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Abstract: Beyond the obvious positive effect on employees, job satisfaction is also critical for
organizations. Job satisfaction affects workers’ turnover intents, while also predicting employees’
commitment to their workplace and their performances. Thus, not surprisingly, most organizations
strive for employee satisfaction. The goal of the study is to examine which job characteristics and
workplace practices affect the job satisfaction of employees, and particularly that of older ones (55+),
and, in turn, enhance their will to work and may encourage them to work longer. Our analysis of the
Social Survey for 2016 from the Israel Central Bureau of Statistics focused on job conditions and
revealed that income satisfaction, additional benefits, a sense of belonging and work-life balance
enhance job satisfaction and the desire to work longer, particularly among older workers. Among
younger workers, a higher significance was found for professional training and skills. Implications for
organizations and policymakers are discussed.
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1. Introduction

Job satisfaction represents employees’ level of liking versus disliking their jobs (Spector, 1997).
Beyond the obvious positive effect on employees, job satisfaction is also critical for organizations. Job
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satisfaction affects workers’ turnover intents (Lambert & Hogan, 2009), while also predicting
employees’ commitment to their workplace (Igbaria & Guimaraes, 1993) and their performance (Jalagat,
2016). Thus, not surprisingly, most organizations strive for job satisfaction among their employees.

Special attention to older workers is important in this regard, because older workers’ job satisfaction
may influence their desire to remain in the labor market and postpone their retirement. Population aging
is a phenomenon faced by policymakers in many developed countries (Axelrad & Mahoney, 2017), and
from a macro-level perspective, working longer relieves the pressure on pension systems (Mermin,
Johnson & Murphy, 2007). Hence, it may be worthwhile for policymakers to encourage older workers
to work longer and motivate employers to prolong the working life of their employees.

The goal of the current research is to examine which workplace practices can enhance the job
satisfaction of older compared to younger workers, which, in turn, may affect older workers’ will to
work longer. In the study, we analyzed the job characteristics, job practices and levels of job
satisfaction of workers aged 25—54 and 55+, as well as the differences between the two groups in terms
of their will to work despite having the option of retiring. The cutting point age of 55 was chosen to
differentiate between older and younger workers based on previous studies (Hill et al., 2014; Ng &
Law, 2014; Wilckens et al., 2020), as well as the notion that many workers start to think about
retirement around the age of 55. A trend of declining employment rates after the age of 55 is noticeable
in various countries (OECD, 2022). Based on the question: “If you could financially afford not to work
at all, would you work?”” we can differentiate between workers who want to work and those who need
to work due to their financial situation. The group of older workers is of special interest, because
analyzing their characteristics allows organizations and policymakers to understand what practices and
measures can prolong their working life.

2. Literature review

Job satisfaction is a much-researched variable in the field of workplace psychology (Lu et al.,
2012). It refers to the extent to which an individual’s expectations of a job match their actual rewards
from this job (Bruck et al., 2002). Alternatively, job satisfaction may be defined as the extent to which
people like (feel satisfied with) or dislike (feel dissatisfied with) their jobs (Aziri, 2011). Job
satisfaction suggests that an individual works at a job they enjoy, that they do it well and that they feel
adequately rewarded for their efforts. It also suggests that they are enthusiastic and happy with their
work (Kaliski, 2007).

Few theories can explain important contributors to job satisfaction. Maslow’s (1981) hierarchy of
needs theory suggests that human needs can be divided into a five-level hierarchy (i.e., physiological
needs, safety, belongingness/love, esteem and self-actualization); it has been used to explain job
satisfaction because the theory’s main components are applicable to the work setting. Within an
organization, financial compensation may enable employees to fulfill their basic physiological needs.
Feeling physically safe in their work environment and secure in their jobs fulfills the employees’
safety/security needs. When these needs are satisfied, employees can focus on developing positive
relationships with colleagues and supervisors in the workplace, which helps them feel a sense of
belonging to their organization. Employees seek to feel valued and appreciated by their organization,
which allows them to pursue self-actualization and fulfill their potential.

The motivator-hygiene theory (Herzberg, 1966) argues that, rather than being on the opposite
ends of the same continuum, job satisfaction and dissatisfaction are separate entities. While job
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satisfaction is related to “motivating” factors like satisfying wages, fair benefits, recognition and
achievements, job dissatisfaction is related to “hygiene” factors, such as working conditions, job
security and quality of management. Since the hygiene and motivational factors are viewed as
independent, an employee might be both or neither satisfied/dissatisfied at the same time.

The job characteristics model (Hackman & Oldham, 1975) argues that five job characteristics
(i.e., skill variety, task identity, task significance, autonomy and feedback) influence three
psychological states (i.e., meaningfulness of work, responsibility of outcomes and knowledge of
results). The three psychological states then lead to a number of potential outcomes, one of which
is job satisfaction. Thus, by improving the five-core job dimensions, the organization can increase
job satisfaction.

2.1. Job satisfaction: personal and job characteristics

Previous studies have revealed some correlations between personal traits and job satisfaction.
Education level was found to be significantly and positively correlated with job satisfaction, i.e.,
individuals with a higher level of education are usually more satisfied with their jobs than those with
a lower level of education. Other studies found that married individuals tend to be less satisfied with
their jobs than those who are not married (Gazioglu & Tansel, 2006). Similarly, work-family conflicts
were found to be negatively associated with job satisfaction (Bruck et al., 2002). Interestingly, no
conclusive association was found between gender and job satisfaction (Spector, 1997). In some studies,
women were found to report a higher level of job satisfaction than men (Gazioglu & Tansel, 2006),
whereas others found no significant differences between men and women in overall levels of job
satisfaction (Franék & Veceta, 2008).

Ellickson and Logsdon (2002) argued that demographic variables are relatively poor predictors
of job satisfaction compared to environmental factors. Different studies have found that organizational
factors and environmental factors such as wages and benefits satisfaction, performance appraisal
satisfaction, equipment and resources, training and supervisory relationships are positively associated
with job satisfaction (Ellickson & Logsdon, 2002; Gazioglu & Tansel, 2006; Leppel et al., 2012).

Therefore, our first research questions were as follows:

RQI1: What are the effects of workplace practices (weekly working hours, additional benefits),
personal sense-feelings (satisfied with income, involved in improvement, influence important
decisions, useful work, balance, job security, feel at home, feeling discrimination), job characteristics
and conditions (dangerous job, education-related, new working methods) on the job satisfaction of
workers aged 25—-54 compared to those aged 55+?

