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Abstract
The workforce in most industrialized countriesgéng and becoming more age diverse,
but few studies have examined the implicationsgef differences in the design of jobs.
This study examined the role of age as a modeiatbie relationship between job
characteristics and two individual outcomes, jaiisézction and job tension.
Specifically, the study focused on the relatiopdietween social characteristics of the
job (given social support, [received] social suppmterdependence, interaction outside
the organization, and feedback from others) andgabion and job satisfaction among
Portland Water Bureau employees. Based in SocicgenadtSelectivity (SES) theory
(Carstensen, 1991), | hypothesized that thesehalacteristics would have a differential
relationship with these outcomes for older and gmumworkers. Results showed that four
of the eight hypothesized interactions were sigaiit, providing support for age as a
moderating variable. Differential interaction eti®gvere demonstrated on job
satisfaction and job tension. Further, this stusprporated a new conceptualization and
measurement of the social support job characteKigiven social support), which
demonstrated utility in predicting outcomes. Sutiyecage was also found to moderate
the relationship between job satisfaction and foitudes, but in a pattern similar to that
found for chronological age. This study contributeshe existing literature by answering
the call to examine the role of individual diffeoes in the relationship between job
design features and outcomes, and by increasinglkdge of the types of job

characteristics that increase job satisfactionraddce job tension for older and younger
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employees. Implications for the aging workforce diseussed along with future research

to better understand the mediating mechanisms.
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Chapter 1
Introduction

The age demographics of the world’s workforcecr@nging rapidly. It is
estimated that by 2018, approximately one quaftdreoU.S. workforce will be age 55
or older (Tossi, 2009). It is also projected thaPB50, the population of older workers
(age 55-64) in Europe will increase by up to 60%r(@e & Costello, 2006).
Additionally, because life expectancies and qualftiife in mid-to-late adulthood are
increasing, employees can now work later in lif@ntlhey once did. Furthermore, in
response to the recent worsening of economic donditpeople may need to work
longer to supplement their retirement income, amagyrcountries in Europe and North
America are increasing the retirement age.

Because of these economic and demographic sthigtsyorkplace is becoming
increasingly more age-diverse. As a result, theredreased research interest in how age
relates to issues such as motivation (e.g., Kaat&ckerman, 2004), job performance
(Ng & Feldman, 2008), and job attitudes (Ng & Fetdm2010). Moreover, there is
interest in understanding and supporting emplogted phases of the lifespan, so as to
improve organizational effectiveness and employek-being. However, there has been
relatively little empirical work on how to desigoljs for people at different life stages so
that they can continue to work successfully. Thislg will begin to address this gap by
investigating how age moderates the relationshiydsen job design characteristics,
specifically, social aspects of the job, and emgégutcomes, as outlined by

Socioemotional Selectivity Theory (SES; Carstend®91). | will use job tension and
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job satisfaction as my outcome measures of intebestiuse of their significant impact
on both individual and organizational health. Therelates of job tension and job
satisfaction (e.qg., life satisfaction, turnoveremtons, and performance) are outlined
below.
Context, Concepts, and Theory

Job Tension and Job Satisfaction

Job tension, which is mental and/or physical stcaiused by work-related
stressors (Sauter et al., 1999), has been shoaififetd a variety of individual and
organizational outcomes. High levels of job tendiame been shown to impact turnover
intentions, value attainment, job satisfaction (diska, Kiewitz, Hochwater, Perrewe, &
Zellars, 2002), absenteeism, and performance (D&y@anster, 1991). Job tension has
also been shown to cause family disruption, whicturn feeds back into work behaviors
(Jackson, 1982). Further, job tension has beeriifaehas a major and rising concern
that has increased dramatically in recent decddsBldnc, de Jonge, & Schaufeli, 2000).

Job satisfaction, defined as a cognitive and/facéf/e evaluation of one's job as
more or less positive or negative (Brief & Weis802), is an important variable in
organizational research, as it has also been litk@dmerous individual and
organizational outcomes. Job satisfaction has bbeewn to lead to increased job
performance (both in-role and extra-role) (RikeR@08). It has also been identified as a
mechanism through which organizational citizendlepaviors (OCBs) are enhanced
(Organ & Ryan, 1995). In addition, job satisfactltas been shown to affect satisfaction

in other life domains, such as satisfaction witmifg life (Ford, Heinen, & Langkamer,
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2007). When considering the experience of oldekkers; it is also important to note that
job satisfaction has been shown to relate to tuignouventions (transfer intentions) and
retirement (retirement intentions). When workeses raot satisfied with their jobs, they
tend to become withdrawn from their jobs and becaomee likely to consider leaving
the organization (Adams & Beehr, 1998).

Because of the serious effects of job tensionjalndatisfaction on both
individuals and organizations, it is important tederstand the antecedents to these
attitudes and experiences. The present studymwwidistigate which job characteristics are
related to increased job satisfaction and decrejaketnsion among older versus
younger workers. The goal of this study is to palinformation that organizations can
use to help them optimize the work experience fopleyees throughout the lifespan.
Job Design Models

Currently, job design is defined as:

The study, creation, and modification of the conmpams, content, structure, and

environment within which jobs and roles are enactexdsuch, it concerns who is

doing the work, what is done at work, the intettielaship of different work
elements, and the interplay of job and role enactwéh the broader task, social,

physical, and organizational context. (Morgeson @nhphrey, 2008, p. 47)

While this more recent definition is broad and iq@rates many aspects of the work
environment, earlier conceptualizations of job gesvere much narrower and focused

on relatively limited aspects of the job. The fellag provides a brief overview of the
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history and various schools of job design theooy & more comprehensive review, see
Grant, Fried, & Juillerat, 2010).

One of the first theories of job design in the @diStates was Frederick Taylor’s
“scientific management” approach. In his bodke Principles of Scientific Management
(1911), Taylor advocated for the “de-skilling” obvk. The goal of scientific
management was to mechanize work to improve efffigieTaylor suggested that tasks
be carefully simplified, compartmentalized, anchd&rdized, so that the influence of the
workers themselves would be reduced. In the 19P@wever, research conducted at the
Western Electric Company at Hawthorne Plant, reaceiie importance of human
relations in the workplace (Barling & Griffiths, 20). These studies originally sought to
use a Tayloristic framework to investigate thetreteships between various working
conditions and productivity. However, the researsi@arned that simply paying
attention to the employees and showing concerthi&r working conditions increased
productivity (regardless of the actual changesweat made). Thus, job design moved
from a mechanism used to make work more automatia@botic to an approach that

considered the role of the individual.

Research in Europe also began to show the downéitie scientific
management approach. In 1951, Trist and Bamforkwet that when coal miners’ work
changed from a whole-task, skilled, autonomousesys$b a mechanized, fractured
system with isolated workers, miners experiencetid levels of anxiety, depression,

and anger. Trist and Bamforth concluded that thegyof demands placed on employees
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and employee participation in decision-making addemployee health. Therefore,
while scientific management approaches may haveased efficiency (at least in the
short term), these improvements seemed to be difseégative individual outcomes
(Humphrey, Nargahng, & Morgeson, 2007). Based esdHindings, the sociotechnical
systems theory (Trist, 1981) emerged. This appreaelssed the importance of the
optimization of the interaction between people tauthnology in the workplace.
Specifically, research suggested that optimal aegdilonal functioning would occur only
if the social and technical systems were desigo@bmplement each other (Trist, 1981).
After sociotechnical systems theory, the next mdgwelopment in job design
was the emergence of Herzberg’'s two-factor (matwhygiene) theory of work.
According to Herzberg (1966), the factors that leapbb satisfaction (motivation
factors) are different from the factors that leagbob dissatisfaction (hygiene factors).
Motivation factors include intrinsic aspects of {bb itself, such as recognition,
challenge, responsibility, and opportunity for ageament. Conversely, hygiene factors,
like work conditions, company policies, pay, anltienships are extrinsic factors,
related to the context of work (features of the kvemvironment). While popular when it
emerged, Herzberg's two-factor theory of work haerbsomewhat discredited in recent
research (Morgeson & Campion, 2003). The majorddigatage of this approach is its
lack of methodological rigor; Dunnette, Campbetidddakel (1967) noted that
Herzberg's results may have been more indicativb@inethod used to collect the data
(critical incident method) than an actual repregeon of the constructs. Still, the two-

factor model had a large impact on subsequentnasea job design, in that Herzberg's
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conceptualization of motivation factors led subsaquesearchers to focus on intrinsic
aspects of the job, which were believed to haverthst impact on outcomes.
Accordingly, job enrichment approaches, which eredrgut of Herzberg's
theory, involve increasing the motivation factof@gob. According to Parker and Wall
(1998), job enrichment can take two forms: allowamgployees to take on some of the
decisions usually made by the supervisors, andragigg” jobs to include extra skilled
tasks. It is important to note that enrichment doassimply mean enlargement.
Enrichment involves vertical expansion of a joke@er responsibility), while
enlargement involves horizontal expansion of a(gimply increasing the number of
tasks assigned). Ways to enrich jobs include pmgiedmployees feedback on their
performance, providing task variety, and allowingo@omy (Parker & Wall, 1998).
Hackman and Oldham’s Job Characteristics Model (JCM5) also focuses on
the motivational aspects of work and became ortreomost influential job enrichment
models. The JCM was developed in order to addhesdeficiencies of previous job
design approaches and became one of the most Ipivetaies of job design, and is still
utilized today. The approach sought to enhanceffieacy of job enrichment by
developing a more rigorous method for measuringaaskifying job design. Hackman
and Oldham’s model focused on five intrinsic jola@cteristics: autonomy, skill variety,
task identity, task significance, and feedback ftbmjob itself. Firstautonomyrefers to
the degree of freedom, independence, and discrgtvem to workers in scheduling work
and determining procedurdeedbacks defined as the degree to which the employee is

able to obtain information regarding their perfonoa from the work itselfSkill variety
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refers to the variety of activities and use of &gyriof skills required by a jolf.ask

identity refers to the degree to which a job supplies iblei®utcome of the work or the
degree to which the job requires completion of allpiece of work. Finallytask
significancerefers to the extent to which the job impactslives and work of other
people. They proposed that the enrichment of theedharacteristics would lead to three
critical psychological states: experienced meanilmgiss, responsibility, and knowledge
of results. These three psychological states mlead to the outcomes of work
motivation, performance quality, job and growthisfattion, and low absenteeism and
turnover.

A few years later, Karasek’s Job Demands-Contid@) model (1979) showed
that jobs that are high in demand and low in cdrfttecision latitude) are related to high
strain and low job satisfaction. While this models created around the same time as the
JCM, it proposed a unique approach, because iséxton the broader construct of job
stressors rather than specific job characterisficsording to the JD-C model, enhanced
job control was thought to buffer the negative elfeof job demands on employee
physical and mental health. Social support (Kara&éakeorell, 1990) and job resources
(characteristics that facilitate growth and achmegat; Demerouti, Bakker, Nachreiner,
& Schaufeli, 2001) have also been shown to mitigia¢eeffects of high demands on
strain. Consistent support has been found fonthm effects of the JD-C model: High
job demands generally lead to increased stres$e Wigh control and resources

generally lead to less stress. However, there as b lack of support for the interaction
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effect of job demands and resources (de Langes,Tkeompier, Houtman, & Bongers,
2003).

