selvi34  indicates that fatigue 
and stress in the workplace have a direct and organizational culture indirect effect on the 
employee’s intention to leave the organization. However, not all workplace stress has an 
equal impact on the intention to leave the organization. If the employee perceives stress 
as part of a challenging work environment, the intention to leave the organization will be 
less pronounced, compared to circumstances in which the employee recognizes stress as 
an obstacle to performing work in the organization35. The intention to leave the organiza-
tion is influenced by the employee’s degree of identification with colleagues, where the 
mediating variable is the job satisfaction the employee feels36. The excessive workload 
that the employee performs affects the increase in the intention to look for a job, where 
emotional exhaustion and fatigue are mediating variables37. And Bright38 suggests that 
the employee’s intention to leave the organization depends on job satisfaction, and the 
influence of one variable on another is significantly influenced by the employee’s degree 
of integration into the organization. Also, an interesting aspect of researching the behavior 
of employees in organizations is the balance, that is, the lack of balance between work 
and the employee’s family. Thus, research by the authors’ Batt and Valcour39 determined 
a statistically significant impact of family-work conflicts on the employee’s intentions to 
look for a new job and ultimately to leave the existing organization.

METHODOLOGY AND HYPOTHESIS
This research is part of the extensive one, conducted several times in Montenegro so far. 
In order to obtain results, survey dissemination was achieved in April 2022. The que-
stionnaire was created via Google Forms and sent online to potential respondents. The 
structure of the questionnaire was the following: 6 questions regarding the demography 
of the sample, 2 questions related to remote work practices of employees, and 5 questi-
onnaires with different employee attitudes. Out of it, responses on three attitudes were 
extracted: job engagement, stress at work, and turnover intentions.

In order to test job engagement, Utreht Work Engagement Scale – shortened version was 
used40. It contains 8 items on a 7-point Likert scale. The job stress questionnaire conta-
ins 5 items on a 7-point Likert scale41. Turnover intentions were assessed via 3 items on 
a 6-point scale42. 

Based on the aim of this paper, available data, as well as literature research, the main 
hypothesis of the research was created. 

33 Luthans et al. (2007)
34 Selvi (2018)
35 Podsakoff et al. (2007)
36 Van Dick et al. (2004)
37 Moore , (2000)
38 Bright (2008)
39 Batt&Valcour (2003)
40 Schaufli et al. (2006)
41 Shea&De Cieri (2011)
42 Cennamo&Gardner (2008)
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H1: There is a statistically significant difference in job engagement, stress at work, and 
turnover intentions for employees in the private and public sector

A statistical test (t-test) will be used to compare the means of assessed employee atti-
tudes. T-tests are used to evaluate if there is a significant difference between the means 
of the three groups, in case the data shows the normal distribution and has unknown 
variances. 

Additional hypotheses are testing the correlation between two out of three employee 
attitudes for employees in the private and public sectors. The correlation will be tested 
via a basic statistical tool. 

H2: Employee engagement decreases when stress at work increases

H3: Turnover intentions of employees rise with the boost in the level of stress at work

RESULTS
Results have been obtained based on the total number of responders of 1969. Out of 
that number, 1283 were private sector employees, while the remaining 686 worked in 
the public sector. As seen in Figure 1, private sector employees included services with 
50,6% out of the total number of employees and production industries with 14,7%. As 
previously mentioned, the remaining 34,7% of employees worked in the public sector. 

 FIGURE 1. SAMPLE STRUCTURE BY THE INDUSTRY
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Regarding the gender proportion of the sample, 62,9% of responders were female and 
37,1% of them were male. Figure 3 represents the structure of the sample based on their 
level of education, with 60,6% highly educated responders, 38,5% with high school 
education, and 0,9% with only primary education.
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 FIGURE 2. SAMPLE STRUCTURE BY GENDER
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 FIGURE 3. SAMPLE STRUCTURE BY EDUCATION
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The obtained average value of job engagement was 3,87 for employees in the public 
sector, while employees from the private sector showed 3,57. Regarding intentions to 
leave the organization, private sector employees obtained an average value of 2,84 which 
is significantly higher than the 2,14 average value obtained for the public sector. At the 
same time, stress related to work was higher in the private sector as well, with values of 
2,73 and 2,57 respectively. This research highlighted that employees in the public sector 
in Montenegro are showing a higher level of engagement at work while facing a lower 
level of stress and consequently less intent to leave the organization they are working in. 
Obtained average values are displayed in Table 1. 



