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Companies all around Europe are experiencing an increase in the average age of their staff
who remain professionally active even after reaching the retirement age. As a result,
organizations are increasingly expected to support workers into their senior years. In turn, HR
specialists and managers ought to understand the motivations and needs of employees aged 50
and above, especially in terms of encouraging innovative attitudes and facilitating the sense of
well-being and satisfaction. This study aimed to determine whether organizational support in
the areas of employee development and innovation, as perceived by employees aged above
50, may have an impact upon their levels of work satisfaction and overall well-being. The
Partial Least Squares (PLS) approach was applied to reveal the relationships between two
specific facets of perceived organizational support, job satisfaction, and well-being. The
presented results herein are expected to contribute to HR managers’ improved understanding
of the value and importance of senior employees, and to encourage them to adopt more
effective HR measures and practices aimed at keeping such workers satisfied and healthy at
work, as well as rendering them more involved in their jobs and open to innovation'.
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1. INTRODUCTION

Given the current demographic situation, the fact that employees may be
required to postpone their retirement may be anticipated (Nushke, 2011;
Muller-Camen et al., 2011, Phillips and Sui, 2012). The search for young
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applicants will become considerably more difficult, while the management
of qualified and competent workforce will entail higher costs due to its
relative scarcity on the labour market. Although currently employers’ activity
with regard to identifying and implementing solutions to facilitate the pro-
fessional capacity of senior employees remains significantly low, organi-
zations will be increasingly dependent upon elderly staff (Van Dalen et al.,
2009). In this context, one has to consider the question of the actual impact
relevant HR practices have upon elderly workers’ well-being and satisfaction,
which ultimately conditions the ability to fully use their professional
potential.

Indeed, work-life balancing policies facilitate organizational attachment
by boosting organizational commitment and decreasing turnover intentions
(Grover and Crooker, 1995). Properly designed HR practices, more adaptive
job content and development of opportunities for older workers can engage
them in job crafting and learning (Knies et al., 2015). In addition, job
satisfaction may influence the decision regarding organizational withdrawal
(Dickey et al., 2011; Kristensen and Westergaard-Nielsen, 2006). Moreover,
employees who are satisfied with their lives tend to exhibit a higher level of
job satisfaction and are less likely to leave the organization. This is of
particular importance in the case of mature employees (Cheng et al., 2016).
They frequently experience a stereotypical perception of their professional
activity, e.g. ageism (Palmore 1990; Levy and Banaji, 2002), resulting in
lower commitment levels and a greater desire for early retirement.

Consequently there is now considerable interest in HR practices which
take into account employees’ age as well as the opportunities and threats
associated therewith. However, relatively little is known about the
determinants of older employees’ job satisfaction and well-being, despite the
importance that these variables have for employees’ performance, and
subsequently on the organization’s success. As a consequence, it is logical
that organizations should recognize various opportunities to enhance older
employees’ satisfaction and well-being, because if the organization treats
employees well, they reciprocate by working hard to improve organizational
effectiveness (Brunetto et al., 2013). This phenomenon is best reflected by
the concept of perceived organizational support (POS).

The concept of POS can be defined as employees’ general belief in the extent
to which the organization appreciates their contribution and cares about their
well-being (Eisenberger et al., 1986; Blackmore and Kuntz, 2011). Having
evidence of the POS role regarding employee organizational behaviour and
effective performance (Rhoades and Eisenberger, 2002), and considering that it
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promotes job satisfaction and employee engagement (Eisenberger et al., 1990;
Rhoades, and Eisenberger, 2002; Malhan, 2006; Juchnowicz, 2014, Kurtessis
et al., 2017), it would be interesting to break the POS down into its various
aspects. Moreover, one ought to analyse how more specific types of organi-
sational support, e.g. encouraging personal development and promoting
innovative behaviour, affect an employee, especially a senior one.

The matter is even more relevant in the Polish context which is quite
unique within the EU. Even though the Polish population is relatively young,
population ageing also constitutes a viable problem (CSOP, 2014). In addition,
Poland is among the European countries with the lowest employment ratio for
the 55-64 age group. The employment rate is half of that reported in Iceland
and merely 60% for the entire Scandinavian Peninsula (Eurostat, 2016). In
order to mitigate the negative impact of demographic changes and improve the
employability of older workers, there is a need to conduct research aimed at
determining the best methods of encouraging senior employees who possess
valuable competences to remain in the organization.

The aim of the study was to examine whether the perceived support from the
organization has an influence upon the work satisfaction and well-being of
employees aged 50 and above. The study was conducted between 2015 and
2016 among 40 large and medium Polish innovative companies. The
significance of this study lies in the fact that it answers the need for a more in-
depth research into factors which may affect the satisfaction and motivation of
the growing body of senior employees in organizations. Following a literature
review aimed at developing the research hypotheses, a Partial Least Squares
model was applied to test for the existence of a relationship between both
dimensions of the perceived organizational support, job satisfaction and well-
being. The results may prove useful to academics as a valuable contribution to
the field, as well as to business managers in their efforts to ensure that their
senior workers are committed, productive and healthy.

2. LITERATURE REVIEW AND HYPOTHESES
2.1. Ageing, age and stereotypes

EU member states are currently struggling with escalating problems of
ageing which give rise to quantitative changes in individual age groups, posing
a constantly exacerbating challenge for societies. By 2060, people aged 65 and
above will constitute 28% of the population (European Commission, 2015). It
is estimated that senior employees’ (aged 55-64) quota in the total working
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age population (employees aged 20-64) will grow by approximately one-third,
i.e. from 15.4% in 2013 to 19.5%, by 2060. This influences the diminishing
pension benefits and encourages serious debate regarding the period of
professional activity being extended (CIPD, 2014). In addition, it may also
facilitate a change of attitude towards employees aged 50 and above (Altmann,
2015). However, changing these attitudes may not be sufficient, because many
personnel-related decisions in organizations regarding recruitment, training,
assessment and creating positions for the over-50s, are driven by stereotypical
perceptions (Avolio and Barrett, 1987; Karpinska et al., 2013; Hirschfeld and
Thomas, 2011; Perry et al., 1996). Senior employees, when compared with
their juniors, tend to be viewed as less productive, less motivated, unwilling to
participate in development processes and training, or prone to experience
problems with adapting to changes and new technologies (Ng and Feldman,
2013; Cuddy et al., 2005; Posthuma and Campion, 2009; Rabl, 2010; Maurer
et al., 2008). In many cases, those stereotypes are harmful. For example, 47%
of employed British respondents aged 50 and above expressed interest in
taking up training that would allow them to gain new skills (DWP,
2015),therefore training and opportunities for development may help senior
employees combat discrimination (Van Veldhoven and Dorenbosch, 2008).
However there are also positive stereotypes associated with this group of
employees, who frequently are perceived as more loyal, credible, committed,
focused upon their work, professional, tactful and empathic than their younger
colleagues (Taneva et al., 2014). Despite the above, negative stereotypes
prevail and the ageing deficiency model is deeply rooted (Duncan et al., 2000).
This may fuel the phenomenon of self-fulfilling prophecy when stereotypical
perception is detrimental to the commitment to pro-developmental activities
(Armstrong-Stassen and Templer, 2005). Employees exposed to negative
stereotyping express a greater desire to leave the organization or retire
(Gaillard and Desmette, 2010). According to Ng and Feldman (2010), most
seniors manifest a positive attitude towards work, are involved in the
organization and actively look for development opportunities. This means that
several of the stereotypes are harmful, not reflected in reality and worth
challenging (Wood et al., 2008).

2.2. HR practices and innovative behaviour

Nowadays, all organizations seeking to survive must, at least to some
extent, take innovativeness into consideration. Ostroff and Bowen (2016)
underline that there is a distinction between practices intended by organiza-
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tions and practices perceived by employees. HR practices signal employees
which responses and behaviour are expected, rewarded and valued in an
organization. Properly adapted HR practices may help in facilitating
employees’ innovative behaviour, which form the basis of innovative
processes in the organization (Donate et al., 2016; Jiang et al., 2012; Shipton
et al., 2006). The effectiveness of HR practices, also in the context of
innovative behaviour, among other factors, is additionally facilitated by
impersonal trust (Vanhala and Ritala, 2016, Lewicka and Krot, 2014).

Innovation-related behaviour occurs only in those organizations which
provide a context containing both enabling and motivating conditions for it
(Van de Ven Angle, 2000, p. 164). In light of the above, the perceived HR
practices and the reward system are crucial to “the extent that rewards and
evaluations are allocated on the basis of creativity and innovative results”
(Tesluk et al., 1997, p. 34). Moreover, practices aimed at development and
learning processes may facilitate organizational innovation (Heyrup, 2010;
Sung and Choi, 2014; Sheehan et al., 2014; Chen and Huang, 2009). In
general, investment in training and development offers several positive
outcomes, and affects performance (Sung and Choi, 2014), exerts a positive
impact upon employee commitment, promotes learning culture, and develops
social capital. All these are associated with innovation (Sheehan et al., 2014;
Chen and Huang, 2009). Organizations must support competence development
practices (e.g. job rotation programs, mentoring and training) not only to
improve the effectiveness of present employees but also to signal that decision-
makers are willing to invest in them beyond short-term returns (Paré and
Tremblay, 2007). This is especially important for senior employees.