Perhaps the most comprehensive job design measlirediin current job design
research is Morgeson and Humphrey’'s Work Designs@Qunaire (WDQ, 2006). The
WDQ can be viewed as a compilation of the constragaluated in previous job design
models, as it is the most comprehensive model deditp date. This model integrates
motivational, social, and work context charactérsstan approach traditionally not
utilized in job design research. In developingWBQ, 21 key work characteristics were
identified and placed into three major categonmestivational, social, and contextual.
Motivational work characteristics include both tastaracteristics (e.g. autonomy and
task significance) and knowledge characteristiags @Kill variety and specialization).
Social characteristics include features like inté@@hdence and social support, while
contextual characteristics include elements sudrgsnomics and work conditions. In
validating the WDQ, Morgeson and Humphrey found tah task and knowledge
characteristics were positively related to satisfac while only knowledge
characteristics were positively related to trainemgl compensation requirements. They
also found that social support incrementally priesticsatisfaction beyond motivational
work characteristics. The advantages of MorgesonHumphrey’s approach are that it
captures both task and attribute measures; ackdgegeboth the job itself and the link
between jobs and the broader environment; anddesla wider variety of job

characteristics than previous models of job design.
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Regardless of the particular theory examined, rebd@as almost unequivocally
shown that job design is related to a variety divitual, group, and organizational
outcomes (Morgeson & Campion, 2003; Morgeson & Harap, 2006). At the
individual level, studies have shown that job desffects employees’ job satisfaction,
depression levels, and emotional exhaustion (dgéat al., 2003); engagement in
counterproductive work behaviors and organizatiaitedenship behaviors (Rodell &
Judge, 2009); vigor (Van Den Broek, De Cuyper, D&aV& Vansteenkiste, 2010);
motivation to learn and learning performance (LePlrePine, & Jackson, 2004); job
performance, job dedication, and helping behavsraft, 2008); self-reported health and
health behaviors, such as smoking and alcohol eopsan (Wilson, DeJoy,
Vandenberg, Richardson, & McGrath, 2004); and camscular health (Aboa-Eboulé,
Brisson, Maunsell, Masse, Bourbonnais, Vézina, Miltvéroux, & Dagenais, 2007).

Additionally, a recent meta-analysis by HumphreghMjang, and Morgeson
(2007) highlighted the extent to which job charastes (in particular, those delineated
in the WDQ) affect a wide variety of outcomes. Ressfrtom their review of 259 studies
and 219,625 participants showed that 14 work chariatics explained, on average, 43%
of the variance in the 19 worker attitudes and s examined. Motivational, social,
and work context characteristics were found toificantly predict subjective
performance, turnover intentions, job satisfactmnganizational commitment, and role
perception outcomes. Relevant to the current stddynphrey and colleagues (2007)
found that all four social characteristics (intgrdiedence, feedback from others, social

support, and interaction outside the organizatwere related to job satisfaction.
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Furthermore, interdependence, feedback from othessocial support were related to
supervisor satisfaction, coworker satisfaction, pensation satisfaction, and promotion
satisfaction. Interdependence and social suppae ivath related to organizational
commitment; interdependence and feedback from stlere related to job involvement;
and interdependence, feedback from others, andlsagport were all related to internal
work motivation. Perhaps most relevant to the aurséudy, social characteristics were
related to important individual well-being outcom8scial support was negatively
related to role ambiguity, role conflict, anxieand overload. Interdependence, feedback
from others, and social support were negativelgteel to stress, while feedback from
others and social support were negatively relaidzitnout/exhaustion.

The nature of one’s job is clearly relevant to batganizational and individual
outcomes. Thus, the need for researchers andtpyaets to gain a more comprehensive
understanding of the effects of job design is evidm fact, recent publications have
explicitly called for research on individual difearces as they influence behavioral and
attitudinal reactions to job characteristics (Gr&mied, & Juillerat, 2010). To this end,
moderators in the relationship between job charsties and worker outcomes should
be examined. Although scholars have noted thatstedies to date have done this
(Grant, Fried, & Juillerat, 2010), preliminary raseh has begun to show that individual
differences, such as age, may be important to stateting these relationships. For
example, Zacher, Heusner, Schmitz, ZwierzanskafFaese (2010) found that age and
job complexity can interact to affect perceived appnities at work. Further, Zaniboni,

Truxillo, Fraccaroli, McCune, and Bertolino (20Xdund that age moderates the
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relationship between job characteristics (tasketgrand interaction outside the
organization) and both job satisfaction and engaggmAge may also moderate how
some aspects of the work environment are perce@dexample, the same
environmental factors may be viewed as challengssbrs for some, and hindrance
stressors for others, depending on age. In theptesudy, | will examine how job
satisfaction and job tension are affected by thaticmship between social job
characteristics and age.
Theoretical Approaches to Understanding Age at Work

The lifespan development perspective can explamthe aging process affects
job attitudes, stress, health, and well-being elorkplace. Lifespan development
theory is based on the idea that patterns of chaoger throughout the lifespan and that
development involves adaptive processes includoggigition, maintenance,
transformation, and attrition (Baltes et al., 199&nfer and Ackerman’s (2004) model
of lifespan changes in work motivation, Selectivatifization and Compensation (SOC,;
Baltes & Baltes, 1990) theory, and Socioemotioreé&ivity (SES; Carstesen, 1991)
theory have been used to explain results obsenvdteiage and workplace literature.
Each approach complements the other, and eaclkefisl us explaining the worker
age/job design interaction. In the current studyilllbe using mostly SES theory in the
formation of my hypotheses, but will review eaclpach to provide a better
understanding of the aging workforce.

Kanfer and Ackerman’s lifespan work motivation framework. Kanfer and

Ackerman (2004) propose an age-focused framewarldriderstanding changes in work
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motivation over the lifespan. They identify fourtigans of development that affect work
motivation: (1) loss; (2) growth; (3) reorganizatji@nd (4) exchange. Loss describes the
negative relationship between age and certaintiasilike fluid intelligence (e.g.,

working memory, abstract reasoning, and attenti@ndwth describes the positive
relationship between age and other resources suctystallized, or experiential,
knowledge. Reorganization refers to the changésarganization, structure, and
reprioritization of non-ability traits across adwdbd. Exchange describes changes in
tendencies through the lifespan, such as changesrsonality (Roberts, Wood, &
Viechtbauer, 2006; Robins, Trzesniewski, Tracy, llBgs& Potter, 2002) that affect
work motivation. This framework suggests that thms job characteristic may be
differentially motivating for older and younger vkers, depending on the skills it
requires. This view of age and work motivationngal support in a recent meta-analysis
(Kooij, Lange, Jansen, Kanfer, & Dikkers, 2011):eAgas found to be positively related
to intrinsic motives but negatively related to gtbvand extrinsic motives.

Selective optimization and compensatiarSOC (Baltes & Baltes, 1990) is a
lifespan theory that outlines three adaptive striasepeople use to fit their current
resources to demands throughout the aging proBadte$ & Baltes, 1990). First,
selectioninvolves making decisions about which goals andamues to pursue. When
people realize that they lack the personal ressuenaintain performance across work
domains, thegelectspecific goals and outcomes to successfully migtein resources to
demands. Second, after goals and outcomes aréfiel@npeople allocate their efforts

and resources toptimizetheir performance. Lastly, to compensate for adeted
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declines, people search fmympensatiostrategies to maintain a certain level of
performance. Therefore, selection, optimization, emmpensation processes explain the
strategies people use to allocate their resouccaddpt to personal age-related changes
as well as to changes occurring in the workplaadtéB® & Dickson, 2001).
Socioemotional selectivity theoryWhile SOC theory describes three processes
that influence adaptive behavior, SES (Carstensah,e999)ocuses on the selection
processes and purports that people’s perceptitimefis critical in the selection and
pursuit of social goals (Carstesen et al., 199%rdposes two types of social goals:
Those related to the acquisition of knowledge, thiode related to emotion regulation.
The cornerstone of SES theory is that when tinpeiseived as being open-ended (one
has much of their life ahead of them), knowleddateel goals are given a higher
priority. Conversely, when time is perceived asteu (as in older workers), the person
takes a more present-oriented perspective and enabgoals are given a higher priority.
Therefore, job design features that are likelynrease work-related knowledge should
be more appealing to younger workers, while jolratt@ristics that allow workers the
opportunity for meaningful social interaction shible more appealing to older workers.
Ng and Feldman (2010) interpret the findings ofrtheeta-analysis, which showed a
positive relationship between age and most jokudtss, in the context of SES theory
(Carstensen et al., 1999) in two ways. First, widanger people are more likely than
older people to believe that they have time anddppities remaining, older people may
see some limits to their future options. Thus, phlults focus more on interpersonal

activities rather than knowledge acquisition. Setmlder people are more likely to
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have more positive experiences than their youngenterparts because, with their
perceived time limitations, they do not have tiraerfegative emotions.
Age and Job Design

Conceptualizations of ageWhen evaluating the role of age in its effects on
outcomes, and particularly as a moderator betwaelg¢sign characteristics and
outcomes, it is important to define what is meanage. Because of its concreteness and
simplicity, chronological age has been the predamimge construct used in research
and policy-making (Settersten & Mayer, 1997). Tdpproach can also be useful for
organizational decision-makers. However, becausenciogical age is a marker for
other variables such as self-concept and emplogakh) examining only chronological
age may be limiting: It does not take into accalifferences in life experiences, social
and cultural influences, and individuals’ own iqtestations of their aging processes
(Adams, 1971). Furthermore, as people grow olbarability among similarly-aged
individuals increases (Dannefer, 1987), and siroptenological age becomes less useful
as an index for understanding the key variableberolder worker (Settersten & Mayer,
1997).

Accordingly, Birren and Cunningham (1985) suggested alternative measures
that are more sensitive to individual differencesdeveloped. Specifically, they
discussed three types of age: biological age, wisiehperson’s present position with
respect to their potential lifespan; social ageictviis defined as a person’s roles and
habits with respect to other members of their ggrand psychological age, which refers

to the behavioral capacities of individuals to adapgchanging demands. From a research
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point of view, the major advantage of Birren anch@ingham’s conceptualization of age
is that it is multifaceted, and takes into accatetcomplexity of aging.

Self-evaluated age has since been conceptualizzdganety of ways. For
example, Barak (1987) categorized self-evaluatedirig three categories—ideal age
concepts, attitudes towards age identity, and algeself-concepts. Ideal age refers to
the age that an individual considers to be optifRakearch has shown that a person’s
ideal age tends to be younger than their chronocégige (Barak & Gould, 1985).
Morale age has been defined as a person’s lewatisfaction with their personal age
status (Barak, 1987). Lastly, age-role self-coteepdress the relationship between
one’s age concept and one’s self-concept.

One of the most multifaceted conceptualizationsuttjective age is personal age,
which refers to how old one perceives him- or Hétedbe relative to their own
chronological age (Kastenbaum, Derbin, Sabatinfir&, 1972). Katstenbaum and
colleagues measured four dimensions of personalasgey a 49-item structured
interview technique. These dimensions were latapbfied by Barak and Stern (1986),
and renamedognitive ageCognitive age is evaluated with single-item measdor
each dimensiorfeel age(“l feel as though | am in my..."Jpok age(“l look as though |
am in my...”),do age {I do most things as though | were in my...”), anterestage
(“My interests are mostly those of a person inHes/’). Response options are “twenties”,
“thirties”, etc. The construct of cognitive age teeen supported empirically; research
has shown that it is correlated with health, derapQgic variables, psychosocial traits,

and behaviors (Barak and Stern, 1986).
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Another popular method for assessing self-evaluaggdis comparative or
relative age identification. In this case, respanisi@re asked whether they feel older,
younger, or the same as others in a specific canfiéis important to note the difference
between comparative age and personal age; witloparage, one evaluates how old
they perceive themselves to be compared to thairawonological age, while with
comparative age, the comparison is made to a grbafhers within a context.)
However, research has yet to show if this is pcatiti different from asking respondents
to simply evaluate how they view themselves cong&reheir chronological age
(Settersten & Mayer, 1997).