Thus, we hypothesized the following:

Hla: Longer weekly working hours will be found to be negatively associated with job satisfaction.

H1b: Dangerous jobs will be found to be negatively associated with job satisfaction.

Hlc: Satisfactory income will be found to be positively associated with job satisfaction.

Additional benefits (H1d), a job that is education-related (HIle), new working methods (H1f),
involvement in improvements (H1g), influence on important decisions (H1h), useful work (H11),
balance (H1j) and job security (H1k) will be found to be positively associated with job satisfaction.

H11: Feeling discrimination will be found to be negatively associated with job satisfaction.

HIm: Feeling at home will be found to be positively associated with job satisfaction.
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Many of the studies about the relationship between job characteristics and job satisfaction have
been cross-sectional. While job characteristics may be associated with job satisfaction at a specific
point in time, these characteristics are likely to compound over time to predict long-term attitudes
toward work. In this case, no single event is expected to have a massive effect on overall outcomes,
which will be revealed over time. Studies that chose a longitudinal methodology allowed not only
separation between variables over time, but also the ability to control for the initial job satisfaction
while predicting later job satisfaction (Grandey et al., 2005; Probst & Brubaker, 2001). In some cases,
the results of the longitudinal study supported the relationship found in the cross-sectional study
(Probst & Brubaker, 2001), while in others, it appears that the relationship between the variables varies
(Grandey et al., 2005). Previous findings have revealed that cross-sectional and longitudinal studies
go somewhat hand in hand with regard to the proposed relationships between workplace practices and
job satisfaction (Grandey et al., 2005; Dobrow Riza et al., 2018; Toropova et al. 2021).

2.2. Job satisfaction of older workers

The relationship between age and job satisfaction tends to be U-shaped, or positive and linear
(Gazioglu & Tansel, 2006; Smerek & Peterson, 2007; Ng & Feldman, 2010). Both correlations suggest
that older employees are well adjusted to their job and obtain more intrinsic rewards from it (Mottaz,
1987). In a U-shaped relationship, job satisfaction declines during the initial stage and then rises as
employees get older (DeSantis & Durst, 1996). The linear view assumes a positive relationship between
job satisfaction and age because older employees have more realistic expectations about their jobs and a
stronger sense of achievement than the younger employees (Ng & Feldman, 2010). Research has also
found that older workers’ job satisfaction is more closely related to the internal rewards of work than that
of younger workers (Peeters et al., 2008), implying that older employees are more satisfied with their
job-related rewards than their younger counterparts (Tausif, 2012). According to the socio-emotional
selectivity theory (Carstensen, 1992), as people age, they become more aware of their limited time left
and put greater emphasis on positive experiences. Consequently, older workers are expected to focus
more on the positive aspects of their job, which then leads to greater job satisfaction. Other studies,
however, presented an inverse relationship between job satisfaction and age, suggesting that older
employees’ excitement about their job declines over time and with routine (Jung et al., 2007).

Workers aged 55 or more may have an option of retiring. According to Higgs et al. (2003), older
workers continue to work either because of financial reasons, the job itself or their traditional work
ethics. However, Lord (2004) examined the work motivation of older workers and found that the
primary reasons that older workers remain in the labor market are their enjoyment of working, their
satisfaction from using their skills and their sense of accomplishment from the job they perform.
Regardless of the nature of the relationship between age and job satisfaction, all studies agree that job
satisfaction is a significant determinant of the intention to retire later and thus prolong one’s working
life (Kautonen et al., 2012).

Job satisfaction is a central variable in many theories about withdrawal behavior (Spector, 1997).
According to the theory of work adjustment (TWA), for example, work satisfaction is considered a
predictor of continued work. The theory has been applied to retirement (Dawis et al., 1964) and
suggests that career decisions are made based on the fit between the person and their environment.
According to the theory, individuals tend to adjust to their workplace or seek out new employment
based on their level of satisfaction with their work. Furthermore, according to this theory, employers
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offer additional reinforces (e.g., retention, promotion) based on the employee’s level of satisfaction.
Work adjustment determines job satisfaction; hence, older adults who consider whether or not to delay
their retirement may be considering the person-environment fit as part of their retirement decision
(Lytle et al., 2015). Additionally, discrimination was found to negatively affect self-efficacy and predict
both work satisfaction and the intention to continue working (Foley & Lytle, 2015).

On the other hand, a different study found that people with high levels of job dissatisfaction are
significantly more likely to retire (Clark et al., 2014). The effect of job satisfaction on retirement was
found to be slightly stronger for women. Studies have found no difference in the effect of job
satisfaction between salary earners and self-employed individuals (Kautonen et al., 2012).

Since demographic trends and projections have shown that the rates of workers aged 55 or older
in the labor market are expected to increase, organizations have to consider older workers’ unique
characteristics and career development needs when they develop policies and practices. Given that
older workers may expect different types of obligations from the organization as compared to younger
workers, they may use their experience when making late career-related decisions (Wang, & Zhan,
2012), like early or late retirement. Even retirees may want to engage in career bridge employment
because they are satisfied with their job (Wang et al., 2009).

Therefore, our second research questions were as follows:

RQ>: What are the effects of personal characteristics and job satisfaction on the will to work
among both age groups?

Accordingly, we hypothesized that workers’ job satisfaction influences their willingness to work
when they can afford not to work (/>). As in the case of the first research question, previous findings
have revealed that the directions between the variables in the cross-sectional studies and longitudinal
studies—although varying—still hold from one design to another (Cote & Morgan, 2002; Nagar, 2012).

3. Method and analytical strategy
3.1. Data and sample

We employed data from the Social Survey for 2016 that was conducted by the Israel Central
Bureau of Statistics (ICBS). The Social Survey is an annual survey that provides up-to-date
information about the Israeli population and its living conditions. The survey questionnaire consists of
two main parts. The first part contains around 200 questions that cover various areas of life, such as
health, employment and economic status, which are repeated each year. The second part of the survey
concentrates on a new topic each year. The main topic of the 2016 survey was working conditions. It
focused on the well-being of individuals and their work. Participants were asked questions about their
work environment, the nature of their work, their working hours and exposure to violence.