2.3. Perceived organizational support, satisfaction and well-being

Bearing in mind the above-mentioned conclusions, it would be prudent to
discuss the role of the concept of perceived organizational support (POS,
Rhoades and Fisenberger, 2002). Eisenberger et al. (1990) found a positive
relationship between POS and employee diligence, commitment, and inno-
vation. In addition, Zumrah et al. (2012) identified a positive relation-ship
between perceived support in a work environment and beneficial knowledge
sharing and job satisfaction (Zumrah and Boyle, 2015; Tsai et al., 2015). For
years the literature has defined organizational support as a variable related to
numerous outcomes desirable for both employees (e.g. job satisfaction, positive
mood) and the organization (e.g. affective commitment, performance, and
decreased tendency for withdrawal) (Rhoades and Eisenberger, 2002).
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The relationships can be explained by a reference to two theories: the
social exchange theory (Blau, 1964) and the signalling theory (Casper and
Harris, 2008). Although in recent years the views on the social exchange
theory have changed, researchers are unanimous in the opinion that a series
of interactions generates obligations. Job satisfaction and organizational
commitment constitute outcomes of a social exchange because they bounce
the perception of the character of exchange between the employee and the
organization (Van Knippenberg and Sleebos, 2006). On the other hand, the
signalling theory is based upon the phenomena of interpersonal commu-
nication. The theory explains employee behaviour in the context of access to
information (Spence, 1973; Casper and Harris, 2008). For example, the HR
department can decide on how to communicate information to an employee,
whereas the employee has a choice regarding the response to the message.
The above is compatible with the aforementioned reflections of Ostroff and
Bowen (2016) referring to HR perception.

If the organization signals to employees that it cares about their
development, the employee interprets it that he/she is important to the
organization (Aguinis and Kraiger, 2009). There exist relationships between
the perceived support for competence development and job satisfaction
(Mikkelsen et al., 1999; Lee et al., 2003; Heilmann et al., 2015; Marescaux
et al., 2013) and relationships between the perceived support for skills
development and subjective health (Mikkelsen et al., 1999; Meyer and
Maltin, 2010). Such signals are particularly important for older employees
because these reinforce their sense of being a valuable resource for the
organization.

Similarly, if employees receive signals (on the basis of HR observed
practices) that certain actions, e.g. innovative behaviour, are supported by a
reward system, they are likely to make efforts to obtain such bonuses. After
fulfilling the task and gaining the reward, they may feel good and subjectively
satisfied. Scott and Bruce (1994) suggest that a climate which signals
employees that exhibiting innovative behaviour is welcome may offer many
gains. This refers to the “climate-for” innovation which promotes behaviour
related to the development of innovation (Sarros et al., 2008; Reichers and
Schneider, 1990). This climate positively correlates with employees’ job
satisfaction (Luki¢ et al., 2014; Sockel et al., 2004; Garcia-Budaes, 2015).

In light of the above, it can be ventured that senior employees’ perception
of how the organization supports them may affect their level of job sati-
sfaction and the sense of well-being. Therefore, the following hypotheses
were developed:
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e Hypothesisla. There is a statistically significant, positive impact of the
perception of organizational support for employee development on the
job satisfaction of employees aged 50+.

e Hypothesis 1b. There is a statistically significant, positive relationship
between the perception of organizational support for employee devel-
opment and the well-being of employees aged 50+.

e Hypothesis 2a. There is a statistically significant, positive relationship
between the perception of organizational support for innovation and the
job satisfaction of employees aged 50+.

e Hypothesis 2b. There is a statistically significant, positive relationship
between the perception of organizational support for innovation and the
well-being of employees aged 50+.

In addition, employees who believe they have their organization’s
support are more inclined to positively evaluate various aspects of their
employment (Blackmore and Kuntz, 2011) since they feel safer in the
knowledge that the organization values their welfare (Eisenberger et al.,
1986). Such an approach will undeniably foster satisfaction, which will lead
to a higher level of well-being (Judge and Kinger, 2007).

Empirical studies indicate that people experiencing well-being are more
willing to collaborate and engage in interactions with others (Lount, 2010;
De Neve et al., 2013). This is also known to contribute to longevity and
overall health (Diener and Chan, 2011). In turn, a higher level of commit-
ment will emerge from the application of pro-development practices and will
result from a desire to reciprocate by contributing to the organization.

Kooij et al. (2013) established that the impact of HR practices on employee
well-being and performance changes with age. They distinguished three
bundles of HR practices: development HR practices (e.g. training),
maintenance HR practices (help an employee to maintain their current
performance in face of new challenges, e.g. performance appraisal), and job-
enrichment HR practices which elicited a higher job performance among older
workers. They observed that the relationship between maintaining HR practices
and well-being, as well as between development HR practices and employee
performance, become stronger with age. It may be worthwhile to investigate
whether older employees are indeed more receptive to organizational efforts
aimed at supporting their personal development as far as their well-being is
considered. Given the above, the next hypothesis was developed:

o Hypothesis 3a. The perceived organizational support for employee devel-
opment has a stronger impact upon the well-being of employees aged 50+
than the perceived support of innovation.
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Among many variables which may exert an influence upon the positive
behaviour of employees, including the innovative approach to work, job
satisfaction occupies a central place. Locke (1976) describes job satisfaction
as a pleasant or positive emotional state resulting from the assessment of an
individual’s experience or from work. Several studies demonstrated a positive
relationship between the perceived competence development opportunities
(or POSD) and work-related attitudes, such as job satisfaction (Mikkelsen et
al., 1999; Hand and Bruvold, 2003). Other studies reported a relationship
between innovative culture (POSI) and job satisfaction (Ubius and Alas,
2013).

In particular, Drabea et al. (2015) analyzed the moderating role of age in
the relationship between situational job characteristics and job satisfaction.
They concluded that older employees’ job satisfaction is driven by different
factors than that of their younger counterparts. It was observed that junior
employees put more emphasis on good relationships with colleagues, while
advancement opportunities are less important. Likewise, there is evidence
that the perceived social support may help to alleviate the negative impact of
perceived age discrimination on job satisfaction (Macdonald and Levy,
2016). It would seem that employees aged over 50 are more receptive to
organizational efforts towards supporting their personal development as far
as the job satisfaction levels are concerned. Therefore, a further hypothesis
was proposed as follows:

o Hypothesis 3b. The perceived organizational support for employee de-
velopment has a stronger relationship with job satisfaction of employees
aged 50+ than the perceived support of innovation.

As mentioned previously, there exist numerous stereotypes concerning
organizational behaviour of workers aged 50 + which also apply to inno-
vation. Ng and Feldman, (2013) undertook a meta-analysis regarding age
and innovation. They established that innovative behaviour may increase
with age and tenure, and that this relationship is curvilinear. Bertschek and
Meyer (2010) suggest that older workers in general never harm firms’
innovation, as they lack the appropriate skills. Various factors influence the
innovative behaviour, however numerous studies showed that organizational
support may facilitate innovative behaviour (Bhatnagar, 2014; Janssen,
2005). Support for the development and training of competencies can be one
of the areas of employee support significant for older workers. Organi-
zational support for employee development signals that workers are valuable
to the organization, it also triggers positive, innovative behaviour. Based
upon studies in Poland, Lewicka (2015) suggests that HRM practices,
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including training and development can successfully influence innovation-

related behaviour. Similar conclusions emerge from a study by Sanders et al.

(2010). Bearing in mind the above-mentioned remarks, the next hypothesis

was proposed:

e Hypothesis 4. There is a statistically significant, positive relationship
between the perceived organizational support for employee development
and the perceived organizational support for the innovation development
of employees aged 50+.

Meyer and Maltin (2010) affirmed that both job satisfaction and
organizational commitment can be considered as important HRM-related
outcomes. They are expected to exert an influence upon employee-relevant
issues such as health and well-being. In addition, Faragher et al. (2005)
arrived at a similar conclusion and argued that job satisfaction is an
important factor for the health of workers. A meta-analysis undertaken by
Bowling et al. (2010) proved the existence of a significant relationship
between job satisfaction and subjective well-being. However, the strength of
the relationship varied considerably across studies. As a consequence, the
authors suggested that substantive moderators may influence it (Bowling et
al., 2010, p. 925). Therefore, the final hypothesis states the following:

e Hypothesis 5. There is a statistically significant, positive relationship
between the well-being and job satisfaction of employees aged 50+.

3. RESEARCH METHODOLOGY

3.1. Research design and premise

The present study was carried out as part of a project entitled Competence
potential of selected employee groups in terms of diversity management in
innovative enterprises, funded by the National Centre of Science under
project no. 2013/09/B/HS4/01307.

The target list of companies was an aggregated list, compiled on the basis
of several lists of innovative enterprises published in Poland, i.e. the annual
Polish Academy of Science ranking titled “500 most innovative companies
in Poland” (Raport, 2012), as well as rankings developed by Wprost
(Wprost, 2013), and Gazeta Prawna (Ranking 500, 2013).

In order to be included in the target list, companies had to meet two
criteria: 1) they introduced at least one innovation during the period 2012-
2015, and 2) were located in one of the four target Polish provinces situated
in South, South-East and Central Poland. Ultimately, 40 companies — 26 large
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and 14 medium-sized were selected. Of the total, 21 operated internationally
and 19 in the domestic market. Various industries and sectors were present
in the list: 42.5% were production companies, 15% offered high-tech
solutions, 12.5% financial services, 12.5% social services, and 17.5%
miscellaneous. Most of them introduced innovations on a domestic scale.
Innovations on a larger scale typically emerged in international corporations.
Companies refused to reveal information concerning financial data related to
innovations, e.g. investment in innovations, investment in R&D, or return on
such investments.