While self-evaluated age has been utilized in otleeiplines, it is relatively new
to the Industrial/Organizational Psychology literat However, existing research has
shown that measures of psychological age constanetselated to organizational
commitment, job satisfaction, self-evaluations effprmance, and reports of work-
related stress (Barnes-Farrell, Rumery, & Swod@220For example, in one study,
discrepancy between personal age (how old a woekds) and calendar age was
systematically related to the presence of workp#aessors and reports of workplace
strains. Specifically, workers who reported a ppas@ge older than their calendar age
reported higher levels of workplace stressors aglden levels of work strain (tension,
fatigue, and decreased job performance) than weskbp reported a personal age
younger than their calendar age (Barnes-Farrelic&&wski, 1991).

In the current study, chronological age is usethasnoderating variable.

However, in recognition of the fact that differeacde life experiences, social and cultural
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influences, and individuals’ own interpretationgiodir aging processes affect the age
one perceives him- or herself to be, comparatiwe(8gttersten & Mayer, 1997) will be
used in an examination of the relationship betwebrcharacteristics and age in a set of
related research questions. Comparative age isingbd current research over other
measures of subjective age because it focuses geggldrame-of-reference when they
are making their age evaluation, while other messignore the context being used to
make an age evaluation (Cadiz, 2009). A measuateaks respondents to think about
their age in relation to otheas work is likely to be more predictive of work-related
outcomes than other measures of subjective age.

Age and worker outcomesResearch has generally shown that older workers
report more positive job attitudes and behavioasttheir younger counterparts. Ng and
Feldman (2008) found that older workers tend tcagegn more citizenship and safety-
related behaviors and less counterproductive wehabiors than their younger
counterparts. More recently, Ng and Feldman (2@k@mined the age-job attitude
relationship meta-analytically, finding that ageswalated to improvement in most of the
35 job attitudes examined. For example, age waiiypely related to job satisfaction,
organizational commitment, and perceived contnad, megatively related to role
overload, emotional exhaustion, and job demantispagh some of these effect sizes
were small. Ng and Feldman (2010) interpret thadlihgs in the context of SES theory
(Carstensen et al., 1999). First, due to perceivee limits to their future options, older
adults focus more on interpersonal activities nathan knowledge acquisition. Second,

older people are more likely to have more posiéixperiences than their younger
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counterparts because, with their perceived timédtions, they believe that they do not
have time for negative emotions. This positive @fmong older adults is consistent
with research in developmental psychology (Sulljvdikels, & Carstensen, 2010) and
with the finding that well-being and life satisfat appear to increase with age, despite
declines in objective health (e.g., Diener & SU997).

Hypotheses

While both age and job characteristics can afferker outcomes such as job
satisfaction, recent reviews have suggested teatffiects of job characteristics may be
moderated by individual differences (Grant, 2008) ame-related variables such as
career stage (Fried et al., 2007). However, sugbiresal studies are relatively limited to
date. The current study will examine the role c¢ ag a moderator in the relationship
between job characteristics (specifically, the aloab characteristics delineated in the
WDQ [social support, interdependence, interactiotside the organization, and
feedback from others] and a new construct, givemssupport) and worker outcomes
(job satisfaction and job tension).

| have chosen to investigate the effects of theasgub characteristics, as
opposed to the task and knowledge characteristitteei WDQ, because they are the most
likely to have differential effects on workers dageng on age. (I am not investigating
the contextual characteristics of the WDQ becalisg focus on physical characteristics
of the job, such as physical demands and ergonoifiiese characteristics are less likely

to be explained by psychological theory; instea would expect that poor physical
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working conditions would be related to more negatutcomes for all workers [even
moreso for older workers because of declines irsigly ability/stamina]). The social
characteristics are the most likely to have vargffgcts on older and younger workers
because of their relation to theories of aging,clwtplace importance on emotion
throughout the lifespan. In a summary of the effedtjob characteristics on older versus
younger workers, Ng and Feldman (2010) suggestdcetivironments that lead to more
positive job attitudes for older workers are thtss# are emotionally rewarding and
socially supportive. Additional research has alggp®rted the idea that older workers are
more interested in the social and emotional aspdat®rk (Ebner, Freund, & Baltes,
2006; Freund, 2006; Kanfer & Ackerman, 2004). bash a chapter examining job
design (as outlined by the WDQ) from an aging pectipe, Truxillo, Cadiz, and Rineer
(2012) provided strong theoretical support forpheposition that social characteristics
should have differential effects on younger ancpldorkers.

Social support.Social support is defined as the degree to whiehdh provides
opportunities for advice and assistance from otfidm@geson & Humphrey, 2006).
Examples of the social support characteristic itkelaoworker and supervisor support as
well as opportunities for friendship. It has beeopwsed that social support buffers the
effects of negative work outcomes (Karasek, Brisg@wakami, Houtman, Bongers, &
Amick, 1998). Research has shown that social suyasrboth a direct effect on well-
being, as well as a protective effect against titeigially-harmful impact of negative
events (Cohen & Wills, 1985). Furthermore, socigdmort has a predictive relationship

with physical health (House, Landis, & Umbersor880 Meta-analytic research
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supports the social support buffering effect onaldes such as role overload, stress, and
burnout (Humphrey et al., 2007) and the positifea$ of social support on job attitudes
(Humphrey et al., 2007).

Interestingly, a distinction between social supploat is given and received is
generally not made when discussing this charatiterighe opportunity to give social
support to others may be more salient and desital&ler workers. As workers age,
they may value social support more than their yeumglleagues because they are more
motivated by emotionally-related goals like mainiag social relationships (Truxillo,
Cadiz, & Rineer, 2012). According to SES theorypasple age they place higher
priority on emotional goals (Carstesen et al., 2988d opportunities to give social
support could potentially fulfill the generativeatkthat increases through the lifespan
(Kanfer & Ackerman, 2004). Because none of the g#@ssessing social support in the
WDQ address the opportunity to give social supfmodthers, | have created a Given
Social Support subscale to measure this constiiiRiease see the first two measures
under Questionnaire MeasuresAippendix Ao see the items used in both the original
WDQ social support subscale and the new given ksgpport subscale.) This is a new
contribution to the existing work on job design aging workers, as no such construct
has previously been measured. In contrast to gisaugal support, | expect that receiving
social support (the type of social support describehe WDQ) should be generally

perceived as a positive way to cope with diffi@ittiations regardless of a person’s age,

! Thanks to David Cadiz for developing (and shariny me) the idea of differentiating between giserd
received social support.
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but will be more beneficial for younger workers,oumay need more guidance than older

workers.

Hypothesis 1a: Age moderates the relationship betvggven social support and
job satisfaction. Specifically, there will be amstger positive relationship
between given social support and job satisfactarrofder workers than for

younger workers.

Hypothesis 1b: Age moderates the relationship betvggven social support and
job tension. Specifically, there will be a strongegative relationship between

given social support and job tension for older wesgkthan for younger workers.

Hypothesis 1c: Age moderates the relationship batveecial support and job
satisfaction. Specifically, the positive relatioqshetween social support and job

satisfaction should be stronger for younger workéen older workers.

Hypothesis 1d: Age moderates the relationship batveecial support and job
tension. Specifically, the negative relationshipa@en social support and job
tension should be stronger for younger workers tolaer workers.
Interdependence.Interdependence is a multi-faceted constructréfégcts how
connected one’s job is to others’ jobs (MorgesoHdinphrey, 2006; Saavedra, Earley,
& Van Dyne, 1993). It represents the extent to Wlagob is dependent on others’ work
and other jobs depend on the focal job. Researslst@vn that interdependence is

positively related to attitudinal variables inclngijob satisfaction, satisfaction with



SOCIAL JOB CHARACTERISTICS AND OLDER WORKERS 22

coworkers and supervisors, and organizational camenit (Humphrey et al., 2007). It is
also important because the positive relationshipéen group efficacy and performance
is strongest under conditions of high interdependdGully et al., 2002).
Interdependence may create a more complex and atiotiyjob because it requires
increased interactions with coworkers in orderdmplete work (Kiggundu, 1983). It
may be more appealing to older workers becausbwsathem to use their crystallized
intelligence (Kanfer & Ackerman, 2004), as it prde$ greater opportunities to pass on
previous work experiences and knowledge to cowsrkeurthermore, the increased
interactions could be more attractive to older veoskbecause they make the job more
relational, thus fulfilling the desire for emotidr@nnectivity and to feel more socially
integrated, as suggested by SES theory (Carstésen ¥999). Conversely, however,
SES would also support the argument that youngekevs would enjoy increased
required interactions to the extent that it futfitheir desire to build knowledge
(Carstesen et al., 1999).

Research Question 1a: Will age moderate the rehstigp between

interdependence and job satisfaction?

Research Question 1b: Will age moderate the rehstigp between

interdependence and job tension?

Interaction outside the organization.Interaction outside the organization
reflects the amount of interaction that the jobuiegs with people external to the
organization (Morgeson & Humphrey, 2006). This eleseristic is different from the

other social characteristics because it consiterbtoader social context outside of the
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organization. Furthermore, less is known about¢haracteristic because it has received
less research attention than any of the other Istugaacteristics. SES theory could
provide the theoretical argument for how workerslifferent ages would react to
interactions external to the organization. Youngerkers have a more future-oriented
time perspective, and therefore, would place grgaterity on seeking knowledge from
a large number of social relationships (Carstesah ,€1999). As proposed by Truxillo,
Cadiz, and Rineer (2012), increased external iotieras would increase access to a
broader range of individuals, which would allow pger workers to invest in a wide
range of relationships to network and gather inftrom.

Conversely, older workers would have less desiteate a broad range of
relationships and would rather focus on strengtigeeiisting relationships.
Furthermore, interaction outside the organizati@y toe stressful to older workers
because it can require emotional labor, which imeslenhancing, faking, or suppressing
emotions to modify the emotional expression (Grgn@600). Many workplaces have
implicit and/or explicit rules regarding how empé®s should interact with the public
(Diefendorff, Richard, & Croyle, 2006). While ofté&eneficial for the company,
emotional labor can be stressful and lead to burfaruhe individual (Hochschild,
1983). Itis important to note that the relatiapdietween interaction outside the
organization and individual outcomes may be moeeray individual differences such
as extraversion. In general, however, based oththary above, | propose that a positive

relationship between interactions outside the aegdion and worker outcomes will exist
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for younger workers, but that no relationship oerea negative relationship may exist for
older workers.

Hypothesis 2a: Age will moderate the relationdb@ween interaction outside

the organization and job satisfaction, such that telationship between

interaction outside the organization and job saittsifon will be positive for
younger employees, and null or negative for oldepleyees.

Hypothesis2b: Age will moderate the relationshipaeen interaction outside the

organization and job tension, such that the relasioip between interaction

outside the organization and job tension will bgate/e for younger employees,
and null or positive for older employees.