The sample for the 2016 ICBS Social Survey included 7,048 participants. As we are interested
in the impact of job satisfaction on employment decisions, we focused only on employed individuals.
Thus, we have excluded from our sample all observations which were classified as unemployed in
the year they were surveyed. Furthermore, we also excluded all respondents aged 24 years and
younger from our sample because labor-force participation rates at these ages are lower, as many
individuals in this age group in Israel are still in the military service or studying in academic
institutions. Therefore, the final sample included 4,122 individuals, where 3,161 were aged 25-54
and 961 were aged 55 or more.
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3.2. Measures

The dependent variable was the “will to work™, formed as a yes/no question that was based on
the question: “If you could financially afford not to work at all, would you work?”” Those who answered
“yes” to the question in the survey (coded 1) were identified as wanting to work.

The main explanatory variable was “job satisfaction”, which can be defined as both a general
feeling or a constellation of related attitudes (Spector, 1987). As we are interested in the overall attitude,
we used the global approach. The ordinal variable we used was based on the question: “In general, are
you satisfied with your work in your current workplace?” Respondents were asked to indicate their
agreement on a four-point Likert scale (1 = not satisfied at all; 4 = very satisfied). “Job satisfaction”
was designed as an ordinal variable which would help us figure out the minimum levels of job
satisfaction for employees; Thus, we could determine at which point the variable “job satisfaction”
begins to significantly affect their willingness to work when they can afford not to work.

“Professional courses” was a dummy variable based on the question: “Did you take any
professional training courses such as bookkeeping, programming, carpentry, etc.?” The respondents
coded 1 if yes and 0 if not. Unskilled was a dummy variable coded 1 if yes and 0 otherwise. It is worth
noting that the proportion of unskilled workers in each group was not particularly high and amounted
to about 4%. “Weekly working hours” was an ordinal variable based on a categorical self-reported
item given an eight-point Likert scale (1 =1 to 4 hours, 2 =5 to 9 hours, 3 = 10 to 19 hours, 4 = 20 to
34 hours, 5 =35 to 42 hours, 6 =43 to 49 hours, 7 =50 to 59 hours, 8 = 60 hours or more).

The variable “satisfied with income” was an ordinal variable based on the question: “Are you
satisfied with your work income?” Respondents were asked to indicate their agreement on a four-point
Likert scale (1 = not satisfied at all; 4 = very satisfied). “Education-related” was an ordinal variable
that expressed the connection between current job and previous studies, based on the question: “To
what extent is your current work related to the field of your academic studies or to your post-secondary
education?” This item was measured by using an-four-point Likert scale ranging between 1 (not at all)
and 4 (yes, to a large extent).

The variable “new working methods” was based on the statement: “In the last three years, have
any new working methods and technologies with direct impact on your work environment been
introduced in the workplace?”” The respondents coded 1 if yes and 0 if not. “Involved in improvement”
was an ordinal variable based on the respondent’s answer to the question: “Were you involved in
improving and organizing your work or work processes in the department or organization?” This item
was measured by using a four-point Likert scale ranging between 1 (never) and 4 (always, often).
“Influence important decisions” was an ordinal variable based on the question: “Can you influence an
important decision for your work?” Respondents were asked to indicate their agreement on a four-
point Likert scale (1 = never; 4 = always, often). The variable “useful work™ was an ordinal variable
based on the question: “Do you feel that you are doing a useful job?”” with answers ranging between 1
(never) and 4 (always, often).

“Balance” was an ordinal variable that indicated the respondents’ feelings about the balance
between work and other areas of life. The question was: “How satisfied are you with the balance between
the time you devote to a paid job and the time you devote to other areas of your life?” This item was
measured by using a four-point Likert scale ranging between 1 (not satisfied at all) and 4 (very satisfied).
The variable “job security” was an ordinal variable based on the question: “Do you have any fear that
you will lose your job in the coming year?” Respondents were asked to indicate their agreement on a
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four-point Likert scale (1 = very high fear; 4 = not at all). “Feel at home" is a variable that can imply a
sense of belonging and commitment (Polat et al., 2017). It was based on the respondents’ answer to the
yes/no question: “Do you “feel at home™ in your workplace?”” [A common expression in Hebrew slang
that indicates a feeling of belonging]. This item was coded 1 if yes and 0 otherwise.

The study also included three computed variables. The variables were calculated based on some
of the survey questions, as described below. “Dangerous job” was an average of nine ordinal variables
based on the respondents’ answers to questions such as “Are you exposed to noise, smoke, gas,
chemicals in your main job?”, etc. All of these items were measured by using a five-point Likert scale
ranging between 1 (never) and 5 (all the time). Therefore, the resulting covariate was a continuous
variable ranging between 0 and 5. “Feeling discrimination” was calculated based on the sum of 14
yes/no questions, each referring to the respondents’ feeling about any kind of discrimination in the
workplace, such as verbal or physical violence, sexual harassment, etc. All items were coded 1 if yes
and 0 otherwise.

The last computed variable, “additional benefits”, was a sum of nine dummy variables indicating
arange of benefits offered to the worker as part of his/her terms of employment, such as bonuses, profit
sharing, disability and life insurance, free meals, participation in vehicle maintenance, etc. Each item
was based on a yes/no question, with yes coded as 1 and no coded as 0. As a result, the computed
variable ranged between 0 and 9.

We also included socio-demographic characteristics. Gender was a dummy variable coded as 1
if female and 0 if male. Married was a dummy variable designed to indicate an individual’s marital
status; it was coded as 1 if married and O otherwise. Health status was an ordinal self-rated variable
on a four-point Likert scale ranging between 1 (poor) and 4 (very good). Table 1 summarizes the
descriptive statistics and the differences between the two age groups, i.e., 25-54 years old and 55+
years old (Table 1).

Table 1. Descriptive statistics for variables of interest, by age group.