The study was carried out with the collaboration of the companies’ HR
departments. The study utilized paper questionnaires, which were delivered
by post (each in an envelope). Due to legal conditions concerning personal
data protection, it was not possible to obtain lists of employees and apply
random sampling. As a consequence, information concerning age, gender,
and position was collected on the basis of questionnaire metrics. The initial
group of respondents was composed of 1365 employees, of which only 242
were over 50 years old.

Based on the literature review, it can be argued that the terms “ag(e)ing”,
“older” and “mature” are used synonymously and interchangeably when
related to employees. However, the age threshold for older workers in
various studies may range from 40 (Buyens et al., 2009) to 50 (Armstrong-
Stassen and Templer, 2005; Armstrong-Stassen and Cattaneo, 2010), and
even 65 years of age (McCarthy et al., 2014). For the purpose of this study,
older workers were considered to be over 50, following the recommendation
of the OECD: ‘the age of 50 is not meant to be a watershed in and of itself in
terms of defining who is old and who is not, but it does correspond to the age
after which labour force participation rates begin to decline in many
countries’ (OECD, 2006, p. 16). In fact there is a considerable amount of
studies which examine the group of employees aged 50+ (Armstrong-
Stassen and Templer, 2005; Armstrong-Stassen and Cattaneo, 2010; Jenkins
and Jackson, 2014; Krezel, 2017; Loretto and White, 2006; Roper, 2016;
Shacklock et al., 2009). In addition, this age-span corresponds with the
acknowledged parameters of the Baby Boomer generation. Baby Boomers
differ from other generations in terms of their level of work engagement as
well as the relationship between work engagement and turnover intention
(Park and Gursoy, 2012). Furthermore, the surveyed age group is a
particularly high-risk group in terms of the contemporary economic and
social indicators in Poland (Wiktorowicz, 2013).
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3.2. Research model

The aim of the study was to assess if the two aspects of the perceived support
from organization, namely Perceived Organizational Development Support
(POSD) and Perceived Organizational Support for Innovation (POSI), are
correlated with senior employees’ work satisfaction and well-being. Therefore,
the intention was to identify more specific facets of the POSD (Eisenberger et
al., 1986). As a consequence, new measures were developed.

POSD demonstrates the perceptual information referring to the
supportiveness of organizational practices for personal development support.
The role of the support for competence development was discussed by
Kraimer et al. (2011), Mikkelsen et al. (1999), Lee et al. (2003), Heilmann et
al. (2015), and Marescausux et al. (2013) among others. Despite the fact that
researchers have discussed the importance of organizational support for
employee development, no single conceptualization of this construct
dominates the literature. Kraimer et al. (2011) proposed a scale for the
Organizational Support for Development, however it relates only to the
formal aspect of development, namely programs and training. They found a
positive relationship between Organizational Support for Development and
job performance, yet it was only valid when the perceived career opportunity
within the organization was high.

For the purpose of the study, employee development refers to a broader
range of activities than merely formal training and programs. Development may
take place in various situations, especially when the organization providesa
work environment supporting competence development. Apart from formal
training, this encompasses new professional experience gained in various forms
such as the on-the-job improvement, performing new tasks, participating in
projects, mentoring, coaching and other activities. The experience which enables
the use of one’s potential is a very significant form of development among
adults (Kolb, 2014). It may also be very valuable in the case of employees aged
50+ who have long tenure and are very experienced.

The second construct, i.e. the perception of organizational support for
innovation (POSI) was proposed on the basis of literature findings referring
to the role of climate in the context of innovative behaviour creation. In this
context, climate is defined as the shared perceptions of organizational
policies, practices, and procedures (Reichers and Schneider, 1990). A parti-
cular climate may signal employees that manifesting innovative behaviour is
welcome and may offer them additional gains (Scott and Bruce, 1994).The
final scale of the POSI was based on the research performed by Ekvall
(1996), Bartol and Srivastava (2002), and Wasko and Faraj (2005). Elements
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of the POSD and of the POSI are presented in Table 7. The respondents were
requested to define the extent to which they agree with the specific
statements (1=strongly disagree to 5=strongly agree).

Job satisfaction (JS) was assessed as a single construct on a 4-item scale
(Saks, 2006). The respondents were requested to state the extent to which they
were satisfied with the specific aspects of their work on a scale from 1 to 5,
following the works of Bakotic and Babic (2013), Tan and Waheed (2011),
Sousa-Poza and Sousa-Poza (2000), Drabea et al. (2015) and Truxillo (2012).

The final dimension, employees’ well-being (WB), was evaluated with
part of the Warwick—Edinburgh Mental Well-Being Scale (WEMWBS;
Warwick Medical School, 2006). The scale was applied by other authors for
assessing employee well-being in the context of older employees’
satisfaction (D’Angelo et al., 2016; Agarwal et al., 2011) and engagement
(Malinowski et al., 2015). The respondents defined their subjective well-
being in the previous two months by means of one of the five statements
(1=never; 2=rarely; 3=sometimes; 4=often; 5=very often).

The final model and the hypothesis are presented in Figure 1.

) . Hla (+) H3a (>)
Perceived Organizational Job satisfaction
Support for Development (s)
(POSD)
H1b (+)
H4 (+) H5 (+)
H2a (4
Perceived Organizational
) H3b (>
Support for Innovation Well-Being (WB)
(POSI) H2b (+)

Fig. 1. Research model and hypotheses

Source: authors' own.

4. RESULTS AND DISCUSSION

This paper analyses data collected in the group of employees aged 50+.
The sample consisted of 242 employees. Ultimately, 10 answers were
discarded from the final dataset because they were blank. The remaining few
missing values were substituted by the mean values for the indicator because
they were MCAR (missing completely at random). The G*power software
(Faul et al., 2009) for a one-tail test for linear multiple regressions and two



WELL-BEING AND JOB SATISFACTION OF EMPLOYEES AGED 50+ [...] 155

predictors (power=0.95; a=0.05; effect size f* = 0.15) suggests that the
minimum sample ought to number at least 74 respondents. This is relatively
fewer than the 242 cases analysed in the present study. This discrepancy
yields a power of 99.99% considering that the most complex regression of
the model has only two antecedent constructs connected to an endogenous
construct (Green, 1991).

Following Tehseen et al. (2017), there exist different methods to control
or analyze the impact of a possible common-method variance CMV. The
first type of these methods deals with procedure remedies, or ex-ante
measures which will help separating the independent and dependent
variables if data from different subjectsare impossible to obtain, which
occurred in the present study. An attempt was made to establish a
psychological separation between measuring Job Satisfaction and the
remaining constructs by means of physically separating them in an extensive
study (260 questions for different project aims). As a consequence, by the
time the respondent reached the assessment of the dependent variables they
have forgotten the answers to the items concerning the independent
construct. In addition, in order to minimize apprehension and social
desirability constituting two of the main sources of the CMV, the data
collected and processed in the study was to be anonymous. Regarding the
statistical methodologies, Hartman’s test showed that there was more than
one factor, and that the first factor only accounted for 30.553% of the total
variance, thus negating the presence of the CMV.

The description of the sample can be found in Table 1. Female and male
respondents were represented almost equally, and the majority of them had
higher education degrees (master or bachelor). As for the hierarchical
distribution, nearly half of the respondents held specialist positions, 28%
were managers, while 22% held lower grade jobs. The mean age was 56, and
the distribution conforms with normality according to the Kolmogorov-
Smirnov test (0.095, p-value: 0.000).

Table 1

Sample demographics

Gender | Male 126 (52.1%) |Female 116 (47.9%)

Position | Manager 68 (28.1%) |Specialist 114 (47.1%) | Operational Work 53 (21.9%)

Schooling | Higher Ed 146 (60.3%) | Secondary 66 (27.3%) | Other/Not specified 18 (11.6%)

Source: authors' own.
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When considering partial correlations between the individual items (see
Table 2), it can be observed that the satisfaction with opportunities for
competence development in organizations is positively correlated with the
satisfaction regarding economic aspects and satisfaction with interpersonal
relations. The perception of the organization’s atmosphere as facilitating the
development of innovative ideas influences the satisfaction with inter-
personal relations and satisfaction with duties and responsibilities. Incentives
to submit innovative ideas result in the satisfaction with interpersonal
relations and satisfaction with economic aspects.

SmartPLS 3.0 (Ringle et al., 2015) was used to compute the model
illustrated in Figure 1 (300 iterations, bootstrapping with 7000 iterations).
A composite-based method based on reflective items (Diamantopoulos et al.,
2008) was preferred to a factor-based method for the sake of robustness
(Rigdon, 2012). The PLS approach was recognized as useful and convenient
when dealing with management research (Hair et al., 2012, 2013). The
proposed model displays four constructs: job satisfaction (JS), perception of
well-being (WB), perceived organisational support for personal development
(POSD) and perceived organisational support for innovative behaviour
(POSI). All the constructs are measured in this study as multi-item
constructs considered as one whole concept or as a global approach, as
opposed to focusing upon specific areas or facet approach (Coomber and
Barribal, 2007). As a consequence, they are analysed as composites (reflective
items).