Feedback from others.Feedback from others represents the extent tohwhic
others provide information about one’s performafMergeson & Humphrey, 2006).
This is different from receiving feedback from {bé itself as described by Hackman
and Oldham (1975). In fact, research has foundféeatback from others and feedback
from the job are only moderately related (Morge&adumphrey, 2006). Desire for
feedback may be influenced by individual differengeneed to reduce uncertainty
(Ashford & Cummings, 1983), public self-conscioussieand self-esteem (Levy,
Albright, Cawley, & Williams, 1995). However, Humgpay and colleagues (2007) found
that, in general, feedback from others is posijivelated to job satisfaction and well-
being outcomes (i.e., less stress and burnoutiifaes from others may appeal more to

younger workers because they need others’ feedbagkowth and development.
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Therefore, | expect that feedback from others belimore important for younger
workers.

Hypothesis 3a: Age will moderate the relationshépween feedback from others

and job satisfaction, such that the positive relaship between feedback from

others and job satisfaction will be stronger foupger workers.

Hypothesis 3b: Age will moderate the relationshépween feedback from others

and job tension, such that the negative relatiopsldtween feedback from others

and job tension will be stronger for younger worker
Additional Research Questions

| decided to focus on chronological age in my hizgses, despite its limitations,
because of its practicality. Chronological agetaightforward and easy to define.
Furthermore, if the goal of research is to evehyuabke recommendations that can be
utilized in practice, at the present time it makeme sense to make recommendations
based on chronological age. (Organizations are rmanie likely to know their
employees’ chronological age than they are to khow old theyfeelor how they feel
about their age.) However, measures of subjectieeaae important in understanding the
experience of the aging worker. | have chosen éocosnparative age as opposed to other
measures of subjective age because it takes cantexdccount and is conceptually
different from chronological age. Comparative agparticularly important when
considered in light of relational demography, whestplains that people compare their
own demographic characteristics (race, gender,edgg,with those of others in their

social contexts to determine how similar or distamihey are to others (Tsui, Egan, &
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O'Reilly, 1992). The level of similarity or dissilaiity then affects work-related attitudes
(Riordian & Shore, 1997). Comparative age also ioles/an “at-work” frame of
reference for respondents, which has been shomtitease the validity of scales used in
organizational research (Hunthausen, Truxillo, Ba&eHammer, 2003). Accordingly,
my research questions are as follows:
Research Question 2 (a-b): Will comparative agelenate the relationship
between given social support and (a) job satisactind (b) job tension?
Research Question 2 (c-d): Will comparative agelenate the relationship
between social support and (a) job satisfaction @dob tension?
Research Question 3 (a-b): Will comparative age enaid the relationship
between interdependence and (a) job satisfactiah(ahpjob tension?
Research Question 4 (a-b): Will comparative age enatd the relationship
between interaction outside the organization anddh satisfaction and (b) job
tension?
Research Question 5 (a-b): Will comparative age enatd the relationship

between feedback from others and (a) job satisiacnd (b) job tension?



SOCIAL JOB CHARACTERISTICS AND OLDER WORKERS 27

Chapter 2
Method
Participants and Procedures

Data for the current study was collected as past lafger research and
intervention project on work, family, safety, angblth with employees at the Portland
Water Bureau’s downtown office. The sample condistel86 employees (out of a total
of 387 employees; response rate was 48%). Sixtyepewere male and 40% were
female. The majority (88%) of the employees wer&eayland the mean age was 49 (ages
ranged from 27-64). Approximately one third (34.98bparticipants had some college or
associate’s degree, while 63.4% had a bachelogeedeor higher. Participants holding
supervisory or managerial roles made up 55.3%hetample, and the average tenure at
the Water Bureau was 11.6 years. Employees worké#tkifollowing departments:
Engineering, Customer Service, Administration, @pens, and Resources & Protection.
Sample job titles held included Principle Engin€austomer Service Supervisor,
Administrative Assistant, and Business Operatiamgsevisor.

Several measures were taken to increase the respatesthe invitation to
participate was sent by the Director of the WateredBu; participants were given a
chance to win one of six $50 Visa Gift Cards; amdrainder email was sent half-way
through the administration of the survey to renentbloyees to participate. Further, the
invitation to participate from the Director of théater Bureau included a short

explanation of our work, and explained that theiitsof the study would be used to

change practices to improve the well-being of elygds. The survey was administered
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online, and participation was voluntary. The comsetter utilized in this study is in
Appendix B.
Measures

Social job characteristics.Social job characteristics were measured with the
Work Design Questionnaire (WDQ; Morgeson & Humph2§06). Morgeson and
Humphrey (2006) distinguish between four socialrabgeristics of a job: social support,
interdependence, interaction outside the organizatind feedback from others. These
categories reflect different ways that social iattions are integrated into a job. There
were six items assessing social support (sampte ifely supervisor is concerned about
the welfare of the people that work for him/hegi) items assessing interdependence
(“Other jobs depend directly on my job”); four iterassessing interaction outside the
organization (“The job involves interaction withgpe who are not members of my
organization”); and three items assessing feedbvaok others (“I receive a great deal of
information from my manager and coworkers aboufabyperformance”). Because none
of the items assessing social support addresseapfiwtunity to give social support to
others, | created three items (based on the sagmdort construct in the WDQ that assess
received social support) for the purpose of meagtthis construct: “My job allows me
to help my coworkers”, “My job allows me to take iaterest in coworkers”, and “I have
an opportunity to help others at work”. These itemese developed by Donald Truxillo
and Jennifer Rineer, based on an understandirfgecddcial support construct.
Specifically, we developed this subscale using espa given social support that are

likely to differentiate older and younger workecsarding to SES theory. Responses to
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items were provided on a five-point Likert scale=(1strongly disagree” to 5 = “strongly
agree”). Cronbach’s alphas for the Social Job CGhearstics subscales ranged from .77-
91.

Job tension and job satisfactionl measured both job tension and job
satisfaction as indicators of well-being. Job tensvas assessed using House and
Rizzo’s 7-item measure of job tension (1972). Thesasure describes an employee’s
psychological and psychosomatic symptoms assocvatbdension experienced at work.
Cronbach’s alpha for the scale in this study wds ABsample item is “Problems
associated with my job have kept me awake at nightlb satisfaction was measured
using a 5-item version of Brayfield and Rothe’s§1pJob Satisfaction Scale used by
Judge et al. (2001). This measure is designed &sune global job satisfaction.
Cronbach’s alpha with this sample was .90. A santere is “I find real enjoyment in
my work”. Responses to items for both measures wereided on a five-point Likert
scale (1 = “strongly disagree” to 5 = “strongly eg).

Age. Participants were asked to report their chroncllgage (in years). | also
assessed subjective age with Cleveland and Shd®92) measure of Comparative Age.
Comparative Age is measured with one item: “In cargon to my coworkers, | would
describe myself as being_ ". Response optian$Much Younger”, “Younger”,
“Neither Younger nor Older”, “Older”, and “Much Gid'.

Control variables. | also assessed various demographic variables,asujb
tenure, managerial status, and race. In prelimidatg analyses, control variables were

identified based on their relationships with stwdyiables and their theoretical
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importance based on past research. A preliminaaiysis of the data was conducted to
confirm compliance with the assumptions of multipdgression and to assure that

statistical outliers were present.
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Chapter 3
Results

Preliminary Analysis

Table 1 shows means, standard deviations, int&lebions, and reliabilities of
study variables. While over half of the social ftaracteristics were significantly
correlated with job satisfaction (feedback fromesthr = .21, p <.01; given social
supportrr =.57,p <.01; social supportr =.58,p <.01) and job tension
(interdependence:= .16, p <.05; given social suppont:=-.27,p <.01; social support:
=-.36,p <.01), neither chronological nor comparative ageensignificantly correlated
with the outcome variables (correlations rangedfr63-.14). Job tension and job
satisfaction were significantly, but not highly celated ( = -.33,p < .01), suggesting
that they are related, but distinct constructs.oBblogical and comparative age were
very highly and significantly correlated£ .83,p <.01). Factor analyses were conducted
on each predictor and outcome variable; resultsoestnated that items loaded as
expected. Further, factor analysis on given satipgport and the traditional measure of
social support (received social support) showetttieatwo-factor model (CFl = .871,
RMSEA = .135) fit better than the one-factor mo@&F| = .781, RMSEA = .172),

providing justification for analyzing the two septely.

Hypothesis Testing

The purpose of the current study was to examinedieeof age as a moderator in

the relationship between social job characteristias job satisfaction and job tension. |
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used moderated regression analyses to test theggdhypotheses. Moderated
regression allowed me to examine the effect ofrd thariable on the relationship
between an independent variable and a dependaabhearin the first regression
equation, job satisfaction was regressed ontodielaracteristic and age. Control
variables (education level, job tenure, income lleweion membership, and supervisory
status) were entered in Step 1 of the regressialysia. In Step 2, the centered job
characteristic was entered into the equation. Aieant 8 (p<.05), in this step indicated
that the independent variable (the job characteyigkplained significant variance in the
outcome variable (job satisfaction), as determimg®”. Age was entered in the third
step of the analysis. A significafi{p<.05) at this step in the regression indicated th
when adjusting for the control variables, both prtts (the job characteristic and age)
accounted for significant variance in job satisfatt AR? was examined to determine the
incremental variance explained by age over andabimt of the independent variable
(the job characteristic) and the control variablesthe final and focal step, the
interaction term (job characteristic x age) wagesd into the regression equation. A
significant4R? in this step indicated that additional variancéoim satisfaction was
explained by the interaction term. This indicateat tage does moderate the relationship
between the job characteristic and job satisfactibnis procedure was conducted for
each job characteristic (given social support,aaipport, interdependence, interaction
outside the organization, and feedback from oth&sxt, the same analyses were
performed using job tension as the outcome varidldeaddress my research questions, |

conducted the same analyses using subjective aggérative age) in place of
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chronological age. This allowed me to see whethere¢sults of the moderation analyses

were similar using subjective age. | graphed gthificant interactions.

The independent and moderating variables (jobfaatien, job tension, and the
five social job characteristics) were standardiredrder to center them, reducing
potential issues of multicollinearity (TabachnickRédell, 2007). Also, centering
improves interpretability by avoiding the problefewaluating one main effect at an
extreme value of the other main effect (Howell, 201A summary of the results of the
regression analyses are presented in Table 2.1&8ktasults of the hierarchical multiple
regression analyses conducted to address all diyjhatheses and research questions
are presented in Tables 3-7.

Hypothesis la (Table 3) predicted that age woulderate the relationship
between given social support and job satisfacsach that there would be a stronger
positive relationship between given social suppad job satisfaction for older workers
than for younger workers. This hypothesis was nppsrted. There was a significant
main effect of given social support on job satistac(p = .32,t(147) = 6.17p < .01),
but no main effect of age on job satisfaction. iriteraction between age and social
support was marginally significant in increasing firediction of job satisfaction, though
not in the direction hypothesizefl £ -.08,F(1,147)=2.82 p=.09, 4R?= .01). As shown
in Figure 2, an increase in given social supparttea greater increase in job satisfaction

for younger employees.
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According to Hypothesis 1b (Table 3), age would prate the relationship
between given social support and job tension. $ipally, there should be a stronger
negative relationship between given social supgadtjob tension for older workers than
for younger workers. This hypothesis was supportacaddition to a significant main
effect of given social support on job tensign=(-.21,t(147) = -3.49p < .01), there was
a significant increase iR? with the addition of the interaction tery £ -.15,F(1,147)
=8.29, p<.01, AR?= .05). (There was no significant main effect of agegiven social
support.) As can be seen in Figure 3, an increageven social support had virtually no

effect on younger employees, but led to a decreged tension for older employees.