Variable 25-54 years old 55 years old and more T test
N=3,161 N=961
Gender (female) 48% 45%
Married ® 71.56% 75.96% —2.68"""
Health? 3.62 3.16 19.77°
Poor 0.44% 1.36%
Not so good 4.38% 15.78%
Good 27.78% 47.96%
Very good 67.40% 34.90%
Will to work (yes) 75.93% 71.38% 2.84™
Job Satisfaction 3.19 3.23 -1.43
not satisfied at all* 2.04% 2.30%
not so satisfied * 10.40% 8.58%
satisfied * 52.44% 53.14%
very satisfied 34.76% 35.98%

Continued on next page
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Variable 25-54 years old 55 years old and more T test
Professional Courses (yes) 33.19% 41.42%
Unskilled 3.7% 4.0% —-0.50
Weekly Working Hours (Avg., SE)  5.87 (2.35) 5.67 (3.12) 3.44™
Satisfied with Income 2.59 2.56 0.75
not satisfied at all* 10.71% 12.58%
not so satisfied * 30.36% 29.49%
satisfied * 48.63% 47.04%
very satisfied* 10.30% 10.89%
Education-Related 2.93 2.86 1.16
not at all* 25.22% 29.50%
not so much* 6.74% 5.04%
yes, to a certain extent* 17.90% 15.47%
yes, to a large extent* 50.14% 50.0%
New Working Methods (yes) 35.65% 34.03% 0.92
Involved in Improvement 3.19 3.14 1.25
never‘ 12.4% 16.77%
rarely 8.61% 8.83%
sometimes * 26.19% 18.41%
always, often 52.79% 55.99%
Influence Important Decisions 2.99 2.84 3.12"
never‘ 16.61% 23.27%
rarely 11.27% 10.88%
sometimes * 28.29% 23.67%
always, often” 43.83% 42.18%
Useful work 3.79 3.89 -5.07""
never* 1.37% 0.63%
rarely 2.10% 1.15%
sometimes * 12.44% 7.02%
always, often 84.10% 91.20%
Balance 2.53 2.78 —~7.88"""
not satisfied at all 12.80% 6.86%
not so satisfied “ 31.95% 22.68%
satisfied * 44.46% 54.54%
very satisfied 10.80% 13.92%
Job Security 3.49 3.59 —3.94™
very high fear* 2.26% 2.08%
little fear* 6.91% 5.92%
high fear* 30.85% 22.70%
very high fear* 59.97% 69.30%
Feel at Home (yes “) 84.1% 87.5% -2.62""
Dangerous Job ° 1.61 1.54 2.03"
Feeling Discriminated ° 0.20 0.14 425"
Additional Benefits® (Avg., SE) 3.14 (2.35) 2.72 (2.41) 4.79"

Note: ? Frequency in the sample; ® Computed Variables; "p < 0.1, **p < 0.05, *p < 0.01.
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Table 2. Pearson’s correlation between variables-Coefficients and significance levels.

Satis  Professi  Unskill Weekly Danger Satisfie Additio Educa New Involved  Influence  Useful Balance Job Feel at Feeling
fied onal ed Workin ~ ous Job  d with nal tion- Working  in Important ~ Work Security Home  Discri
with  Courses g Income Benefits Relate Methods Improve Decisions minate
Job Hours d ment d

Satisfied | B T T T

with Job

Professional 0.040 1 = - —em eeee e e e e e e e e e e e

Courses gk

Unskilled -0.1 —-0.0726 1 - - - - - - - - - - - - -
k%

Weekly 0.033  0.0006 -0.084 1 - - - - - - - - - - - -—

Working 8** Ok

Hours

Dangerous —-0.1 0.0036 0.0920  0.0543 | T
skk

Satisfied 0435 -0.0294 —0.065 0.0918 —0.107 1 === seeem e eeeee e eee e e e e

WithInCOme 2*** sk 3*** skskok 4***

Additional 0.170  0.0722* —0.120 0.1174 —0.032 02101 1 === = e e e eeem e e e

Beneﬁts 8*** k3k 5*** kokok 9** kokok

Education- 0.179 -0.0408 —0.167 0.0071 —0.074 0.1269 —0.182 1 - e e e e e e e

Related JEEE ok T AR Ok Rk [ *H%

New 0.151 0.0983* —0.114 0.1112  0.0216  0.1347 03605 0.142 1 - == eeeem e e eeee e

W()rking 8*** sk ‘7*** skskok skskok skskok 6***

Methods

Involvedin  0.280 0.0859* —0.190 0.1074 —0.057 0.1744  0.3274  0.153  0.2052** 1 - ceeem eeem e e e

ImprOVeme 8*** k3k 3*** skokok 7*** kokok kokok 9*** %

nt

Influence 0.288 0.1079* —0.238 0.1489 —0.112  0.2048 0.3497  0.221  0.2218** 0.5907** 1 - - - - -

Important 7*** k3k 5*** skokok 4*** kokok kokok 0*** % %

Decisions

Useful work  0.238  0.0580* —0.116  0.0092  -0.0218 0.1195 0.1098  0.132  0.1045**  0.2698**  0.2574*** | - -—-- - -

Balance 0.263 -0.0401 —0.027 -0.202 —0.083 0.2310 —-0.046 0.024 —0.0934* 0.0308* 0.0141 0.069 1 -—-- -—-- -

Job Security  0.262 0.0775*  —0.057 —0.000 —0.086 0.1938 0.1875  0.070  0.1259**  0.1558**  0.1931*** 0.155  0.0932* 1 - -

Feel at 0.341 0.0681* —0.107 0.0143  0.0021  0.1853  0.1488  0.076  0.1273**  0.2764**  0.2961*** 0.241 0.1208*  0.2092* 1 -

Home gk Qi ook ook 5o * * Qksk *% *%

Feeling —0.14 0.0590* -0.003 0.0524 0.1939 -0.126  0.0208 —0.00 0.0664** —0.0500* —0.0741* -0.06 —0.1548 -0.0888 —0.10 1

Discriminated =~ 63***  ** 1 Hkok Hkok 5wk 14 * *k ok GE**®  dokok Kok A4%%%

Notes: *, ** and *** denote statistical significance at the 10%, 5% and 1% levels, respectively.

National Accounting Review

Volume 4, Issue 3, 287-309.



296

3.3 Preliminary analysis

Since many of the measures are new, during the initial analysis of the data, we examined each of
the variables separately. We first ensured that there was no multicollinearity between the variables. We
then conducted a confirmatory factor analysis that included relevant variables. As a result, we could
use the selected measures while also including the three calculated variables (dangerous job, feeling
discrimination and additional benefits) mentioned before. For example, the scale reliability coefficient
of the variable “dangerous job” was 0.92. Table 2 presents correlations between variables.