Table 3

Model fit criteria (bootstrapping: 7000 iterations, 1 tail)

SRMR Original Sample (O) | Sample Mean (M) | 95% | 99%
Saturated Model 0.073 0.081 0.128 | 0.137
Estimated Model 0.073 0.080 0.128 | 0.136
dULS Original Sample (O) | Sample Mean (M) | 95% | 99%
Saturated Model 0.647 0.887 1.970 | 2.237
Estimated Model 0.646 0.873 1.977 | 2.213
dG Original Sample (O) | Sample Mean (M) | 95% | 99%
Saturated Model 0.272 8.827 18.379 | 22.191
Estimated Model 0.271 8.718 18.476 | 22.716

Source: authors' own.
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The goodness-of-fit indicators of the structural model are shown in Table 3.
According to Henseler et al. (2014), the approximate or estimated model is
considered valid if the SRMR is under 0.08. In this study, the index is 0.074.
In addition, in order to measure the goodness-of-fit of the confirmatory
composite saturated model, Henseler et al. (2016) propose to assess if the
SRMR, dULS and dG indicators are lower than the 95% bootstrap quantile of
the same (HI95 of SRMR, HI950f dULS and HI95 of dG), which they are.

The path coefficients and their significance, shown in Table 4, were
analysed using one-tail tests, since all the relationships tested as positive.
The f° indicator included in the table determines the influence of the
introduction of a latent variable upon a dependent construct, altering its R>
(Hair et al., 2017).

Table 4

Significance analysis of structural model (PLS: 300 iterations; bootstrapping:
7000 iterations; 1 tail)

Hypothesis

Hypothesis B | t-value | p-value 95% CI {2 (influence) supported?

Hla: POSD 2 JS 0.154 | 1.746 | 0.040** | [0.008; 0,298] 0.020 (weak) Yes
Hlb: POSD = WB [ 0.269 | 3.333 | 0.000*** | [0.139; 0,406] | 0.042 (moderate) Yes
H2a: POSI 2 JS 0.426 | 5.241 | 0.000%** | [0.293; 0.560] | 0.158 (substantial) Yes

[

[

[

H2b: POSI & WB 0219 | 2.640 | 0.004** | [0.079;0.352] | 0.028 (moderate) Yes
H4: POSD = POSI | 0.738 | 22.569 | 0.000*** | [0.682;0.790] | 1.195(substantial) Yes
H5: WB 2 JS 0.256 | 4.928 | 0.000*** | [0.174; 0.343] | 0.101 (moderate) Yes

*0.01< p-value < 0.1; **0.001< p-value < 0.01; ***p-value < 0.001

Source: authors' own.

In addition, Table 5 shows the data under hypotheses 4a and 4b.

Table 5

Hypotheses not pertaining to the significance analysis of structural model

Hypothesis Path comparison Hypothesis supported?
H3a: p(H1a)> p(H2a) 0.154<0.426 No
H3b: B(H1b)> B(H2b) 0.269>0.219 Yes

Source: authors' own.

Table 6 outlines the indicators for validity and reliability of the model
and the constructs. Almost all of the constructs comply with the indicator
reliability (outer loadings >0.7), except for two items in job satisfaction
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which come close to being compliant. The indicators for internal consistency
reliability (Cronbach’s alpha >0.7; composite reliability > 0.8) and convergent
validity (AVE>0.5) demonstrate that the constructs are strong. Content validity
is provided by the literature from where the items were extracted.

Table 6
Discriminant validity. Fornell-Lacker criterion / HTMT criterion (shaded)
JS POSE POSI WB
JS 0.707 0.763 0.809 0.649
POSE 0.579 0.820 0.846 0.521
POSI 0.646 0.738 0.925 0.484
‘WB 0.500 0.432 0.419 0.794

Source: authors' own.

The scales’ discriminant validity was successfully tested using the Fornell-
Larcker (1981) criterion and the HTMT criterion, as shown in Table 7. In
addition, the analysis of cross loadings between items reinforced the strength
of the constructs. This was a feature of interest considering the theoretical
likeness between the POSD and POSI, both being part of the same concept
(POS), as was expressed in the literature review.

The results show that six out of all seven hypotheses were supported (all
except H3a, see Tables 4 and 5). The POSD proved to exert an impact upon
both job satisfaction and well-being. These results were hardly surprising
since access to training and opportunities for professional development is
commonly recognized as a source of professional satisfaction (Burke et al.,
2012; Hao et al., 2007). However, the high path coefficients between the
POSI and job satisfaction and well-being are considerably more interesting.
Such high values may be indicative of the significance of pro-development
activities for mature employees, as well as the importance of incentives
when undertaking pro-innovation activities aimed at this age group.

Hypothesis 3a cannot be fully supported on the basis of the present study
since it was expected that the POSD would exert a greater impact upon job
satisfaction of employees aged 50+ than the POSI. It can be noted that these
results are consistent with those reported by Kooij et al. (2011) who
indicated that the need for development decreases with the increasing age
of employees and is replaced by the growing need for security. According to
Baltes et al. (1999), an insufficient level of skills in older employees leads
to a greater interest in finding means to compensate/maintain the skills at
a particular level, rather than seeking new development opportunities. This



S. de JUANA-ESPINOSA, I. MENDRYK

A. RAKOWSKA,

160

‘UMO Sloyne :22nog

x40 18°0 | LEBO | €09°€ 4224 BUl[23) U23q 24|

(SHMINEAM) #x4008°0 | €80 | #0S'€ “(3) ABI0UD YOE] | JEU1 TUI2) UG A,

2[BdS BUIAE-[[AA #xx9€L°0 | 6880 | T98'C () e2[q se 31Ny 31) UGS U3dG A, T

[BIUSJA YBINQUIPT-YAIMIEA [ 1€9°0 TL80 908°0 (gA) SuRg-P A

*SEApI M2l JILqns 0}

x£76°0 | 9201 | 9607 | paSeanooud axe am pue sanunyoddo yum aw sapiaoid uoneziuesio A

‘saakoldwa Aq seapl aAneAOUUT

wex 7670 | L66°0 | T66'T 10] 2dB3S AU 0] JAINPUOD Ik UolEeZIueSIo ay) ul sadnaeld [eusio ]

"seapl

wxx606°0 | 6670 781°¢ | 2aneaouul jo juawdopaap ai sajowoad uoneziuesio Auw jo ajewi| usﬂﬂ
"¢00T ‘Tese.] pue oysep
*Z00T “BARISEALIS PUE [OLIEE
9661 TeAYT

0661 “12PI2UYIS PUB ALY | CCR') 9t6°0 C16°0 (1SOd) voneaouut 10y poddns [eUOEZIUESI0 PIAIIIIY

#xx05L°0 | 90°1 LOT'E *sdauajaduios L jo juatasoidun oy spoddns Josiatadns ajerpatunin Ay

495070 | $98°0 | pere ‘renuajod Aw Jo aSejueApe [[nj saye) uoneziuesio Ay

‘uoneziuedio Aw £q papraoad

«23706°0 | €860 L€ sdoudadwos Aw dojaaap 01 santunoddo ay) (i pasedfd we |

saduajadwod Aw jo yuatdojarap

#xx068°0 | LII'] | L66'T ay) woddns yuatiedap 921n0say UBLINE] YY) pue UONEZIUESIO K]
“F10T “qIoN

10T ‘[e 19 12wy | 7L9°0 168°0 SER0 (ASOd) wamdoaap a0y pioddns [eUONBZIUESIO PIATIIIIG

“(20uapu0-J1as “Aiqisuodsal

wxx10L°0 | €€L70 | svL€ ‘uoniadar pue Auojouour) sysel pue saiIAde qol Awr ayIf |

(s10119dns wouy yoeqpaz) ‘uoneradood

‘uonnedwos jo araydsoune ay ‘saafodwa Jayjo s pue siotadns

110 “ofIxna ], #xxP6L°0 | $98°0 | 6S9°€ ibw suone[al jo Aijenb) y1om 18 sdiysuorejar jeuosiadiaiut ay) Y |

‘1102 ._uum:.__wa pue ue] .Auu:mhﬁm:m rm—u.u.mgm.“_

0002 440690 | 65670 | 185°¢ [eroueury ‘Kiefes) qol Kuwl jo s19adsk 21UoU03a ) Yiim patjsnes wi, |

‘BZOJ-BSNOS PUE BZOJ-ESNOS “(uawdinba “anjeraduw)

"900T “syeS +££5€9°0 | TSL'O | 950°F “as1ou 31| ‘A1ajes) JUSWUOIAUD Y10 AW YIIM PaysIes ul, |

"S10T "B 12 BaQRIC] | 00570 66L°0 L9°0 (Sr) uonawysyes qop

(paydepe) saoudiapy AAV uﬂw_ﬂﬂ__ﬂ_ﬂm—v m,__w_“_n“_._.w..u sguipreor] as UBIA|

S101BDIpUI / SJONNSUO)) */ AqR],



WELL-BEING AND JOB SATISFACTION OF EMPLOYEES AGED 50+ [...] 161

seems to be corroborated in studies by Ebner et al. (2006) who indicate that
as people get older, a shift of interest occurs from the youthful desire for
development towards prevention and compensation at an older age.
Therefore, the strong impact of the POSI on JS in senior employees requires
more insight. This seems to further support the idea that such employees
strive to demonstrate their “utility” to the organization since positive
outcomes of innovative activities are usually publicly disseminated, and may
be beneficial to their image and prevent their self-assessment from being
affected by meta-stereotypes.

In addition, H4 being supported may translate into improved job designs
for mature employees. The POSD may stem from having a job with high
autonomy, freedom, responsibility, and/or opportunities to use employees’
knowledge and skills, which in turn gives them a sense of meaning and leads
to the perception of innovative support.