Hypothesis 1c (Table 4) stated that age would naidehe relationship between
social support and job satisfaction (specificatit the positive relationship between
social support and job satisfaction should be ggofor younger workers than older
workers). This hypothesis was not supported. Tha® a significant main effect of
social support on job satisfactiop £ .35,t(147) = 6.49p < .01), but neither the main
effect of age nor the interaction of age and saaiabport § = -.01,F(1,147)=.05, p

=.82, AR?= .00) had a significant effect on job satisfaction.

Hypothesis 1d (Table 4) proposed that age woulderaid the relationship
between social support and job tension. Specifictiie negative relationship between
social support and job tension should be strongreydunger workers than older workers.
This relationship was not supported. There wagmifstant main effect of social support

on job tensionf = -.30,t(147) = -5.23p < .01), but no significant main effect of age.
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The interaction of age and social support signifilyaincreased the prediction of job
tension g = -.20,F(1,147)= 11.68, p< .01 AR?= .06), but not in the direction
hypothesized. As seen in Figure 4, an increasedialksupport led to a greater decrease

in job tension for older employees than for yourgraployees.

The relationships using interdependence as a poediariable (Table 4) were
posed as research questions, as the existinguiterdid not provide clear direction as to
how age might moderate those relationships. Res€auestion 1a asked if age would
moderate the relationship between interdependemt¢od satisfaction, while Research
Question 1b addressed whether or not age would ratedihe relationship between
interdependence and job tensibmboth cases, there were neither significant neéfects
of interdependence (= .08,t(147) = 1.43p = .16 for job satisfaction antl= .08,t(147)
=1.45,p = .15 for job tension) nor significant effectstbé interaction of age and
interdependencgd & .01,F(1,147)= .02 p= .90 AR?= .00 for job satisfaction angi=-
.02,F(1,147)= .10, p= .75 4R?= .00 for job tension) on the outcomes. There wese al
no significant main effects of age on either jotistaction or job tension in these

relationships.

Hypothesis 2a (Table 6) stated that age would nateéhe relationship between
interaction outside the organization and job satigbn (specifically, that the relationship
between interaction outside the organization abdsgtisfaction would be positive for
younger employees, and null or negative for oldepleyees). This hypothesis was not

supported. Neither the main effect of interactiomsale the organizatio & .02,t(147)
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=.39,p = .70), nor the interaction of age and interactiatside the organizatiop E-
.07,F(1,147)= 1.78, p= .18 4R?= .01) had significant effects on job satisfaction.
Similarly, Hypothesis 2b (Table 6) proposed tha aguld moderate the
relationship between interaction outside the orzgtion and job tension, such that the
relationship between interaction outside the orgtion and job tension would be
negative for younger employees, and null or positor older employees. This
hypothesis was also not supported. Neither the efé@ct of interaction outside the
organization § = -.02,t(147) = .-.36p = .72) nor the interaction of age and interaction
outside the organizatiog €.03,F(1,147)= .23, p= .59 4R’ = .00) had a significant

effect on job tension.

Hypothesis 3a (Table 7) stated that age should rateléhe relationship between
feedback from others and job satisfaction, suchttiepositive relationship between
feedback from others and job satisfaction wouldtbenger for younger workers.
Hypothesis 3a was supported. There was a signifioaim effect of feedback from
others on job satisfactiog € .15,t(147) = .-2.92p < .01). Further, th&? was
significantly increased by including the interaati@rm in the mode)f(=-.122,F(1,147)
=5.51, p<.05 4R?= .03). (There was no main effect of age on job fatf®n.) As can
be seen in Figure 5, an increase in feedback haagaily no effect on job satisfaction for
older employees, but led to an increase in jolsfeatiion for younger employees.

Hypothesis 3b (Table 7) proposed that age shouldenate the relationship

between feedback from others and job tension (Bpaity, that the negative relationship
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between feedback from others and job tension wbelstronger for younger workers).
This relationship was not supported. Neither thenreéfect of feedback from otherg €

-.06,1(147) = -1.07p =.29) nor the interaction of feedback from othemd agef =-.03,

F(1,147)= .21, p=.65 4R?= .00) had a significant impact on job tension. (Ehems

also no main effect of age on job tension.)
Additional Research Questions

Research Question 2 (a-b) (Table 3) asked whetimparative age would
moderate the relationship between given social ati@md (a) job satisfaction and (b)
job tension. Although the interaction of comparatage and given social support was not
significant in predicting job satisfactiofi €-.015,F(1,147)= .10, p=.76, 4R*= .00), it
was significant in predicting job tensiof £-.226,F(1,147)= 18.35, p< .01 AR’ = .10).
The relationship addressed in Research QuestiasiRbstrated in Figure 6; an increase
in given social support had virtually no effecttbiose with younger comparative age, but

led to a decrease in job tension for those witlelotmparative age.

Research Question 2 (c-d) (Table 4) asked whetiraparative age would
moderate the relationship between social suppar{@njob satisfaction and (b) job
tension. While the interaction of comparative agé given social support did not
significantly predict job satisfactiof €.05,F(1,147)= .96, p=.33 4R*= .00), it did

significantly predict job tensior(=-.17,F(1,147)= 8.56, p<.01, AR?= .05). As
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illustrated in Figure 7, an increase in social supfed to a greater decrease in job

tension for those with older comparative age.

Research Question 3 (a-b) (Table 5) asked whetireparative age would
moderate the relationship between interdependemtéag job satisfaction and (b) job
tension. The interaction of interdependence andpoewative age was not predictive of
either job satisfactiond(=.02,F(1,147)= .09, p=.77, AR*= .00) or job tension&=.01,

F(1,147)= .02, p=.88 AR?= .00).

Research Question 4 (a-b) (Table 6) asked whetimparative age would
moderate the relationship between interaction dattie organization and (a) job
satisfaction and (b) job tension. The interactibmteraction outside the organization
and comparative age did significantly predict jatiaction § =-.10,F(1,147)=4.48, p
<.05, AR?= .03), but not job tensiom8(=.05,F(1,147)= 1.10, p=.30, 4R*= .01). The
interaction addressed in Research Question 4&septed in Figure 8; an increase in
interaction outside the organization led to anease in job satisfaction for those with
younger comparative age, but a decrease in joffaetiion for those with older

comparative age.

Research Question 5 (a-b) (Table 7) asked whetireparative age would
moderate the relationship between feedback frorarsthnd (a) job satisfaction and (b)
job tension. The interaction between feedback fobiners and comparative age was

borderline significant for job satisfactiofi £-.10,F(1,147)= 3.08, p=.08 4R*= .02),
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and not significant for job tensioff €-.01,F(1,147)= .02, p=.90, 4R?= .00). The
relationship addressed in Research Question Hassrated in Figure 9; an increase in
feedback from others had virtually no effect onsiavith older comparative age, but led

to an increase in job satisfaction for those withiryger comparative age.
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Chapter 4
Discussion

This study investigated the moderating effectsgaf @oth chronological and
subjective) on the relationship between socialglo@racteristics and job satisfaction and
job tension. It contributes to the existing liter&t in several important ways. First, it
helps to identify job characteristics that incregdesatisfaction and reduce job tension
for older versus younger workers. This informati@s practical relevance: as the
workforce ages, organizations that are able toldgvebs that accommodate workers
across their lifespan will not only improve thataties and experiences of their workers,
but also obtain a competitive advantage. Secdwrdnéw measure of given social
support utilized in this study allows for a moreanaed view of the Social Support
characteristic delineated in the WDQ. Lastly, 8tisdy leads to an increased

understanding of the way in which subjective adeca$ employees’ work experiences.

Using chronological age, three of the predictédractions were significant (and
in the hypothesized direction), and one was malgisanificant (and in the
hypothesized direction). Thus, overall, half of thygotheses were supported. When
chronological age was replaced with comparative(ageeasure of subjective age), three
of the interactions presented in the research gumsstvere significant, and one was
marginally significant. Furthermore, social job cceristics and age had differential
effects on job satisfaction and job tension, sufipgithe notion that these outcomes are
distinct constructs. In addition, although chromidal age and subjective age were

highly correlated, there were a few cases in whiely differentially predicted the
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outcomes, showing that subjective age is not reaningith chronological age and may

be useful to take into consideration in organizalicstudies.

Social Job Design Characteristics

Social support (given).Contrary to the hypothesis, the newly developedsmea
of given social support — the opportunity to prevgbcial support to others — led to
greater job satisfaction for younger workers thanolder workers, although this
interaction between given social support and ageamdy marginally significant. This
could be explained if given social support is siyrglproxy for increased social
interaction at work. The opportunity to give so@dapport at work would only be present
if there were opportunities to interact with colieas; this is likely important to new
employees, as they strive to gain knowledge arditheir place in the organization. The
interaction between given social support andwggin the expected direction when
using job tension as an outcome, however. An isgr@agiven social support led to a
decrease in job tension for older employees, bdtrtmaeffect on younger employees.
This is what was expected through the lens of $ESry; as people age, they place
higher priority on emotional goals (Carstesen gt1#199). Opportunities to give social
support could help to fulfill the generative nebdttincreases through the lifespan
(Kanfer & Ackerman, 2004). When using subjective ag the moderator, the interaction
between given social support and age was not ggnifin predicting job satisfaction,
but was significant in predicting job tension. Agected, an increase in given social

support led to a greater decrease in job tensiothése with older comparative age.
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Social support (traditional/received).Traditional social support, characterized
by opportunities to receive social support fromeosh did not interact with chronological
age to predict job satisfaction. The result wassdnae when using comparative age in
place of chronological age. Interestingly, theiattion between social support and
chronological ag&vassignificant in predicting job tension, but in tbpposite direction
as hypothesized. An increase in social supportdedgreater decrease in job tension for
older employees than for younger employees. Althahg was not the relationship
hypothesized according to SES theory, it makesesehgn considered in light of SOC
theory: Older adults may need to receive more &sajgport in order to gauge the
effectiveness of their compensation strategias.dtso likely that investigation of
mediators, such as future time perspective (Za&Hemrese, 2009), is needed to
understand these complex relationships. Future piengpective, which describes how
much time individuals believe they have left initHature (and in their careers), relates
to perceptions of remaining opportunities at wége and work characteristics have
been shown to interact to affect these perceptbfisture opportunities, which likely
affect job satisfaction and job tension. Considgsnch mediators would help to reveal
the mechanisms underlying the relationship betwelecharacteristics and indicators of

well being.

When subjective age was used in place of chroncébgige, an increase in social
support led to a decrease in job tension for teadehigher comparative age, but did not

affect those with lower comparative age. While tiogs against my hypothesis, it has
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been proposed that traditional (received) socippstt should be beneficial to employees
throughout the lifespan, as it provides a posiag to cope with difficult work

situations (Truxillo, Cadiz, Rineer, Zaniboni, &décaroli, under review). Furthermore,
these findings provide additional evidence thaegiand received social support should

be considered as different job characteristics.