3.4 Empirical framework

Taking job satisfaction as an exogenous variable may bias the regression coefficient estimates. We
considered that the possible reason for this bias is that job satisfaction may be a variable correlated with
personal attributes and sense-feelings or job characteristics, such as income satisfaction, weekly
working hours, etc. We therefore assumed that job satisfaction is an endogenous covariate (Keon &
McDonald, 1982). Mediation analysis was not calculated because the current study did not examine the
direct causal relationship between each independent variable (such as job characteristics and workplace
practices) and the dependent variable “will to work”. Rather, we examined whether and how the
outcome variable “will to work™ is affected by employees’ job satisfaction, which, in turn, is influenced
by exogenous covariates (such as job characteristics and workplace practices). In other words, the
variable “job satisfaction” can be considered endogenous, since it can be explained by other factors.

In order to solve the potential problem of endogeneity of the explanatory variable and obtain
the consistent and unbiased estimates of the model parameters, we used the instrumental variables
(IVs) method, which is processed by the two-stage estimation technique. This method is also the
most appropriate econometric method, as “job satisfaction” is an ordinal variable, with answers on
a four-point Likert scale (Greene, 2018).

3.5 Method of Instrumental Variables (IVs)

To understand how the IV estimation works (Hill, Griffiths, & Lim, 2018), consider the following
multiple regression model, which is known as a structural equation model:

Yy = Bo + Bix1 + Paxy +o +Pr_1Xpk—1 + Brxi + € (1)

Suppose we know, or suspect, that there are two types of covariates among the explanatory
variables: exogenous (Xq,X, ..., Xx_1) and endogenous (xj). This means that the first group of
variables is uncorrelated with the residual term &, while x;, is correlated with the regression error, and
thus is endogenous.

As mentioned above, IV estimation can be carried out using a two-step procedure, with an
appropriate econometric model at each step, such as least squares regression, a logistic function, a
probit model, etc. The function of the first stage has the endogenous covariate x;, on the left-hand side,
all K—1I exogenous regressors (X, Xy, ..., X;_1 are included in the structural model (1) and L potential
“external” IVs (z4, Z,, ..., Z;) are external to the structural model (1) on the right-hand side. Notice that
there are necessary conditions without which IV estimation is ineffective: (I) zq, z,, ..., Z;, are not
correlated with the residual term e of the structural equation. They must also be exogenous; (II)
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Z4,Zy, ..., Z, affect the outcome variable y only through x; (i.e., IVs do not have a direct effect on y,
which is known as exclusion restriction); (IIl) z;, z5, ..., Z; are strongly (or at least not weakly)
correlated with x;, (assessing the strength of instruments is discussed in the next section). This equation
is defined as follows:

Xk = VYo +Vixy +Vaxy + +Vi—1Xp—1 + 0121 + 022, +- +0,2, +v ()

where v is a random error term that is uncorrelated with all explanatory variables.
Then, we estimate the first-stage regression (2) via an appropriate econometric approach and
obtain the fitted value (X ), as shown below:

Rk = Po + Paxs + PaXy + - + PpoaXpor + 0120 + Oy2, + - + 0,2, (3)

The fitted value X, is a linear combination of all of the right-hand side covariates that we have
available.

Then, we estimate the second-stage equation, which is based on the original specification of the
structural model (1) with X, replacing x,. Formally, the equation to be estimated is:

y = Bo + B1x1 + Baxy +-+ +Bi_1xk—1 + BiXy + € 4)

where £* is an error term in the second-stage regression. The estimation of Function (4) is justified
because, in large samples, €* is uncorrelated with the explanatory variables, including X, . The
estimated coefficients of this equation, B, 81, B2, ..., Bk, are generally unbiased and consistent. These
estimates are also commonly known as the IV estimators.

In the first stage, we estimated job satisfaction, where this endogenous variable was expressed as
a function of both exogenous regressors and IVs. The exogenous variables were the socio-demographic
characteristics and skills of the individuals. The I'Vs represented a set of job characteristics, workplace
practices and personal sense-feelings. In the second stage, we estimated the employment equation by
using the exogenous variables and the predicted values of the individual’s job satisfaction that we
calculated in the previous step, where the will to work was the dependent variable. We used the
extended probit approach to estimate this two-stage model (StataCorp, 2019).

4. Findings

Before evaluating the marginal effects of the explanatory variables, we conducted diagnostic
testing to explore whether job satisfaction is indeed significantly endogenous and then assess the
strength of the chosen instruments. These tests allowed us to know if the use of the two-stage
estimation technique is legitimate.

4.1. Diagnostic testing

When we estimated the simple probit regression for each age group, the variable “job satisfaction”
was found to be significantly correlated with the residual term p = —0.3755 (P<0.01) for ages 25-54
and p= —0.3346 (P<0.01) for older adults (55+). Furthermore, the Hausman specification test
(Hausman, 1978) also indicated the presence of the endogeneity of “job satisfaction™.

Further on, we tested the relevance and validity of the instruments we have chosen. In terms of
the required conditions for the IV estimation mentioned above, we assumed that the IVs were not
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correlated with the residual term & of the structural model, which addresses the exclusion restriction.
In addition, it is worth noting that assessing the instrument’s strength is no less important. If this
condition is met, the I'Vs are defined as having a strong first stage. The F-statistic value for each age
group was greater than the rule-of-thumb threshold of 10 (Staiger & Stock, 1997). Hence, we
concluded that at least one of the instruments was strong (or at least not weak), and that we could
therefore proceed with IV estimation using the extended probit approach (Cardozo et al., 2019;
Saloniki et al., 2019; Unlii & Alshebami, 2022).

Note that analyses were not subject to the alpha inflation risk and Bonferroni correction was not
required, as Bonferroni correction (1936) may be used in the case of simultaneous testing of several
hypotheses (i.e., the number of hypotheses must be above two). Furthermore, this method is used when
making multiple comparisons among means (Dunn, 1959; 1961). Yet, in our study, we tested several
hypotheses (Ho vs. Hi), non-simultaneously, to check the statistical significance of each regression
coefficient separately. Therefore, the alpha error would not be a concern here and the Bonferroni
correction is not required.

4.2. Workplace practices, job conditions and the will to work

The effects of workplace practices, job satisfaction and the will to work are presented in Table 3.
The first and second columns contain estimates of this two-stage method for workers aged 25-54,
while the third and fourth columns show the estimation results for the older group (55+). The reported
coefficient estimates represent the marginal effects of the explanatory variables. In order to remove the
possibility of heteroscedasticity, which may lead to inefficient estimates (e.g., Hill et al., 2018), the
standard errors were estimated via a robust technique (also known as White’s robust standard errors).