Finally, the positive relationship between well-being and the satisfaction
of employees aged 50+ (H5) may facilitate the development of age-inclusive
HR strategies helping older workers maintain or improve their health and
well-being so that they feel more satisfied at work, thus striving for a better
performance.

5. CONCLUSIONS, IMPLICATIONS, LIMITATIONS
AND DIRECTION FOR FUTURE RESEARCH

On the one hand, the study’s findings broaden the still fragmentary
knowledge of the conditions under which ageing is likely to have a more or
less positive impact upon innovative behaviour, and on the other hand, they
provide an insight into the way organizations may adjust their HR practices
to satisfy mature workers and extend their job satisfaction.

The current situation with regard to the ageing working population
demands that employers become prepared for imminent quantitative and
qualitative changes in their HR plans. The fact that employees must remain
professionally active for a longer period of time is reflected in legislative
changes postponing retirement across many EU member states. The search
for solutions enabling senior workers to be professionally active as long as
possible has become a necessity. Therefore, organizational efforts aimed at
providing employees with working conditions on a par with their actual
needs and ensuring that employers receive the expected benefits, are
currently in high demand.
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When searching for effective means of utilizing senior employees’
competences and improving their work efficiency, adequate HRM practices
are worth looking into (Albrecht et al., 2015; Alfes et al., 2013).
Understanding the antecedents of job satisfaction and well-being for older
employees would be useful for organizations striving to foster policies which
focus upon preventing age discrimination and reducing the anxiety of ageing
(Macdonald and Levy, 2016). Therefore, academics ought to focus upon the
identification of practices which would improve senior employees’ job
satisfaction and well-being, thus contributing to the extended span of their
professional activity.

The results presented here show that employees aged 50+ require
organizational support in maintaining their job satisfaction and the sense of
well-being, both in terms of development and innovative actions. In
particular, the POSI is a stronger predictor of job satisfaction than the POSD,
while the opposite can be observed for well-being. This implies that the
development HR policies such as training, career development, and team-
working are particularly beneficial to the well-being of older employees,
while other innovation-related practices such as inclusion in innovative
activities or fostering an innovative climate, may enhance their job
satisfaction. These policies should provide employees with appropriate job
attitudes which would persuade them to remain professionally active, as
suggested by Kalokerinos et al. (2015). It was also revealed that there exists
an influence on job satisfaction which stems from the well-being of these
older employees.

A number of limitations were detected during this study. First, given that
the nature of the study did not allow for random sampling, the results cannot
be generalized to describe all employees in innovative organizations.
However, they may provide HR managers with the tools for keeping their
older employees healthy and satisfied in today’s turbulent environment
which requires companies to be innovative if they want to survive. In the
same line of thought, obtaining data from diverse sources, for example from
managers and younger colleagues about how they perceive the POSD and
POSI may reinforce the tested model.

Secondly, Baby Boomers in Poland have a different background and
situation than their foreign counterparts. For this reason, the results are
mostly nation-dependent, which underlines the importance of conducting a
cross-cultural or cross-national ageing research (Rakowska, Valdes-Conca,
de Juana-Espinosa, 2015). The replication of this research in other age
groups could also help to establish how to ensure the enhanced professional
satisfaction and efficiency of workers belonging to different generations.
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Finally, the mediating or moderating impact of other factors such as
gender, income, job security or subjective age were not considered in the
model. Future research could help to overcome this limitation. Moreover,
because mature employees may not be able to perform certain jobs
physically, specific job profiles ought to be considered as variables.

In conclusion, it is important to understand factors which constitute an
organizational culture in order to adjust strategies and practices addressing
mature workers in order for them to be effective. It is also necessary to
respect the fact that not everyone wants to work for so long, however
promoting the greater participation of mature people in professional life is
essential not only for the survival of organizations in need of competent
workers, but also in the context of social and societal needs.

REFERENCES

Agarwal, M., Sharma, A., Effects of hospital workplace factors on the psychological well-
being and job satisfaction of health care employees, “Journal of Health Management”,
13(4), pp. 439-461, 2011.

Aguinis, H., Kraiger, K., Benefits of training and development for individuals and teams,
organizations, and society, “Annual Review of Psychology”, 60, pp. 451-474, 2009.

Albrecht, S. A., Bakker, A., Gruman, J., Macey, W., Saks, A., Employee engagement, human
resource management practices and competitive advantage, “Journal of Organizational
Effectiveness: People and Performance”, 2(1), pp. 7-35, 2015.

Alfes, K., Shantz, A. D., Truss, C., Soane, E., The link between perceived human resource
management practices, engagement and employee behaviour: a moderated mediation
model, ”The International Journal of Human Resource Management”, 24(2), pp. 330-351,
2013.

Altmann, R., 4 new vision for older workers: retain, retrain, recruit. Department for Work
and Pensions.  https://www.gov.uk/government/publications/a-new-vision-for-older-
workers-retain-retrain-recruit, 2015.

Armstrong-Stassen, M., Cattaneo, J., The effect of downsizing on organizational practices
targeting older workers, ”Journal of Management Development”, 29(4), pp. 344-363,
2010.

Armstrong-Stassen, M., Templer, A., Adapting training for older employees: The Canadian
response to an aging workforce, “Journal of Management Development”, 24(1), pp. 57-67,
2005.

Avolio, B. J., Barrett, G. V., Effects of age stereotyping in a simulated interview, “Psychology
and Aging”, 2(1), pp. 56-63, 1987.

Bakotic, D., Babic, T., Relationship between working conditions and job satisfaction: The

case of Croatian shipbuilding company, “International Journal of Business and Social
Science”, 4(2), pp. 206-213, 2013.


https://www.gov.uk/government/publications/a-new-vision-for-older-workers-retain-retrain-recruit
https://www.gov.uk/government/publications/a-new-vision-for-older-workers-retain-retrain-recruit
http://www.emeraldinsight.com/action/doSearch?ContribStored=Armstrong-Stassen%2C+M
http://www.emeraldinsight.com/action/doSearch?ContribStored=Cattaneo%2C+J

164 A. RAKOWSKA, S. de JUANA-ESPINOSA, I. MENDRYK

Baltes, P. B., Staudinger, U. M., Lindenberger, U., Lifespan psychology: theory and appli-
cation to intellectual functioning, “Annual Review of Psychology”, 50, pp. 471-507,
1999.

Bartol, K. M., Srivastava, A., Encouraging knowledge sharing: The role of organizational
reward systems. “Journal of Leadership & Organizational Studies”, 9(1), pp. 64-76. 2002.

Bertschek, 1., Meyer J., IT is never too late for changes? Analysing the relationship between
process innovation, IT and older workers, Leibniz Centre for European Economic
Research. https://www.econstor.eu/bitstream/10419/40156/1/635309459.pdf, 2010.

Bhatnagar, J., Mediator analysis in the management of innovation in Indian knowledge
workers. the role of perceived supervisor support, psychological contract, reward and
recognition and turnover intention, “The International Journal of Human Resource
Management”, 25(10), pp. 1395-1416, 2014.

Blackmore, C., Kuntz, J., Antecedents of job insecurity in restructuring organisations: An
empirical investigation.” New Zealand Journal of Psychology”, 40(3), pp. 7-18, 2011.

Blau, P. M.. Exchange and power in social life, Wiley, New York 1964.

Bowling, N. A., Eschleman, K. J., Wang, Q., A meta-analytic examination of the relationship
between job satisfaction and subjective well-being, “Journal of Occupational and
Organizational Psychology”, 83, pp. 915-934, 2010.

Brunetto, Y., Xerri, M., Shriberg, A., Farr-Wharton, R., Shacklock, K., Newman, S., Dienger,
J., The impact of workplace relationships on engagement, well-being, commitment and
turnover for nurses in Australia and the USA, “Journal of Advanced Nursing”, 69(12),
pp. 2786-2799, 2013.

Burke, R. J., Koyuncu, M., Wolpin, J., Work experiences, satisfactions and psychological
well-being among women managers and professionals in Turkey. “Europe’s Journal of
Psychology”, 8(1), pp. 95-111, 2012.

Buyens, D., Van Dijk, H., Dewilde, T., De Vos, A., The aging workforce: perceptions of
career ending, “Journal of Managerial Psychology”, 24(2), pp. 201-217, 2009.

Casper, W. J., Harris, C. M., Work-life benefits and organizational attachment: Self-interest
utility and signaling theory models, “Journal of Vocational Behavior”, 72(1), pp. 95-109,
2008.

Central Statistical Office of Poland. Population projection 2014-2050. http://stat.gov.pl/
obszary-tematyczne/ludnosc/prognoza-ludnosci/prognoza-ludnosci-na-lata-2014-2050-
opracowana-2014-r-,1,5.html, 2014.

Chen, C. J., Huang, J. W., Strategic human resource practices and innovation performance —
the mediating role of knowledge management capacity, “Journal of Business Research”,
62(1), pp. 104-114, 2009.

Cheng, A., Lu, Ch., Gursoy, D., Impact of Job Burnout on Satisfaction and Turnover
Intention. Do Generational Differences Matter? “Journal of Hospitality and Tourism
Research”, 40(2), pp. 108-115, 2016.

CIPD Managing an age-diverse workforce employer and employee views, Survey report.
https://www.cipd.co.uk/binaries/managing-an-age-diverse-workforce 2014.PDF, 2014.