Interdependence.l did not have a hypothesis for how interdependenmeald
interact with age to affect job satisfaction anld jension. Results showed that not only
were the interactions between interdependence gaaat significant, but that the main
effect of interdependence did not significantlygice job satisfaction or job tension. This
is not totally surprising considering how interde@gence was measured in this study.
Interdependence is said to create a more comphkypatentially motivating job because
it requires increased interactions with coworkerernder for work to be completed
(Kiggundu, 1983). However, the items assessingdefgendence in the WDQ, such as
“The job requires me to accomplish my job befoteeat complete their job”, and “My
job depends on the work of many different peoptatfocompletion” are neutrally
worded. This can be contrasted to, say, an iteesasy) social support that is clearly
positively valenced: “People | work with are fridgpd Thus, it is easy to imagine that
interdependence is neither inherently good nor kattier, the extent to which employees
prefer interdependence may largely rely on theityuaf the relationships they have with

their colleagues, which is not measured with theQUi2ms. Rather, although
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interdependence may be a job characteristic tiffarelntiates jobs, its effects on worker

attitudes and perceptions may be minimal.

Interaction outside the organization.Regarding interaction outside the
organization, only the interaction between intaoacbutside the organization and
subjective age was significant in predicting arcoute: job satisfaction. This interaction
was in the predicted direction; an increase inradgon outside the organization led to an
increase in job satisfaction for those with youngmmparative age, but a decrease in job
satisfaction for those with older comparative ag@s is in line with previous research
on this job characteristic and age: Zaniboni ef2011) found that interaction outside the
organization led to more positive outcomes for ygrimworkers. These findings are
supported by SES theory, which suggests that youmgekers, because of their more
future oriented time perspective, place greataripyion seeking knowledge from social
relationships (Carstensen et al., 1999). Increage&ztnal interactions increase access to a
broader range of social partners, which fulfille thesire to invest in a broad range of
relationships to gather information. In contrasdieo workers have less desire to have a
broad range of relationships and would rather fahas priorities on strengthening
existing relationships. The interaction betweemrattion outside the organization and
age was not significant when using chronologica&, a@r in predicting job tension,

however. This may be due to statistical power issum a relatively small sample size.

Feedback from others.The interaction between feedback from others ared ag

significantly predicted job satisfaction when chotmgical age was used. As
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hypothesized, an increase in feedback had virtuallgffect on job satisfaction for older
employees, but led to an increase in job satisfadtr younger employees. A similar
result was found when comparative age was usedevenwthe interaction was only
marginally significant. These findings make intuitisense: Feedback from others is
likely to be especially important to younger workéecause they are in the beginning
stages of their careers and need such feedbagkdath and development. However, the
interaction between feedback from others and agenwasignificant in predicting job
tension (using either chronological age or subjectige). These results are in line with
the earlier work of Herzberg (1966), who propodet the factors that lead to job
satisfaction are different from the factors thaié¢o job dissatisfaction (or in this case,

job tension).

Social support characteristics and theoryWhile overall, only about half of the
hypotheses were supported (and half of the reseprestion interactions found to be
significant), it appears that the theoretical nadilp based in SES theory, is still sound. It
does appear, however, that instead of there betlifeaentiation between preferences
for given and received social support for workdrditferent ages, older workers simply
prefer more social support in general. This idact, aligned with SES theory
(Carstensen et al., 1999), which would predict thdér workers prefer jobs that are
more relational, and thus more emotionally fulfifi The other cases of unsupported
hypotheses are likely due to statistical powerassur the way items are phrased in the

WDQ.
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Comparative Age

One of the unique components of this study wasnib@ poration of a subjective
age measure in evaluating the relationship betya®design characteristics, age, and
outcomes. Although this study provides some eviddacthe utility of subjective age in
predicting important organizational outcomes, tigh ltorrelation between chronological
age and comparative age suggests that what theomgtructs measure may be
essentially the same. In the future, it may be feiaéto use additional measures of
subjective age that are more conceptually distnoch chronological age. This may
provide greater insight into the experience of plderkers. For example, Barnes-Farrell,
Rumery, and Swody (2002) found that Feel-Old (tkter® to which a worker reports
feeling older than his/her chronological age) weesdingle psychological age variable
(among Feel-Old, Look-Old [the extent to which arkey reports that he/she looks older
than his/her chronological age], Act-Old [the extienwhich a worker reports that he/she
acts older than his/her chronological age], andeiPi@©ld [the extent to which a worker’s
preferred age is older than his/her chronologigal ahat was most consistently related to
measures of work strains and work outcomes. It beathat a positive difference in Feel-
Old (indicating that the respondent feels oldenthea/her chronological age) would
moderate the relationships between job design cterstics and job satisfaction and job
tension as hypothesized in this study to a greatint than chronological or
comparative age. The theories used in this stugyhesize the importance of perceptions

of time remaining and compensation strategiesar@anheeded as one’s needs and
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abilities change throughout the lifespan. It mas@sse to think, then, that the
relationships proposed in this study may depenceroarhow old a person feels than
how old they actually are or how old they are retato others.

Implications for Practice

Research on how to attract and retain older worisgparticularly relevant and
has practical value at this point in history asititeistrialized workforce continues to
age. Some companies are already taking stridesgafot #heir practices to support older
workers. Scripps Health, for example, which waentély named the Best Employer for
Workers over 50 by AARP (formerly the American Asistion of Retired Persons), uses
senior placement agencies to target mature woeketsetirees. Relevant to the current
study, they also employ a Clinical Mentorship Pewgy which gives highly skilled
clinicians the opportunity to serve as role moa@eld teachers (provide social support)
within each patient care unit (AARP, 2011). As literature in this area continues to
develop, it will be possible to make further recoemuations to employers regarding
how to best support their aging workers, in tunmpiioving both the experiences of

workers of all ages as well as overall organizati@ifectiveness.

It may also be beneficial for employers to suppaistcrafting among older
workers. Wrzesniewski and Dutton (2001) descrilieg@fting as the process through
which employees proactively alter the boundarietheir own tasks and relationships at
work. More specifically, employees can change ptaldask boundaries by altering the

number or type of
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tasks that they complete, cognitive task bounddnyaframing their views of their
tasks, and relational boundaries by altering wittom and how they interact and
communicate at work. Older employees in partichkare acquired the knowledge and
skills needed to redesign their jobs to fit theseds and abilities. This may be one of the
most practical recommendations that can be madeggamizations at this point. Although
research on job design and aging has gained momenttecent years, it is still (in

many ways) too early to make general conclusionsitalvhat is most beneficial for
younger versus older employees. However, job o@ftilows each employee to reflect
on their own individual strengths and challenges r@aesign the job to increase their
productivity and satisfaction throughout the agimgcess. (At the same time, it is
important to note that different jobs and industmeay vary in the extent to which job
crafting is possible. For example, a college predess more likely to have the autonomy
and flexibility to adapt their roles than an assiniibe worker. These contextual
constraints would need to be considered beforeesiog job crafting as a workplace
intervention.)

Potential Limitations

As with all empirical research, this study is nathout its limitations. First, the
nature of the data is cross-sectional. As suah difficult to determine causality of
effects. However, since the main focus of this gtwds on interactions — demonstrating
that relationships between antecedents and outcdifiesdepending on a third variable

— the disadvantageous nature of using cross-settiata is mitigated to some degree.
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Second, the study is susceptible to issues retatedmmon method variance, as all data
are self-report. However, one of the primary vdaapchronological age, is less
susceptible to effects of self-report. Additionallyhile the overall gender breakdown of
the sample is known, gender was not collectederdégmographic section of the
guestionnaire. Thus, it could not be included ialgses. As gender may be a useful
control variable, it should be included in fututedies. Another issue with the current
study is the fact that the sample used was relgtsraall, making detection of

interactions difficult. Lastly, the length of thergsey administered warrants some concern
about participant fatigue. It is important to ndteyever, that all scales that were not

deemed completely necessary were removed fromrtakeviersion of the survey.

Implications for Future Research

Because there is little extant research on theaot®n between age and job
design, there are many important avenues for fugearch. For example, contextual
factors of the workplace should be taken into antdBpecifically, age stereotypes and
age diversity climate (Cadiz, 2011) may impact olderkers’ perceptions of their jobs.

In addition, additional job design factors, suctktand knowledge characteristics, should
be investigated in terms of their effect on oldersus younger workers. Further, the role
of other individual difference moderators (in aduitto age), such as knowledge, skills,
abilities, personality, and interests should bevérad (Grant, Fried, & Juillerat, 2010).
This will help provide a more complete picture loé types of job design that support

older workers and the mechanisms in that relatipnsh
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Also, it is important to note that comparative aggy differ in utility based on the
context in which it is measured, and may depentherage range of the employees in a
given workplace. Future studies should also utititteer constructs of subjective age that
may be conceptually more distinct from chronolobage than comparative age.
Measures of Feel Age (Barnes-Farrell, Rumery, amddy, 2002), for example, may

provide more useful in addressing the complexita@gé in the workplace.

Additionally, it is important that future researsé conducted in different
contexts, and with different types of jobs (anaalsth larger samples, to aid in the
detection of moderated relationships). These diffeenvironments could act as
boundary conditions for the mechanisms proposelddrcurrent study. Further
experiments should include both white and blueacallorkers, employees in different
cultures, and a wide range of organizational sgitiincluding private and non-profit
organizations, as well as public organizationshasthe Water Bureau.) Replicating
this type of study in varying contexts will allowsearchers to understand the extent to
which these results are generalizable, and theittonslin which the relationships
between variables change. Along the same linese thay be differential rates of
participation and/or critical differences betweempdoyees according to job type or
department. To address this, future research dlumusider controlling for these factors.
Also, there may be a difference in how supervisoid non-supervisors experience
various work characteristics. Future studies caaldefit from examining these

relationships amongst non-supervisory employeeg dink important to note, however,
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that social desirability effects may come into pilayesponses for non-supervisory
employees in particular, especially for charactesdike given social support (which

employees may feel the need to respond positigly t

Future studies are also needed to investigateothef person-environment fit in
the relationship between job design characteristicsoutcomes. It may be that the
mechanism through which job design affects outcdikegob satisfaction and job
tension is the extent to which an employee percdivat the environmental demands of
their job match their abilities and preferencessdech suggests that older workers
examine whether the degree of fit between theirecuirpositions and their skills and
interests has decreased over time (Feldman & B@6hd,). Because jobs and
organizations often change significantly over tharse of three or four decades (or the
amount of time people generally spend in the workd), older workers sometimes find
themselves in jobs they no longer find rewardingstiirer, even if the work environment
itself does not change much over time, individuae&gacity for dealing with their
environments may do so. The more that older worgerseive declining fit, the more
likely it is they will experience decreased satiifan and increased tension. Thus,
considering person-environment fit as a mediatanld/ikely enhance our understanding
of the processes involved in employees’ respores#teir job characteristics. Further,
Perry, Dokko, and Golom (2012) discuss the neettmnly investigate general person-
environment fit, but also the more specific conseytperson-job fit (match between an

individual’'s knowledge, skills, and abilities [KSPand those required by a particular
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job; Kristof-Brown et al., 2005); person-person(fite extent to which there is fit in the
dyadic relationships formed with others at worlgrgon-group fit (the compatibility
between individuals and their work groups on intespnally relevant dimensions;
Jansen & Kristof-Brown, 2006); and person-orgamizefit (fit between an individual

and an employing organization), in assessing tlatioaship between age and outcomes
such as job satisfaction and intentions to quit.

Other mediators that should be considered in éutesearch in the relationship
between job characteristics and job satisfactiahjah tension include perceived time
remaining (Carstensen, 2006) and perceived opptédsitiZacher & Frese, 2009).
Perceived time remaining, or future time perspegtidescribes how much time
individuals believe they have left in their futuesyd how they perceive that time. Zacher
and Frese (2009) have shown that age is negatigkied to both future time perspective
and remaining opportunities at work. However, tfaynd that work characteristics
moderate the relationship between age and remagppgrtunities, such that the
relationship is weaker with increasing levels df gpmplexity and control. Future
studies would benefit from including these varighdé future time perspective and
perceived opportunities in theoretical modelss possible, for example, that social
support could weaken the negative relationship eebnage and remaining opportunities,
as older adults may have access to a greater nuanterariety of resources (which
could lead to work opportunities) through theiriaboetworks.