4.2.1  Workplace practices, job conditions and job satisfaction

The first research question was: “What is the effect of workplace practices, personal sense-
feelings, job characteristics and conditions on workers’ job satisfaction?” The first stage of the
extended probit regression revealed that gender has a significant effect only in the younger age group
(B = 0.135, P<0.05). Thus, among workers aged 25 to 54, women’s job satisfaction was found to be
higher by 13.5% compared to that of men. Numerous studies have also shown that women report higher
levels of job satisfaction than their male counterparts (Sloane and Williams, 2000; Carrillo-Garcia et
al., 2013; Zou, 2015). This might be explained by the notion that women are better able to juggle
demands, or place less importance on work, so conflicts and problems bother them less than men
(Spector, 1997). In contrast, the dummy variable for marital status was found to affect job satisfaction
only in the group of workers aged 55 years and older. In this age group, the job satisfaction of married
individuals was found to be lower than that of unmarried ones by about 40% (P < 0.05). Health status
was found to have a significant and positive affect on job satisfaction in both age groups.

As for job characteristics and practices (Table 3), more working hours per week (H;,) was found to
carry a weak negative effect on the job satisfaction of workers aged 55 years and older (5 = —0.089, P <
0.1) (Groot & Maassen van den Brink, 1999). “Dangerous job” (H;») was found to have a weak negative
effect on the job satisfaction of employees aged 25-54 years (f = —0.067, P < 0.1). This finding is in
line with Maslow’s theory, as dangerous jobs do not fulfill the need for safety (Maslow, 1981).
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Table 3. Estimations of the extended probit model, by age group.

Variables Aged 25-54 years Aged 55 years or over
First Stage Second Stage First Stage Second Stage
Worker’s Employee’s Worker’s Employee’s
Job will Job will
Satisfaction to work Satisfaction to work
Female 0.135%* -0.076 -0.122 —-0.001
(2.16) (1.10) (0.78) (0.01)
Married —0.081 -0.119 —0.394** -0.184
(1.24) (1.55) (2.35) (0.96)
Health Status 0.145%** 0.125* 0.175* 0.284%*
(2.74) (1.90) (1.80) (2.36)
Professional Courses 0.044 0.149* —0.190 —0.024
(0.68) (1.89) (1.37) (0.15)
Unskilled -0.215 —0.598** 0.013 0.312
(0.83) (2.08) (0.04) (0.60)
Satisfied with Job:
not satisfied at all Reference Group Reference Group
not so satisfied 0.152 0.601
(0.60) (1.06)
satisfied 0.427* 0.807
(1.68) (1.41)
very satisfied 0.659** 1.418%*
(2.11) (2.11)
Weekly Working Hours 0.002 —0.089*
(0.08) (1.69)
Dangerous Job —0.067* —0.024
(1.83) (0.24)
Satisfied with Income 0.549%** 0.496%**
(12.01) (4.78)
Additional Benefits 0.022 0.096**
(1.32) (2.37)
Education—Related 0.068*** —0.049
(2.70) (0.76)
New Working Methods 0.042 0.452%**
(0.66) (2.97)
Involved in Improvement 0.053 0.233**
(1.36) (2.47)
Influence Important Decisions 0.092%** 0.106
(2.45) (1.25)
Useful Work 0.330%** 0.459%**
(4.54) (3.17)
Balance 0.227%** 0.333%**
(5.64) (3.17)
Job Security 0.248%** 0.161
(5.01) (1.47)
Feel at Home 0.541*** 0.383*
(5.96) (1.85)
Feeling Discriminated —0.219%** —0.242
(2.70) (1.37)
Number of Observations 3,161 961

sk kk

Notes: ', and

stk

Z-statistic in parentheses.

denote statistical significance at the 10%, 5% and 1% levels, respectively. Absolute value of asymptotic

The variable “satisfied with income” (H;.) was found to be positively associated with job
satisfaction in both age groups. However, “additional benefits” (H;4) was found to have a positive effect
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on job satisfaction only for workers aged 55 and over (8 = 0.096, P < 0.05). The variable “education-
related” (H;.) suggests that a linkage between one’s job and their field of study carries a positive effect
on job satisfaction only for workers aged 25-54 (5 = 0.068, P < 0.01). According to the TWA theory,
career decisions are made based on the fit between the employee and their environment, and estimations
of fit often determine job satisfaction (Lytle et al., 2015). Our finding is in line with the TWA theory, as
well as those of Hur et al. (2019), who found that, in the transition to employment for behavioral and
social sciences graduates, a mismatch between a worker’s degree and occupational field negatively
affects job satisfaction. Mismatched graduates were much more vulnerable and experienced lower
levels of job satisfaction than those employed in jobs that aligned with their field of study.

“New working methods” (f = 0.452, P < 0.01) and “involved in improvement” (f = 0.233, P <
0.05), Hir and Hjg, respectively, were found to have a significant and positive partial effect on the job
satisfaction of older workers. These findings are in line with those of Armstrong-Stassen and Ursel
(2009), who found that development practices targeted toward older workers and tailored to their needs
are important to career satisfaction and, ultimately, to the retention of older workers. “Influence on
important decisions” (H;,) was found to have a significant effect on job satisfaction only among the
age group of 25-54 (f = 0.092, P < 0.05) (Wheatley, 2017).

“Useful work”, i.e., the feeling that one’s job is useful and meaningful (), was found to have a
positive effect on job satisfaction, which is in line with Herzberg’s (1966) motivator-hygiene theory.
“Work-life balance” (Hjj) and “satisfaction with income” were found to be associated with higher
levels of job satisfaction for workers of all ages (Shacklock & Brunetto, 2011). According to Maslow’s
(1981) hierarchy of needs theory, these determinants fulfill the basic physiological needs of workers.
Furthermore, statistical tests that compared the two independent coefficients (Howell, 2012) showed
that there is no significant difference between the effects in the two age groups. Thus, each IV was
found to have a relatively similar partial effect on the job satisfaction of each group.