Coomber, B., Barriball, K., Impact of job satisfaction components on intent to leave and

turnover for hospital-based nurses: A review of the research literature, “International
Journal of Nursing Studies”, 44, pp. 297-314, 2007.


https://www.econstor.eu/bitstream/10419/40156/1/635309459.pdf
https://www.cipd.co.uk/binaries/managing-an-age-diverse-workforce_2014.PDF

WELL-BEING AND JOB SATISFACTION OF EMPLOYEES AGED 50+ [...] 165

CSOP, Central Statistical Office of Poland. http://stat.gov.pl/en/, 2014.

Cuddy, A. J. C., Norton, M. 1., Fiske, S. T., This Old Stereotype: The Pervasiveness and
Persistence of the Elderly Stereotype, “Journal of Social Issues”, 61, pp. 283-302, 2005.

D’Angelo, S., Coggon, D., Harris, E. C.; Linaker, C., Sayer, A. A., Gale, C. R., Palmer, K. T.,
Job dissatisfaction and the older worker: baseline findings from the Health and
Employment After Fifty study, “Occupational and Environmental Medicine”, 73(8),
pp. 512-519, 2016.

De Neve, J. E., Diener, E.,Tay, L., Xuereb, C., The Objective Benefits of Subjective Well-
Being, CEP Discussion Paper No 1236. http://cep.Ise.ac.uk/pubs/download/dp1236.pdf,
2013.

Diamantopoulos A., Riefler P., Roth K., Advancing formative measurement models, “Journal
of Business Research”, 61, pp. 1203-1218, 2008.

Dickey, H., Watson, V., Zangelidis, A., Job Satisfaction and Quit Intentions of Offshore
Workers in the UK North Sea Oil and Gas Industry,” Scottish Journal of Political
Economy”, 58(5), pp. 607-633, 2011.

Diener, E., Chan, M. Y., Happy People Live Longer: Subjective Well-Being Contributes to
Health and Longevity, “Applied Psychology: Health and Well-Being”, 3(1), pp. 1-43,
2011.

Donate, M. J., Peifia, 1., Sanchez de Pablo, J. D., HRM practices for human and social capital
development: effects on innovation capabilities, “The International Journal of Human
Resource Management”, 27(9), pp. 928-953, 2016.

Drabea, D., Hauffb, S., Richter, F. N., Job satisfaction in aging workforces: an analysis of the
USA, Japan and Germany, “The International Journal of Human Resource Management”,
26(6), pp. 783-805, 2015.

Duncan, C., White, P., Loretto, W., Ageism and Employment: Controversies, Ambiguities and
Younger People’s Perceptions, “Ageing and Society”, 20, pp. 279-302, 2000.

DWPS. Attitudes of the over 50s to Fuller Working Lives, Research Report no. 15.
https://www.gov.uk/government/uploads/system/uploads/attachment data/file/394642/atti
tudes-over-50s-fuller-working-lives.pdf, 2015.

Ebner, N. C., Freund, A. M., Baltes, P. B., Developmental changes in personal goal
orientation from young to late adulthood: From striving for gains to maintenance and
prevention of losses, “Psychology and Aging”, 21(4), pp. 664-678, 2006.

Eisenberger, R., Fasolo, P., Davis-LaMastro, V., Perceived organizational support and employee
diligence, commitment, and innovation, “Journal of Applied Psychology”, 75(1), p. 51,
1990.

Eisenberger, R., Huntington, R., Hutchison, S., Sowa, D., Perceived organizational support.
“Journal of Applied Psychology”, 71, pp. 500-507, 1986.

Ekvall, G., Organizational Climate for Creativity and Innovation, ” European Journal of
Work and Organizational Psychology”, 5(1), pp. 105-123, 1996.

European Commission, The 2015 Ageing Report. European Economy, 3. http://ec.europa.eu/
economy_finance/publications/european_economy/2015/pdf/ee3_en.pdf, 2015.

Eurostat. http://ec.europa.eu/eurostat/statistics-explained/index.php/Employment_statistics/pl,
2016.


http://stat.gov.pl/en/
http://cep.lse.ac.uk/pubs/download/dp1236.pdf
https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/394642/attitudes-over-50s-fuller-working-lives.pdf
https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/394642/attitudes-over-50s-fuller-working-lives.pdf
http://ec.europa.eu/eurostat/statistics-explained/index.php/Employment_statistics/pl

166 A. RAKOWSKA, S. de JUANA-ESPINOSA, I. MENDRYK

Faul, F., Erdfelder, E., Buchner, A., Lang, A.-G., Statistical power analyses using G*Power
3.1: Tests for correlation and regression analyses. “Behavior Research Methods”, 41,
pp. 1149-1160, 2009.

Fornell, C., Larcker, D. F. Evaluating structural equation models with unobservable variables
and measurement error,” Journal of Marketing Research”, 18(1), pp. 39-50, 1981.

Gaillard, M., Desmette, D., (In)validating Stereotypes About Older Workers Influences Their
Intentions to Retire Early and to Learn and Develop, “Basic and Applied Social
Psychology”, 32(1), pp. 86-98, 2010.

Garcia-Buades, M .E., Ramis-Palmer, C., Manassero-Mas, M. A. Climate for innovation,
performance, and job satisfaction of local police in Spain, “Policing: An International
Journal”, 38(4), pp. 722-737, 2015.

Green, S. B., How many subjects does it take to do a regression analysis, "Multivariate Behavioral
Research”, 26, pp. 499-510, 1991.

Grover, S., Crooker, K., Who appreciates family-responsive human resource policies: the
impact of family-friendly policies on the organizational attachment of parents and non-
parents, “Personnel Psychology”, 48(2), pp. 271-288, 1995.

Hair, Jr. J. F., Hult, G. T. M., Ringle, C., Sarstedt, M., A4 primer on partial least squares
structural equation modeling (PLS-SEM). 2nd edition. Sage Publications, 2017.

Hair, J. F., Ringle, C. M., Sarstedt, M., Partial least squares structural equation modeling:
rigorous applications, better results and higher acceptance, “Long Range Planning”, (46)
1/2, pp. 1-12,2013.

Hair, J .F., Sarstedt, M., Pieper, T. M., Ringle, C. M., The use of partial least squares
structural equation modeling in strategic management research: A review of past
practices and recommendations for future applications, “Long Range Planning”, (45) 5/6,
pp. 320-340, 2012.

Hand, L. Ch, Bruvold, N. T., Creating value for employees: investment in employee de-
velopment, “International Journal of Human Resource Management”, 14(6), pp. 981-1000,
2003.

Hao, L. X., Chen, Ch., Hongdi, J. C., The influence of organizational career management on
occupational promise and job satisfaction: Vocational delay of gratification as
a mediator, “Acta Psychologica Sinica”, 39(4), pp. 715-722, 2007.

Heilmann, P., Vanhala, M., Salminen, H., The impact of competence-development
opportunities on organizational commitment and the mediating role of job satisfaction.
http://www.elmmagazine.eu/articles, 2015.

Henseler, J., Hubona, G., Ray, P. A., Using PLS path modeling in new technology research:
updated guidelines, “Industrial Management & Data Systems”, 116 (1), pp. 2-20, 2016.
Hirschfeld, R. R., Thomas, C. H., Age- and gender-based role incongruence. Implications for
knowledge mastery and observed leadership potential among personnel in a leadership

development program, “Personnel Psychology”, 64(3), pp. 661-692, 2011.

Hayrup, S., Employee-driven innovation and workplace learning: basic concepts, approaches

and themes. Conference Paper. https://www.researchgate.net/publication/236874960


http://www.elmmagazine.eu/articles
https://www.researchgate.net/publication/236874960

WELL-BEING AND JOB SATISFACTION OF EMPLOYEES AGED 50+ [...] 167

_Employee-Driven_Innovation A Brave New World in the Build Environment's Project
Organisations, 2010.

Innowacyjnosé gospodarki Polski w 2012 roku [Innovation of Polish economy in 2012}
Raport Instytutu Nauk Ekonomicznych PAN. www.pi.gov.pl/PARP/chapter 86197.asp?
s0id=BF2D9F670B9747BF8E39FB7421CA9A74, 2012.

Janssen, O., The joint impact of perceived influence and supervisor supportiveness on
employee innovative behaviour, “Journal of Occupational and Organizational Psychology”,
78(4), pp. 573-579, 2005.

Jenkins, J. A., Jackson, H. G., HR Aging Workforce Two CEO Points of View, “HR Magazine,
Special Supplement”, 59(11). https://www.aarp.org/content/dam/aarp/work-and-retirement/
find-a-job/2014-10/2014%20SHRM-A ARP%20HR %20Mag%?20insert%20final.pdf, 2014.

Jiang, J., Wang, S., Zhao, S., Does HRM facilitate employee creativity and organizational
innovation? A study of Chinese firms, “The International Journal of Human Resource
Management”, 23(19), pp. 4025-4047, 2012.

Juchnowicz, M., Satysfakcja zawodowa pracownikéw — kreator kapitatu Iludzkiego [Job
satisfction of employees], PWE, Warszawa 2014.

Judge, T. A., Kinger, R., Job satisfaction: Subjective well-being at work. [in:] Eid, R., Larsen, M.
(eds.). The science of subjective well-being, pp. 393-413. Guilford Publications, New
York 2007.

Kalokerinos, E., von Hippel, C., Henry, J. D., Job attitudes are differentially associated with
bridge employment and phased retirement among older Australian employees, “Work,
Aging and Retirement”, 1(2), pp. 190-201, 2015.