A final set of mediators that may provide utilityunderstanding the relationships

examined in this study is the critical psycholoystates of experienced meaningfulness,
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responsibility, and knowledge of results, as prepdsy Hackman and Oldham (1975).
The authors purport that job design characterigtifesct individual and work outcomes
(such as jolsatisfaction) through their effects on these tipggchological states.
Experienced meaningfulness referstie degree to which the employee experiences the
job as one which is generally meaningful, valuahtej worthwhile; responsibility refers
to the degree to which the employee feels perspaatiountable and responsible for the
results of the work he or she does; and knowledigesuilts is defined as the degree to
which the employee knows and understands, on ancmnis basis, how effectively he or
she is performing the job. One can imagine, fotanee, that given social support, or the
opportunity to provide social support to othersyrmerease experienced meaningfulness
of the work. Similarly, the social support charaistic of interdependence may lead to
increased perceptions of responsibility. Lastlgdieack from others is likely related to
knowledge of results. Future studies should congltese psychological states as
mediators, in order to help explain the pathwaysugh which job design characteristics
affect individual outcomes for employees throughbaetlifespan.

A proposed model for future research, which inelkithe potential mediators of
person-environment fit, perceived time remainingrcpived opportunities, and critical
psychological states, is in Figure 10. Examinatbsuch mediators may be the key to
understanding the mechanisms underlying the relstip between social job
characteristics and indicators of work-related altg, as moderated by age. Future
studies examining the role of these variables wbelg to explain why some interactions

in the current study were in the opposite direcbbwhat was hypothesized based on
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Socioemotional Selectivity Theory. This integratmedel should be utilized by
researchers aiming to shed light on the “black bafixhechanisms leading to differential
outcomes in response to the same job charactsristic

Another area for future research regards utiliznmgore nuanced view of the
social job design characteristics. For examplejtdras measuring feedback from others
in the WDQ are neutrally worded and do not take axtcount valence of feedback. Yet,
research has shown that positive and negative &#dbad to positive and negative
affect, respectively, which then has differentifié€ets on work attitudes and behaviors,
including organizational citizenship behaviors,aigzational commitment, and turnover
intentions (Belschak & Den Hartog, 2009). The gahdescription of feedback used in
the WDQ may prevent a clear understanding of tfextf of feedback on worker
attitudes. Similar issues relate to the neutradbyded items regarding interdependence.
A different measure of interdependence (that inetuguality of work relationships or
team climate) may provide a better understanding@gffects of interdependence on
job satisfaction and job tension. Future studiesikhconsider the possibility of 3-way

interaction between, for example, interdependetezan climate, and age.

Relatedly, there are a number of additional fadbeygond age that likely come
into play to explain the relationships between algob design characteristics and
outcomes such as job satisfaction and job ten¥ibthin younger workers and within
older workers, there is likely to be variability amumber of factors, including

personality, which may influence job design prefees. For instance, extraversion (in
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particular, the facet of gregariousness), will ljkiead to greater satisfaction with the
social characteristics of interaction outside tigaaization and social support for
workers of all ages. In other words, a range oftamthl moderators are likely at play,
and these should be examined in future researttteohteraction between age and job

characteristics.

Longitudinal studies examining changes in peoptasdesign preferences over
time would also be highly beneficial. AccordingRoed, Grant, Levi, Hadani, and
Haynes Slowik (2007), the failure to include timgaob design theory can prevent a
theory’s ability to accurately predict individudtitudes and behaviors in organizations,
which are influenced by events that have happeméuki past, are presently occurring,
and may occur in the future. Lastly, future reskaitould examine non-linear
relationships between age and job design outcoRresious research has shown a
curvilinear relationship between age and perforrmakor example, Ng and Feldman
(2008) found that the relationships between agecanel task performance for four age
groups—under 30 years old, 31-35, 36—40, and d¥gedrs old—were .04, .09, .06,
and -.05, respectively. Thus, they explained thatd seems to be an inverted-U shape
relationship between age and task performancedople in different age groups. They
concluded that the relationship between age arfdnpeaince is strongest and most
positive for 31-35 year-olds but weaker for workemsler 30 and negative for workers
over 40. Taking these types of nonlinear agingiaahip into account will help provide

a better understanding of the effects of job deslmaracteristics throughout the lifespan.
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Conclusion

As the workforce continues to age, research oraadggob design will become
increasingly important in Industrial/Organizatioiychology. This study is a critical
first step of a program of research that will helatch workers’ resources with the
demands of their jobs. This study responded te#fide.g., Grant, Fried, & Juillerat,
2010) for the examination of moderators in thetreteship between job design
characteristics and individual outcomes, and chghs the “one size fits all” approach to
job design (e.g., Morgeson & Humphrey, 2006). Spedly, Morgeson and Humphrey
previously stated that “the relationships betwéwnvtork design characteristics and
outcomes tend to be in the same direction forrajpleyees, even if they differ in
strength between employees” (Morgeson & Humphré962p. 1334). Thus, the present
study demonstrates a possible moderator of theteftd job characteristics — age — and
integrates job design (an I/O psychology topicyw8ES theory (a theory arising from

the developmental psychology literature).

In this study, a number of interactions were fotm@le significant, helping to
increase understanding of how younger and oldekeverare differentially affected by
the same job characteristics. Further, the prestadi helped to integrate job design and
lifespan development theories. Additionally, the o$job tension and job satisfaction as
outcomes helps to further differentiate the twaotleéical constructs. Not only did the
outcomes appear to be distinct in factor analytbey, were also differentially predicted

by the independent variables used in this studsgtl{,a&he new measure of given social
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support leads to a more nuanced understandingefatial support construct. This new
measure can subsequently be used to better umitbthantecedents and outcomes of

different types of social support in future studies

As the age diversity of the workforce increasesy rssues arise that can hinder
the productivity and morale of organizations. Unfoately, discriminatory practices
against older workers are not uncommon (Maline®920This is likely in part due to the
fact that companies have not yet learned how tdalege on the strengths and
experiences of older workers, and thus only focudeclines in performance. Moreover,
research is only beginning to examine how to keegkers engaged and productive
across the lifespan. Ultimately, the results of gtudy will support employees
throughout the lifespan, increase the effectiveéssganizations, and provide a useful
basis for understanding how older and younger wer&ee differentially affected by the

characteristics of their jobs.



Table 1
Means, Standard Deviations, and Intercorrelationsoag Study Variables

Variable M SD 1 2 3 4 5 6 7 8 9 10 11 12 13 14
1. Age 48.74 9.80

2. Comparative Age  3.19 .95 .83

3. Job Tenure 11.57 8.0244" 34"

4. Supervisory Status  1.55  .50.24" 30" .27

5. Income level 551 1.47.16 .28 .18 .61

6. Union 162 49 11 .13 .19 760 55

7. Education Level 387 .81 .03 .04 -16 .36 .24 .37

8. SS Given 404 64 03 -04 217 .18 19 25 12 (91)

9.SS 374 53 -07 -05 .09 .06 .11 .16 .17 .60 (.77)

10. Interdependence  3.70 .60-.08 -11 .04 .05 .03 .03 .10 .31° .16 (.81)

11. Interaction 326 .91 .23° 20" .16 -10 -05 -10 -13 .00 .03 .12 (.90)

12. Feedback 303 .86-01 -02 -0l -13 .~ -12 .09 .08 277 13 .13 (.88)

13. Job Satisfaction 365 .75.04 .03 .26 260 247 28" 09 57 58 10 .02 217 (.90)

14. Job Tension 315 .74 14 07 12 .00 .04 -07 25 27 .3'6** 16 .04 -13 33 (.84)

Notes.Cronbach’s alpha in parenthesis on the diagorahgarative Age measured on a scale from 1-5, withniuch
younger than coworkers and 5 = much older than dosve. Supervisory Status was coded as 1 = norAgspe 2 =
supervisor. Income Level ranged from 1-7, with $26,000 and 7 > $100,000. Union was coded asrichumember,
2 = non-union. Education level measured on a doae 1-5, with 1 = some high school and 5 = gradubggree.
SSGiven = Given Social Support. SS = Social Supp®dcial job characteristics were measured orake $om 1-5,
with 1 = strongly disagree, 5 = strongly agree.

*p<.05 **p<.01,N=186
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Table 2

Summary of Interaction Hypothesis Results of Effet6ocial Job Characteristics and Age on Jobs&attion and Job Tension.

Job Satisfaction Job Tension
Social Job Characteristic Chro:gleoglcal Su't;fgegtlve Chro:gleoglcal Sukzggtlve
Given Social Support T N Y Y
Social Support N N Y Y
Interdependence N N N N
Interaction Outside the Organization N Y N N
Feedback from Others Y t N N

Notes.

T denotes that the interaction between the samietlparacteristic and age was marginally signiticapredicting the outcome (either job

satisfaction or job tension).

Y signifies that the interaction relationship wagn#ficant in predicting the outcome; N signifidgt the relationship was not significant.

Hypotheses are in bold, while research questiangaslain text.

N =186
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Table 3

Hierarchical Multiple Regression Analyses Predigtiob Satisfaction and Job Tension from Given $&eigport and Age
(Chronological and Subjective)

Job
Satisfaction

Chronological Age

Subjective Age

Chronological Age

Job Tension

Subjective Age

Predictor S AR R S AR R S AR R S AR R
Step 1 14~ 14 14* 14 .08* .08
Education Level .01 -.01 -.19* -.18*
Job Tenure .01 .01 .01 .01
Income Level .03 .04 .06 .06
Union .07 .09 -.10 -14
Supervisory Status 12 .06 A7 .24
Step 2 21* .35 21* .35 .04* A2
Given Social Support .32* .35*% -.20* 072
Step 3 .00 .35 .00 .36 .00 A3
Age -.05 .01 .02 -.07
Step 4 017 .36 .00 .36 .10* 22
Given Social Support * _ost 02 _ 15+ _ o3

Age

Note.Values reported are for the final equation.

*p<.05, T denotes marginal significange.(10)

N =186
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Table 4

Hierarchical Multiple Regression Analyses Predigtiiob Satisfaction and Job Tension from Social 8ugmd Age (Chronological and

Subjective)
Job Satisfaction Job Tension
Chronological Age Subjective Age Chronological Age Subjective Age
Predictor B AR R B AR R B IR R S IR R
Step 1 14* 14 14* 14 .08* .08 .08* .08
Education Level -.07 -.06 -.13 -.16*
Job Tenure 017 .01t .01 .01t
Income Level .04 .05 .07 .08%
Union .08 .10 -.15 -.16
Supervisory Status A7 A2 15 A1
Step 2 22% .35 22* .36 A1 .18 .09* A7
Social Support .35* .36* -.30* -.26*
Step 3 .00 .35 .00 .36 .00 .18 .01 A7
Age -.01 .00 -.05 -.06
Step 4 .00 .35 .00 .36 .06* 24 .05* .22
Social Support™ gy 05 -.20* -17*

Age

Note.Values reported are for the final equation.