“Job security” (f = 0.248, P < 0.01) and “feeling discrimination” (f = —0.219, P < 0.01) were
found to be significantly related only to the job satisfaction of those aged 25—54. Thus, job security
increases job satisfaction (Artz & Kaya, 2014) and discrimination decreases the job satisfaction of 25—
54 years old workers (Ensher et al., 2001). In our sample, job security was found to have no significant
effect for 55+ workers. This finding might imply that job security is less important for those who are
at the end of their careers and working life. Feeling discrimination was also not found to be significant
for the 55+ years old group. The TWA perspective may help to examine the role of perceived age
discrimination in person—organization fit and job satisfaction (Lytle et al., 2015; Foley & Lytle, 2015).
Our finding concerning the insignificance of “feeling discrimination” in relation to job satisfaction
contradicts that of previous studies, which found a direct negative effect of perceived discrimination
directed at older workers on both job satisfaction and actual job withdrawal (but not on actual
retirement) (Griffin et al., 2016). One possible explanation for this gap is a bias in the sample, in the
sense that older individuals who had felt discrimination may have already retired or left the workplace
before the survey.

“Feel at home” was found to be statistically significant for the younger age group (f = 0.541, P
< 0.01), with only a weak marginal effect on the older age group (f = 0.383, P < 0.1). Thus, we may
conclude that the sense of belonging and commitment to the workplace contributes more to the job
satisfaction of employees aged 25—54 than older workers. “Feeling at home” in the workplace means
that employees feel a sense of belonging, they feel at ease with the people around them and have good
social relationships with them. Recognition and attention to the unique needs of each employee, as
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well as remembering and noticing occasions in the employee’s life, such as their birthday or the birth
of a child, may help employees feel more at home in the workplace and increase job satisfaction. Such
organizational rituals and ceremonies, as well as work-based social support (i.e., the degree to which
employees perceive that they have positive social relationships in the workplace), were also found to
be positively related to the strength of individuals’ identification within organizations and reinforce
organizational identification (Wiesenfeld et al., 2001).

These findings are consistent with the job characteristics model (Hackman & Oldham, 1975) and
illustrate that task identity, task significance, autonomy and feedback influence people’s perceptions
of the meaningfulness of work and lead to job satisfaction. It is also consistent with Maslow’s (1981)
hierarchy of needs theory, which highlights safety, belongingness, esteem and self-actualization when
applied to job satisfaction.

4.2.2  Job satisfaction and the will to work

To answer the second research question: “What are the effects of personal characteristics and job
satisfaction on the will to work?”, we examined the second-stage results. Employees’ health status was
found to have a significant effect on job satisfaction, as well as participants’ willingness to work even
if there is no need (will to work). The dummy variables of “professional courses” and “unskilled
workers” were found to affect the will to work only among the younger age group. Thus, the lack of
vocational training or any other profession may reduce the will to work among workers aged 25-54.
The variables were not found to be significant for older workers, perhaps because training motivation
declines with age, as older people are less motivated by novel situations and prefer to be in their
comfort zone, building on their existing knowledge (Kanfer & Ackerman, 2004). Therefore, courses
were not found to affect their will to work.

As for the endogenous variable “job satisfaction”, partial effects analysis revealed that high levels
of job satisfaction have a positive effect on the will to work (H>) among 25-45-year-old workers (f =
0.659, P < 0.05) as well as 55+year-old workers (f = 1.418, P < 0.05). Our finding is in line with that
of previous studies, which argue that job satisfaction increases with age (DeSantis & Durst, 1996; Ng
& Feldman, 2010). We used a statistical test to compare two independent coefficients and thus estimate
the difference between two regression coefficients of the same variable, as obtained from two
independent samples (Howell, 2012). The test revealed that, among workers aged 55 and older, this
marginal effect is more pronounced than among employees aged 2554 (results available upon request).
Thus, we can conclude that workplace practices are associated with job satisfaction of older workers,
which, in turn, contributes to their will to work longer (Kooij, 2015).

5. Discussion

The goal of the current research was to examine the effects of workplace practices on job
satisfaction and the will to work, comparing between younger and older workers. To that end, we used
the extended probit approach to analyze data from a sample of 4,122 Israeli workers. Our findings
revealed that implementing various practices, such as allowing employees to influence important
decisions at the workplace or enabling a good life-work balance, can play an important role in creating
a perception of organizational support and job satisfaction.
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When focusing on older workers, this may ultimately lead to their retention (Armstrong-Stassen
& Ursel, 2009) and prolong their working life. A longer career is a desirable result from the point of
view of many older workers (Axelrad et al., 2016), as well as from the perspective of the economy and
public pension systems (Axelrad & Mahoney, 2017). Our analysis focused on workers aged 55 and
over, while differentiating between those who want to work (would work even if they could afford to
retire) and those who need to work. This distinction allows us to reflect on the importance of work
from the employee’s perspective, which was found to be a key factor in predicting older workers’
intentions to continue paid work (Shacklock & Brunetto, 2011). Good health status and higher levels
of job satisfaction were both found to be extremely important when it comes to the will to work among
workers aged 55 and over. Furthermore, it was found that the effect of job satisfaction on the will to
work among workers aged 55 and older is more pronounced than among workers aged 25—54. This
finding is in line with that of a previous study about job lock (workers who would like to retire but feel
they cannot afford it), which argues that job lock due to financial need is negatively related to job
satisfaction (Fisher et al., 2016).

“Professional courses” was found to be positively associated with the will to work only in the
younger age group. Moreover, unskilled workers were less likely to desire to work. These two findings
complement each other and imply that organizations can enhance the will to work among unskilled
workers by offering and providing professional training courses, which might strengthen and enhance
their human capital. Previous studies indeed found that participation in human resource development
was negatively related to turnover intention (Shuck et al., 2014). These two variables were not found
to be significant among the older age group, and contrary to the conclusion of Armstrong-Stassen and
Ursel (2009), implementing training was not found to be associated with career satisfaction or the
retention of older workers.

The findings about practices that increase job satisfaction among all workers are interesting and
important. Job satisfaction affects workers’ turnover intent (Lambert & Hogan, 2009) and predicts
organizational commitment (Igbaria & Guimaraes, 1993) and performance (Jalagat, 2016); hence, it is
of great importance for any organization. The job satisfaction of older workers is particularly important
for both policymakers and employers. Our findings indicate what working conditions and
characteristics may contribute to the will of individuals aged 55 and over to remain in the labor market,
and they can thus be used by organizations and policymakers to implement policies and work practices
accordingly. Our examination of the associations between the workplace practices and job satisfaction
of 55+-year-old workers shows that weekly working hours, additional benefits (Axelrad et al., 2017),
implementing new working methods and involvement in improvement all have a positive effect on
older workers’ job satisfaction, while they have no effect on younger workers’ job satisfaction. Other
practices like income, work-life balance (Andresen et al., 2007) and doing useful work are important
to both younger and older workers.