Karpinska, K., Henkens, K, Schippers, J., Retention of older workers: impact of managers,
age norms and stereotypes, “European Sociological Review”, 29(6), pp. 1323-1335, 2013.

Knies, E., Leisink, P., Thijssen, J., The Role of Line Managers in Motivation of Older
Workers [in:] Bal, P. M., Kooij, D. T. A. M., Rousseau, D. M. (eds.), Aging Workers and
the Employee-Employer Relationship, pp. 73-86. Springer Publisher, 2015.

Kolb, D. A., Experiential learning: Experience as the source of learning and development.
Pearson FT Press, 2014.

Kooij, D. T. A. M., De Lange, A. H., Jansen, P. G., Age and work-related motives: Results of
a meta-analysis, “Journal of Organizational Behavior”, 32(2), pp. 197-225, 2011.

Kooij, D. T. A. M., Guest, D. E., Clinton, M., Knight, T., Jansen, P., Dikkers, J., How the
impact of HR practices on employee well-being and performance changes with age,
“Human Resource Management Journal”, 23(1), pp. 18-35, 2013.

Kraimer, M. L., Seibert, S. E., Wayne, S. J., Liden, R. C., Bravo, J., Antecedents and outcomes of
organizational support for development: The critical role of career opportunities, “Journal of
Applied Psychology”, 96(3), pp. 485-500, 2011.

Krezel, M., Pracownicy 50+ RAPORT: Mamy doswiadczenie. Jestesmy wam potrzebni.
[Employees 50+  REPORT: We  have  experience. We are needed]
https://dziennikzachodni.pl/pracownicy-50-raport-mamy-doswiadczenie-jestesmy-wam-
potrzebni/ar/12782196, 2017.

Kristensen, N., Westergaard-Nielsen, N., Job Satisfaction and Quits-Which Job Characteristics
Matters Most? “Danish Economic Journal”, 144, pp. 230-248, 2006.



168 A. RAKOWSKA, S. de JUANA-ESPINOSA, I. MENDRYK

Kurtessis, J. N., Eisenberger, R., Ford, M. T., Buffardi, L. C., Stewart, K. A., Adis, C. S.,
Perceived organizational support: A meta-analytic evaluation of organizational support
theory, “Journal of Management”, 43(6), pp. 1854-1884, 2017.

Lee, C. H. H., Bruvold, N. T., Creating value for employees: investment in employee
development, “International Journal of Human Resource Management”, 14(6), pp. 981-
1000, 2003.

Levy, B. R., Banaji, M. R., Implicit Ageism. [in:] T. D. Nelson (ed.), Ageism: Stereotyping
and Prejudice against Older Persons, Cambridge, MA: The MIT Press.
http://www.fas.harvard.edu/~mrbworks/articles/2002_Levy TDNelson.pdf.

Lewicka, D., Krot, K., Organisational trust as a factor creating innovative climate in
organization, “Acta Universitatis Lodziensis. Folia Oeconomica”, 305(4), pp. 47-58,
2014.

Locke, E. A., The nature and causes of job satisfaction. [in:] Dunnette, M. D. (ed.) Handbook
of Industrial and Organizational Psychology (1* ed.), pp. 1297-1349. Rand McNally,
Chicago, IL 1976.

Loretto, W., White, P., Employers’ attitudes, policies and practices towards older workers,
“Human Resource Management Journal”, 16(3), pp. 313-330, 2006.

Lount, J. R. B., The impact of positive mood on trust in interpersonal and intergroup
interactions, “Journal of Personality and Social Psychology”, 98, pp. 420-433, 2010.

Luki¢, T., Dzami¢, V., Knezevi¢, G., Alcakovi¢, S., Boskovi¢, V., The Influence of
Organizational Culture on Business Creativity, Innovation and Satisfaction,
“Management”, 19(73), pp. 49-57, 2014.

Macdonald, J. L., Levy, S. R., Ageism in the Workplace: The Role of Psychosocial Factors in
Predicting Job Satisfaction, Commitment, and Engagement, “Journal of Social Issues”,
72(1), pp. 169-190, 2016.

Malhan, 1. V., Developing corporate culture in the Indian university libraries, “Library
Management”, 27(6/7), pp. 486-493, 2006.

Malinowski, P., Lim, H. J., Mindfulness at work: Positive affect, hope, and optimism mediate
the relationship between dispositional mindfulness, work engagement, and well-being,
“Mindfulness”, 6(6), pp. 1250-1262, 2015.

Marescaux, E., De Winne, S., Sels, L., HR practices and HRM outcomes: the role of basic
need satisfaction, “Personnel Review”, 42(1), pp. 4-27, 2013.

Maurer, T. J., Barbeite, F. G., Weiss, E. M. Lippstreu, M., New Measures of stereotypical
beliefs about older workers’ ability and desire for development: Exploration among
employees age 40 and over, “Journal of Managerial Psychology”, 23, pp. 395-418, 2008.

Meyer, J. P., Maltin, E. R., Employee commitment and well-being: a critical review,
theoretical framework and research agenda, “Journal of Vocational Behavior”, 77(2),
pp. 323-337, 2010.

McCarthy, J., Hearty, N., Cross, Ch., Cleveland, J. N., Who is considered an “older worker”?
Extending our conceptualisation of “older” from an organisational decision maker
perspective, Human Resource Management Journal”, 24(4), pp. 374-393, 2014.

Meyer, J. P., Maltin, E. R., Employee commitment and well-being: A critical review,
theoretical framework and research agenda, “Journal of Vocational Behavior”, 77(2),
pp. 323-337, 2010.


http://www.fas.harvard.edu/~mrbworks/articles/2002_Levy_TDNelson.pdf

WELL-BEING AND JOB SATISFACTION OF EMPLOYEES AGED 50+ [...] 169

Mikkelsen, A., Saksvik, P., Eriksen, H., Ursin, H., The impact of learning opportunities and
decision authority on occupational health, “Work & Stress”, 13(1), pp. 20-31, 1999.

Muller-Camen, M., Croucher, R., Flynn, M. and Schroder, H, National institutions and
employers’ age-management practices in Britain and Germany: ‘Path-dependency’ and
option exploration, “Human Relations”, 64, pp. 507-530, 2011.

Najbardziej innowacyjne firmy otrzymaly Innowatory [The most innovative companies
received Innovators] WPROST. http://www.wprost.pl/ar/421276/Najbardziej-
innowacyjne-firmy-otrzymaly-Innowatory-WPROST-2013/, 2013.

Ng, T. W. H., Feldman, D. C., The relationships of age with job attitudes: A meta-analysis,
“Personnel Psychology”, 63(3), pp. 677-718, 2010.

Ng, T. W., Feldman, D. C., 4 meta-analysis of the relationships of age and tenure with
innovation-related behaviour, “Journal of Occupational and Organizational Psychology”,
86(4), pp. 585-616, 2013.

Nushke, M., Redefining Retirement: A Longer Lifespan Means More to Consider.
https://hbr.org/2016/10/youre-likely-to-live-longer-if-you-retire-after-65, 2011.

OECD, Live longer, work longer: a synthesis report. Paris: OECD. Ageing and employment
policies. http://www.livingbetter50.com/redefining-retirement-longer-lifespan-means/,
2006.

Ostroff, Ch., Bowen D., Reflections on the 2014 decade award: is there strength in the
construct of HR system strength? 2014 Decade Award Invited Article, “Academy of
Management Review”, 41(2), pp. 196-214, 2016.

Palmore, E., Ageism,; Negative and Positive. Springer Publishing Co, NewYork 1990.

Paré, G., Tremblay, M., The influence of high-involvement human resources practices,
procedural justice, organizational commitment, and citizenship behaviors on information
technology professionals’ turnover intentions, “Group & Organization Management”,
32(3), pp. 326-357. http://dx.doi.org/10.1177/1059601106286875, 2007.

Park, J., Gursoy, D., Generation effects on work engagement among US hotel employees,
“International Journal of Hospitality Management”, 31(4), pp. 1195-1202, 2012.

Perry, E. L., Kulik, C. T., Bourhis A. C., Moderating effects of personal and contextual
factors in age discrimination, ”Journal of Applied Psychology”, 81(6), pp. 628-647, 1996.

Phillips, D. R., Siu, O. L., Global aging and aging workers [in:] Hedge J. W., Borman W. C.,
(eds.), The Oxford Handbook of Work and Aging, pp. 11-32. Oxford University Press,
New York 2012.

Posthuma, R. A., Campion, M. A., Age stereotypes in the workplace: Common stereotypes,
moderators, and future research directions, “Journal of Management”, 35(1), pp. 158-
188, 2009.

Rabl, T., Age, discrimination, and achievement motives: A study of German employees,
“Personnel Review”, 39(4), pp. 448-467, 2010.