*p<.05, T denotes marginal significange&.(10)

N =183
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Table 5

Hierarchical Multiple Regression Analyses Predigtiiob Satisfaction and Job Tension from Interdepand and Age (Chronological

and Subjective)

Job Satisfaction
Subjective Age

Chronological Age

Job Tension

Chronological Age

Subjective Age

Predictor B AR R B AR R B AR R i AR R
Step 1 14* 14 14* 14 .08* .08 .08* .08
Education Level .03 .03 -.24* -.22*
Job Tenure .02* .02* .00 .01
Income Level .07 .07 .06 .06
Union 24 24 -17 -.22
Supervisory Status -.02 -.06 .13 A5
Step 2 .02 15 .02t .15 .02 .09 .02 .09
Interdependence .08 .097 .08 .09
Step 3 .00 15 .00 .15 .01 .10 .00 .09
Age -.04 -01 .06 -.02
Step 4 .00 15 .00 .15 .00 .10 .00 .09
Interdependence *  ; 02 02 01

Age

Note.Values reported are for the final equation.

*p<.05, T denotes marginal significange&.(10)

N =182
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Table 6
Hierarchical Multiple Regression Analyses Predigtifob Satisfaction and Job Tension from Interac@uriside the Organization and
Age (Chronological and Subjective)

Satii%?ction Job Tension
Chronological Age Subjective Age Chronological Age Subjective Age
Predictor p AR R AR R AR R p AR R
Step 1 14* 14 14* 14 .08* .08 .08* .08
Education Level .07 .09 -.23* -.23*
Job Tenure .02* .02* .00 .01
Income Level .07 .08 .06 .07
Union .25 .23 -.20 -.24
Supervisory Status -.02 -.04 13 A7
Step 2 .00 14 .00 14 .00 .08 .00 .08
Interaction Outside Org. .02 .01 -.02 0.0
Step 3 .01 15 .00 14 .00 .08 .00 .08
Age -.08 -.05 .06 -.03
Step 4 .01 .16 .03* 17 .00 .08 .01 .09
Interaction Outside * 07 10 03 05

Age

Note.Values reported are for the final equation.
*p<.05, T denotes marginal significange.(0)

N =183
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Table 7

Hierarchical Multiple Regression Analyses Predigtiiob Satisfaction and Job Tension from Feedbawk fOthers and Age

(Chronological and Subjective)

Job

Satisfaction
Chronological Age

Subjective Age

Job Tension

Chronological Age

Subjective Age

Predictor S AR R S AR R S AR R S AR R
Step 1 14* 14 14* 14 .08* .08 .08* .08
Education Level -.02 .00 -21* -.20*
Job Tenure .02* .02* .00 .01
Income Level A1 A1+ .06 .06
Union 22 .20 -.20 -.24
Supervisory Status .07 .05 14 A7
Step 2 .06* .20 .06* .20 .01 .08 .01 .08
Feedback from Others 15% .16* -.06 -.05
Step 3 .00 .20 .00 .20 .00 .09 .00 .08
Age -.03 -.01 .04 -.03
Step 4 .03* .23 .02t 21 .00 .09 .00 .09
Feedback from Others * 1% _10t _03 _o1

Age

Note.Values reported are for the final equation.

*p<.05, T denotes marginal significange.(10)

N =183
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Social Job Characteristics

Given Social Support Well-Being
. . Outcomes
Received Social Support
A * Job Satisfaction
Interdependence
Interaction Outside the Job Tension
Organization

Age
Feedback from Others

Figure 1: Model of study variables. Solid lines megent hypothesized relationships.
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Job Sat
w
a1

—¢— Low Age
-—--#--High Age

Low SSGiven High SSGiven

Figure 2.Interaction of given social support and chronatagage on job satisfaction.

Note.“Low Age” = 1 standard deviation above the mear8-58. “High Age” =
standard deviation below the mean = 38.94.



SOCIAL JOB CHARACTERISTICS AND OLDER WORKERS 67

—— Low Age
—-#&--- High Age

Job tension
4
.

Low SSGiven High SSGiven

Figure 3.Interaction of given social support and chronatagage on job tension.

Note.“Low Age” = 1 standard deviation above the mear858. “High Age” =
standard deviation below the mean = 38.94.
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Job tension

—¢— Low Age
--#&--- High Age

Low SS High SS

Figure 4.Interaction of social support and chronologica ag job tension.

Note.“Low Age” = 1 standard deviation above the mear858. “High Age” =

standard deviation below the mean = 38.94.
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Job Sat
w
(67}

—¢— Low Age

/ —-#&---High Age
|

2.5 1 :/

Low Feedback High Feedback

Figure 5.Interaction of feedback from others and chronaabage on job satisfaction.

Note.“Low Age” = 1 standard deviation above the mear858. “High Age” =1
standard deviation below the mean = 38.94.
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—— Low CompAge
-—-#&--High CompAge

Job Tension

Low GivenSS High GivenSS

Figure 6.Interaction of given social support and compaeatige on job tension.

Note.“Low CompAge” = low comparative age = 4.14 on adnp scale. (4 indicates
feeling “older” than one’s coworkers.) “High Comp&g= high comparative age = 2.24
on a 5-point scale. (2 indicates feeling “youngéign one’s coworkers.)
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—— Low CompAge
—-#&-- High CompAge

Job Tension

Low SS High SS

Figure 7.Interaction of social support and comparative @ggb tension.

Note.“Low CompAge” = low comparative age = 4.14 on adnp scale. (4 indicates
feeling “older” than one’s coworkers.) “High Comp&g= high comparative age = 2.24
on a 5-point scale. (2 indicates feeling “youngéign one’s coworkers.)
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Job Sat
w
gl

—e— Low CompAge
---#--- High CompAge

Low Interaction High Interaction

Figure 8.Interaction between interaction outside the orgation and comparative age
on job satisfaction.

Note.“Low CompAge” = low comparative age = 4.14 on adnp scale. (4 indicates
feeling “older” than one’s coworkers.) “High Comp&g= high comparative age = 2.24
on a 5-point scale. (2 indicates feeling “youngéign one’s coworkers.)
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Job Sat
w
(6)]

—— Low CompAge
—-#&--High CompAge

Low Feedback High Feedback

Figure 9.Interaction between feedback from others and coatipa age on job
satisfaction.

Note.“Low CompAge” = low comparative age = 4.14 on adirp scale. (4 indicates
feeling “older” than one’s coworkers.) “High Comp&g= high comparative age = 2.24
on a 5-point scale. (2 indicates feeling “youngéign one’s coworkers.)
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Social Job
Characteristics

Given Social Support

Received Social
Support

Interdependence

Interaction Outside the
Organization

A 4

Mediators
Person-Environment Fit
Perceived Time Remaining
Perceived Opportunities
Psychological States

Experienced
Meaningfulness

Responsibility

Knowledge of Results

74

Well-Being
Outcomes

Job
Satisfaction

Age

Figure 10.Proposed model for future research
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Appendix A
Questionnaire Measures
Strongly | .. Strong|
, _ . gy Disagree{Neutral| Agree gy
Given Social Support Disagree Agree
1. [My job allows me to help my coworkers. 1 2 3 4 5
My job allows me to take an interest in
2 coworkers. 1 2 3 4 d
| have an opportunity to support others
3. lat work. 1 2 3 4 5
Strongly | ..
. gy Disagree|Neutral| Agree Strongly
Disagree Agree
Social Support
| have the opportunity to develop close
1. friendships in my job. 1 2 3 4 d
5 | have the chance in my job to get to 1 9 3 4 5
know other people.
3. | have The opportunity to meet with 1 9 3 4 5
others in my work.
My supervisor is concerned about the
4. |welfare of the people that work for 1 2 3 4 5
him/her.
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People | work with take a personal
interest in me.

People | work with are friendly.

Int

erdependence

[The job requires me to accomplish my
job before others complete their job.

Other jobs depend directly on my job.

Unless my job gets done, other jobs
cannot be completed.

10.

My job activities are greatly affected by
the work of other people.

1.

My job depends on the work of many
different people for its completion.

12.

My job cannot be done unless others do
their work.

Int

eraction Outside the Organization

13.

My job requires spending a great deal
of time with people outside my
organization.

14,

My job involves interaction with people
who are not members of my
organization.

15.

On the job, | frequently communicate
with people who do not work for the
same organization | do.
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My job involves a great deal of
16. [interaction with people outside my 1 2 3 4 5
organization.
Feedback from Others
| receive a great deal of information
17. [from my manager and coworkers about 1 p) 3 4 5
my job performance.
Other people in the organization, such
as managers and coworkers, provide
18. [information about the effectiveness 1 p) 3 4 5
(e.g., quality and quantity) of my job
performance.
| receive feedback on my performance
19. [from other people in my organization 1 2 3 4 5
(such as my manager or coworkers).
Neither
Much Older Much
Comparative Age Younger Older
P g Younger g nor Older
Younger
In comparison to my coworkers, | would
1. ldescribe myself as being ____. 1 2 3 4 5
. Strongly| .. Strong|
Job Tension . gy Disagree| Neutral | Agree gy
Disagree| Agree
1. My job tends to directly affect my health. 1 2 3 4 5
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2. [ work under a great deal of tension. 1 2 3 4 5
3. [ have felt fidgety or nervous as a result 1 2 3 4 5
of my job.
If I had a different job, my health would
4. probably improve. 1 2 3 4 J
5. [Problems associated with my job have 1 2 3 4 5
kept me awake at night.
| have felt nervous before attending
6. meetings in the company. 1 2 3 4 5
| often “take my job home with me” in
7. [the sense that | think about it when 1 p) 3 4 5
doing other things.
. . Strongly| .. Strong|
Job Satisfaction . gy Disagree{Neutral| Agree gy
Disagree Agree
1. [ feel fairly satisfied with my present job. 1 2 3 4 5
2. Most days | am enthusiastic about my 1 2 3 4 5
winrk
3 Each day at work seems like it will never 1 9 3 4 5
end.
4, |l find real enjoyment in my work. 1 2 3 4 5
5. | consider my job to be rather unpleasant. 1 2 3 4 5
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Appendix B

Survey Consent Letter

You are invited to participate in a study condudigdrs. Leslie Hammer and Donald
Truxillo at Portland State University. They aredsting the factors affecting employees’
health, well-being, and work experiences. All woskat the Water Bureau’s downtown
office are invited to participate.

How long will it take?

If you decide to participate, we ask that you cagtgtwo questionnaires - this one, and a
second survey we will send you in a few monthschEshould take about 20 minutes.
The surveys contain questions about your thoudgd$ings, and behaviors related to
your job.

As a participant, you:

« Will have a chance twin one of six $50 Visa gift card$or each survey you
complete
e Must complete this questionnaire by October 28th, @11

Are my responses confidential?

e Your responses are completely confidentiand will not be linked to you in any
way

e We will match your survey now with the survey givara few months by means
of an anonymous code. We will also ask you to gtehe name of your
workgroup_onlyso that we can analyze the data by workgroups.

e The results of this research will only be repoitedggregate form (everyone’s
information will be pooled together and summariz&) information on any
individual or workgroup will be provided to management.

You do not have to take part in this study. Yoanrtigipation will not affect your
standing as an employee at the Water Bureau. Yguatsa withdraw from this study at
any time without affecting your relationship witietWater Bureau.

If you have concerns or questions about your sigista participant, please contact:

Human Subjects Research Review Committee
Research + Strategic Partnerships (RSP)

PO Box 751, Portland, OR 97207

(503) 725-4288 / 1-877-480-4400
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If you have questions about the study itself, pdeeontact:

Dr. Donald Truxillo
(503) 725-3969
truxillod@pdx.edu
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