Some practices were found to be important to younger workers, but not to older ones. Job security,
for example, was found to be very important to younger workers, as a strong fear of losing one’s job
in the coming year was negatively associated with the will to work (King et al., 2013). This finding is
consistent with Maslow’s hierarchy of needs theory (Maslow, 1981), as job security can be seen as
fulfilling safety needs and is thus necessary for job satisfaction. Yet, among older workers, job security
was not found to have a significant effect on job satisfaction, perhaps because older workers are getting
closer to the end of their careers. Feeling at home in the workplace was found to be more important
to younger workers, with only a weak significance found when analyzing the older group, as compared
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to a stronger one among younger employees. If an employer makes the workplace feel a little more
like home by encouraging personal attachment among employees, they will feel more invested in the
company, feel a stronger organizational identification (Zhu, 2012) and want to work there. The
difference between the two age groups may stem from the fact that many older workers disengage
from work when getting closer to their planned retirement age (Damman et al., 2013); therefore, this
component becomes less important to their overall job satisfaction. Future research could make use of
longitudinal data in order to analyze the same employees in two-time period, and thus examine not
only their will to work longer, but also their actual retirement or working behavior.

Additionally, future research could also test the idea that job satisfaction mediates the relationship
between workplace practices and the desire to work longer, as well as the differences when using
dichotomization versus Likert scale metrics to assess the effects of practices on job satisfaction. Further
research could also differentiate between older workers before retirement age and beyond retirement
age. We know that, today, there is a growing number of workers who want to work even after the
official retirement age (Axelrad et al., 2021), so it is wrong to treat all workers over the age of 55 as
one group.

6. Limitations

One limitation of the current research is the fact that we did not have longitudinal data; therefore,
we could not examine the effects of different practices over time. However, the current study has
allowed us to take a snapshot and analyze workers’ current situation. We also could not demonstrate
the causal nature of the relationship between variables. We argued that workers’ job satisfaction
might explain their desire to work longer. Is it possible, however, that the desire to work longer
explains why some people are more satisfied with their jobs than others. Indeed, there is evidence
that the length of service increases satisfaction (Mufioz de Bustillo Llorente & Macias, 2005). Yet,
in the current study, we did not address tenure, but rather the will to work longer, as based on the
question: “If you could financially afford not to work at all, would you work?” Therefore, we argue
that, at least conceptually, the opposite relationship makes less sense. Since studying the relationship
between job satisfaction and the will to work using cross-sectional data may not demonstrate the
causal nature of the relationship, a causal model that involves simultaneous consideration of the
cross-sectional and longitudinal effects between the variables will allow a stronger conclusion
regarding the causality between these constructs (Judge & Watanabe, 1993; Grandey et al., 2005).
Longitudinal data will provide stronger support for causal relationships than what can be concluded
from a cross-sectional data analysis (Menard, 1991), and such data will also allow more
understanding about the development of job satisfaction over time. As mentioned above, longitudinal
data were not available in the current study.

Self-selection bias is another limitation of the current study, as some of those individuals with
lower levels of job satisfaction may not be working any longer, and therefore were not included in our
sample. Common variance bias may be another limitation (Podsakoff et al., 2013), as it may be a source
of measurement error, which threatens the validity of the conclusions about the relationships between
measures. The measurement error may provide an alternative explanation for the observed
relationships between the measures that is independent of the one hypothesized. However, we believe
that we can be less concerned regarding this issue because we used statistical remedies for common
method biases, such as factor analysis and partial correlation (Zhou & Long, 2004), as explained in the
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Preliminary analysis and Empirical framework sections. Lastly, we should mention the fact that the
validity of several measures used was not examined up until today, and due to the exploratory nature
of this study, caution is required when interpreting conclusions.

7. Conclusions

The current study was aimed to pinpoint the factors that affect individuals’ will to work, while
comparing between younger (25—54 years old) and older (55+ years old) age groups. The findings may
help organizations and policymakers to implement practices and measures that can prolong working
life. Thus, for example, organizations looking to improve employee job satisfaction should first attempt
to meet the basic needs of employees (Maslow, 1981), such as income and belongingness. By offering
fair wages, developing personal relationships to strengthen the sense of belonging and implementing
other practices, employers can increase job satisfaction and encourage employees aged 55 and above
to continue working. Policymakers can and should invest in preventative medicine and public health.
They can also support employers and help to finance the implementation of new working methods and
technologies, reduce working hours, advocate against discriminatory behavior and more.

As for the younger age group, employers have a relatively low impact on the health status of their
employees, but they can certainly offer courses and development opportunities in the workplace. Such
opportunities are likely to have a positive impact and reduce the chance that employees aged 25-54
will prefer not to work.

The contributions of the current study are not limited to the practices that may enhance younger
and older workers’ job satisfaction, but they also include proving the importance of this issue for older
workers as compared to younger workers. Hence, this study emphasizes the importance of
implementing such practices to raise the employment rates of older workers. As for courses and
training, while studies highlight the importance of lifelong learning and training to the employment
and employability of older workers (Wilckens et al., 2020), the contribution of our findings is that we
have showed that such practices have no effect on older workers’ will to work. Nevertheless,
organizations should consider employee age when initiating training efforts to promote employees’
health and well-being (Peng et al., 2018), as older workers do appreciate new working methods and
technologies in the workplace that have a direct impact on their work environment, as well as being
involved in improving and organizing their work or work processes. Both variables, albeit indirectly,
affect the willingness of older workers to keep working through their positive impact on job satisfaction.

In conclusion, by mapping the practices that may enhance the will to work among younger and
especially older workers, we have contributed to the understanding of ways to increase employees’ job
satisfaction and their will to remain in the labor market. This is a desirable consequence, in light of a
global trend of aging populations, that is caused by a steady increase in life expectancy and declining
fertility, as well as the need of elderly workers to continue to work. Hence, we would also suggest that
policymakers cooperate with organizations and concentrate their efforts on those practices that are
important to older workers and can prolong their working life.
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