Rakowska, A., Valdes-Conca, J., de Juana-Espinosa, S., Affecting factors of public employees’

organizational commitment, “International Journal of Synergy and Research”, 3, pp. 5-26,
2015.


http://www.wprost.pl/ar/421276/Najbardziej-innowacyjne-firmy-otrzymaly-Innowatory-WPROST-2013/
http://www.wprost.pl/ar/421276/Najbardziej-innowacyjne-firmy-otrzymaly-Innowatory-WPROST-2013/
https://hbr.org/2016/10/youre-likely-to-live-longer-if-you-retire-after-65
http://www.livingbetter50.com/redefining-retirement-longer-lifespan-means/
http://dx.doi.org/10.1177/1059601106286875

170 A. RAKOWSKA, S. de JUANA-ESPINOSA, I. MENDRYK

Ranking 500. Beneficjenci NCBR w rankingach przedsiebiorstw w Polsce [Ranking 500.
NCBR beneficiaries in company rankings in Poland] https://www.ncbr.gov.pl/
fileadmin/user_upload/pUBLIKACJE/Ewaluacje/rankingi i beneficjenci ncbr 2014 v5
08-01-2017_kj.pdf pp. 8-16,2014.

Reicher, A. E., Chneider, B., Climate and culture: an evolution of constructs [in:] Schneider
B., (ed.), Organizational climate and culture. Jossey-Bas, pp. 5-39. San Francisco 1990.

Rigdon, E. E., Rethinking Partial Least Squares Path Modeling [in:] Praise of Simple
Methods, “Long Range Planning”, 45(5-6), pp. 341-358, 2012.

Ringle, C. M., Wende, S., Becker, J.M., Smart PLS 3. Boenningstedt: Smart PLS GmbH.
http://www.smartpls.com, 2015.

Rhoades, L., Eisenberger, R., Perceived organizational support: A review of the literature,
“Journal of Applied Psychology”, 87, pp. 698-714, 2002.

Roper, J., The HR challenges of an ageing workforce. http://hrmagazine.co.uk/article-
details/the-hr-challenges-of-an-ageing-workforce#comment-44240, 2016.

Saks, A. M., Antecedents and consequences of employee engagement, “Journal of Managerial
Psychology”, 21(7), pp. 600-619, 2006.

Sanders, K., Moorkamp, M., Torka, N., Groeneveld, S., Groeneveld, C., How to support
innovative behaviour? The role of LMX and satisfaction with HR practices, “Technology
and Investment”, 1(01), pp. 59-68, 2010.

Sung, S. Y., Choi, J. N., Do organizations spend wisely on employees? Effects of training and
development investments on learning and innovation in organizations, “Journal of
Organizational Behavior”, 35(3), pp. 393-412, 2014.

Sarros, J. C., Cooper, B. K., Santora, J. C., Building a climate for innovation through
transformational leadership and organizational culture, “Journal of Leadership &
Organizational Studies”, 15(2), pp. 145-158, 2008.

Scott, S. G., Bruce, R. A., Innovation and the LMX connection: Getting a foothold on
relationships that work, “1EEE Journal”, 17, pp. 10-11, 1994.

Shacklock, K., Brunetto, Y., Nelson, S., The different variables that affect older males’ and
females’ intentions to continue working, “Asia Pacific Journal of Human Resources”,
47(1), pp. 79-101, 2009.

Sheehan, M., Garavan, T. N., Carbery, R., Innovation and human resource development
(HRD), “European Journal of Training and Development”, 38(1/2), pp. 2-14, 2014.

Shipton, H., West, M. A., Dawson, J., HRM as a predictor of innovation, “‘Human Resource
Management Journal”, 16(1), pp. 3-27, 2006.

Sockel, H., Mak, B., Bucholz, J., The effect of diffusion of technology innovation on burnout,
“Journal of Management Systems”, 16(1), pp. 25-37, 2004.

Sousa-Poza, A., Sousa-Poza, A. A., Well-being at work: a cross-sectional study of the levels and
determinants of job satisfaction, “Journal of Socio-Economics”, 29, pp. 517-538, 2000.

Spence, M., Job market signalling, “Quarterly Journal of Economics”, 87, 3, pp. 55-374,
1973.

Tan, T. H., Waheed, A., Herzberg’s motivation-hygiene theory and job satisfaction in the
Malaysian retail sector: The mediating effect of love of money, “Asian Academy of
Management Journal”, 16(1), pp. 73-94, 2011.


https://www.ncbr.gov.pl/fileadmin/user_upload/pUBLIKACJE/Ewaluacje/rankingi_i_beneficjenci_ncbr_2014_v5_08-01-2017_kj.pdf%20pp.%208-16
https://www.ncbr.gov.pl/fileadmin/user_upload/pUBLIKACJE/Ewaluacje/rankingi_i_beneficjenci_ncbr_2014_v5_08-01-2017_kj.pdf%20pp.%208-16
https://www.ncbr.gov.pl/fileadmin/user_upload/pUBLIKACJE/Ewaluacje/rankingi_i_beneficjenci_ncbr_2014_v5_08-01-2017_kj.pdf%20pp.%208-16
http://www.smartpls.com/
http://hrmagazine.co.uk/article-details/the-hr-challenges-of-an-ageing-workforce#comment-44240
http://hrmagazine.co.uk/article-details/the-hr-challenges-of-an-ageing-workforce#comment-44240

WELL-BEING AND JOB SATISFACTION OF EMPLOYEES AGED 50+ [...] 171

Taneva, S., Arnold, J., Nicolson, R., 4 qualitative analysis of older workers’ perceptions of
stereotypes, successful ageing strategies and human resource management practices [in:]
J. Arnold, (ed.). VII National Congress of Psychology, Collection of Conference Papers
from VII National Congress of Psychology, 31.10 to 2.11.2014. Sofia, Bulgaria, 2014.

Tehseen, S., Ramayah, T., Sajilan, S., Testing and Controlling for Common Method Variance:
A Review of Available Methods, “Journal of Management Sciences”, 4, pp. 142-168,
2017.

Tesluk, P. E., Farr, J. L, Klein, S. A., Influences of organizational culture and climate on
individual creativity, “Journal of Creative Behavior”, 31(1), pp. 27-41, 1997.

Truxillo, D. M., Cadiz, D. M., Rineer, J. R., Zaniboni, S., Fraccaroli, F., A lifespan
perspective on job design: Fitting the job and the worker to promote job satisfaction,
engagement, and performance, “Organizational Psychology Review”, 2(4), pp. 340-360,
2012.

Tsai, C. Y., Horng, J. S., Liu, C. H., Hu, D. C., Work environment and atmosphere: The role
of organizational support in the creativity performance of tourism and hospitality
organizations, “International Journal of Hospitality Management”, 46, pp. 26-35, 2015.

Ubius, U., Alas, R., Impact of innovation climate on individual and organisational level

factors in Asia and Europe, “Journal of Business Economics and Management”, 14(1),
pp. 1-21,2013.

Van Dalen, H. P., Henkens, K., chippers, J., Dealing with older workers in Europe:
a comparative survey of employers’ attitudes and actions, “Journal of European Social
Policy”, 19(1), pp. 47-60, 2009.

Van de Ven, A., Angle, H., Poole, M. (eds.), Research on the Management of Innovation. The
Minnesota Studies, Oxford University Press, 2000.

Van Knippenberg, D., Sleebos, E., Organizational identification versus organizational
commitment: self-definition, social exchange and job attitudes, “Journal of Organizational
Behavior”, 27(5), pp. 571-584, 2006.

van Veldhoven, M., Dorenbosch, L., Age, proactivity and career development, “Career
Development International”, 13(2), pp. 112-131, 2008.

Vanhala, M., Ritala, P., HRM practices, impersonal trust and organizational innovativeness,
“Journal of Managerial Psychology”, 31(1), pp. 95-109, 2016.

Walterska K., 19 spotek z Polski w rankingu firm technologicznie innowacyjnych Deloitte. [19
companies from Poland in the Deloitte ranking of technologically innovative companies]
https://www.wnp.pl/tech/19-spolek-z-polski-w-rankingu-firm-technologicznie-
innowacyjnych-deloitte,260313 1 0 0.html, 2015.

Warwick Medical School, Warwick-Edinburgh Mental Well-Being Scale (WEMWBS).
http://www2.warwick.ac.uk/fac/med/research/platform/wemwbs/, 2006.

Wasko, M. M., Faraj, S., Why should I share? Examining social capital and knowledge
contribution in electronic networks of practices, “MIS Quarterly”, 29(1), pp. 35-57, 2005.

Wiktorowicz, J., Age Management. A remedy for population ageing?, “European Spatial
Research and Policy”, 20(2), pp. 158-168, 2013.


https://www.wnp.pl/tech/19-spolek-z-polski-w-rankingu-firm-technologicznie-innowacyjnych-deloitte,260313_1_0_0.html
https://www.wnp.pl/tech/19-spolek-z-polski-w-rankingu-firm-technologicznie-innowacyjnych-deloitte,260313_1_0_0.html
http://www2.warwick.ac.uk/fac/med/research/platform/wemwbs/

172 A. RAKOWSKA, S. de JUANA-ESPINOSA, I. MENDRYK

Wood, G., Wilkinson, A., Harcourt, M., Age discrimination and working life: perspectives
and contestations — A review of the contemporary literature, “International Journal of
Management Reviews”, 10(4), pp. 425-442, 2008.

Zumrah, A. R., Boyle, S., The effects of perceived organizational support and job satisfaction
on transfer of training, ‘“Personnel Review”, 44(2), pp. 236-254. https://doi.org/10.1108/
PR-02-2013-0029, 2015.

Zumrah, A. R., Boyle, S., Fein, E., The Effect of Perceived Organizational Support on the
Transfer of Training Outcomes to the Workplace, “World Review of Business Research”,
2(4), pp. 130-147, 2012.

Received: March 2018, revised: February 2019


https://doi.org/10.1108/PR-02-2013-0029
https://doi.org/10.1108/PR-02-2013-0029