39EKONOMSKE IDEJE I PRAKSA | BROJ 47 | DECEMBAR 2022.

 TABLE 1. AVERAGE LEVEL OF ATTITUDES - PRIVATE VS. PUBLIC SECTORS

SECTOR
AVERAGE VALUE OF JOB 
ENGAGEMENT (MAX 6)

AVERAGE VALUE OF INTENTIONS TO 
LEAVE THE ORGANIZATION (MAX 6)

AVERAGE VALUE OF JOB 
STRESS (MAX 7)

Public sector 3.87 2.14 2.57

Private sector 3.57 2.82 2.73

AVERAGE 3.67 2.58 2.67

Statistical testing was conducted in order to assess whether there is a difference in the 
level of job engagement, turnover intentions, and job stress of employees working in the 
private vs. public sector. The working hypothesis was set to test if there is equality of va-
riances in samples for both categories of employees. The latter was rejected, resulting in 
statistically significant differences among job stress, engagement, and turnover intentions 
of employees based on the fact they work in the private or public sector. Therefore, the 
level of those three employee attitudes depends on whether someone works in the private 
or public sector. Consequently, statistics for each employee’s attitudes were calculated. In 
Table 2 could be found statistics for job engagement.

 TABLE 2. JOB ENGAGEMENT STATISTICS

DESCRIPTION SECTOR N MEAN  ST. DEV. STD. ERROR MEAN

Average value of job engagement
Private 686 3.8676506 1.306897491 .0498975781
Public 1283 3.5697676 1.361473102 .0380098134

Table 3 displays appropriate statistics for job stress responses of employees in the private 
and public sectors.

 TABLE 3. JOB STRESS STATISTICS

DESCRIPTION SECTOR N MEAN  ST. DEV. STD. ERROR MEAN

Average value of job stress
Private 686 2.5726676 .8340211433 .0318430752
Public 1283 2.7254871 .7782794188 .0217281233

The same logic was applied in Table 4, for the attitude of employees in both sectors 
regarding the intention to leave the organization. 

 TABLE 4. TURNOVER INTENTION STATISTICS

DESCRIPTION SECTOR N MEAN  ST. DEV. STD. ERROR MEAN

Average value of turnover intentios
Private 686 2.1435860 1.369074551 .0522715093
Public 1283 2.8206027 1.608935888 .0449185171

Additionally, a correlation between two of the three employee attitudes was calculated. 
Namely, this part of the analysis aimed to assess what are the consequences of the 
increased level of stress on someone’s engagement and turnover intentions. For both 
sector employees, increased stress leads to a decrease in the level of job engagement 
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and an increase in intentions to leave the organization. Relative change in the level of 
stress leads to a more visible reduction in the level of job engagement in the private sector 
than in the public one. On the other hand, almost the same value of increase of turnover 
intentions are shown with the increase of work-related stress for both sector employees. 
The obtained values are shown in Table 5.

 TABLE 5. CORRELATION WITH STRESS VALUES

CORRELATION WITH STRESS  JOB ENGAGEMENT TURNOVER INTENTIONS

Private -0.3386 0.529779

Public -0.27943 0.53411

Figure 4 below shows a graphical correlation between job engagement and the level of 
stress, based on previously described results for both sectors. 

 FIGURE 4. CORRELATION STRESS-ENGAGEMENT
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Relative increase in turnover intentions based on job stress growth was displayed below 
in Figure 5. 
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 FIGURE 5. CORRELATION JOB STRESS-TURNOVER INTENTIONS
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CONCLUSION
Results of this research are showing there is a statistically significant difference for all 
three attitudes of employees towards work for workers in the private and public sectors. 
Therefore, the first established hypothesis is accepted stating the fact that working in the 
private or public sector has a statistically confirmed effect on the level of job engagement, 
job stress, and turnover intentions. The level of job engagement is higher among em-
ployees in the public sector, while employees in the private sector are showing a higher 
level of work-related stress and the intention to leave the organization. When the level 
of job stress increases, there is a decline in job engagement and an upsurge in turnover 
intention. Consequently, hypotheses 2 and 3 of this paper are accepted as well. 

This research has its managerial implication, referring to the need for a constant testing 
level of different employee attitudes towards work. Ever changing business landscape 
vastly affects the way of conducting work, as well as the way employees feel while wor-
king. Managers in both the private and public sectors have to properly understand the 
level of job stress since its increase has severe consequences on engagement at work and 
intention to leave the organization they are working in. 
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