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The moderating role of age in the relationship between perceived
overqualification, employability, job insecurity and global psychological

needs satisfaction

O papel moderador da idade na relacdo entre a sobrequalificacao
percebida, a empregabilidade percebida, a inseguranca no emprego

percebida e a satisfacdo das necessidades psicologicas globais

El papel moderador de la edad en la relacion entre la sobrecualificacion
percibida, la empleabilidad, la precariedad laboral y la satisfaccion de las

necesidades psicologicas globales

Abstract

Purpose - This study examines the relationship between perceived overqualification,
perceived employability, perceived job insecurity and global psychological needs
satisfaction, considering the moderating role of age groups.
Design/methodology/approach - A cross-sectional survey design with a sample of 350
individuals was used in this study.

Findings - Perceived overqualification, perceived employability and perceived job insecurity
were, in general, significantly related to global psychological needs satisfaction. However,

these relationships differ among age groups. Namely, for younger individuals, a negative link
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between perceived overqualification and global psychological needs satisfaction was
observed, and for middle-aged individuals, perceived employability was positively related to
global psychological needs satisfaction, while perceived job insecurity and perceived
overqualification were both negatively related to global psychological needs satisfaction.
Finally, for older individuals, perceived job insecurity and perceived overqualification were
both negatively related to global psychological needs satisfaction. Originality - By
addressing the moderating role of age, this study is original and has practical implications for

age diversity management.

Keywords: perceived employability; perceived job insecurity; perceived overqualification;

global psychological needs satisfaction; age groups moderation

Resumo

Objetivo - Este estudo tem como objetivo estudar a relagdo entre a sobrequalificacdo, a
empregabilidade, a inseguranga no trabalho percebidas e satisfacdo das necessidades

psicoldgicas globais, considerando o papel moderador dos grupos etarios.

Design/metodologia/abordagem - Foi utilizado neste estudo um desenho de pesquisa

transversal com uma amostra de 350 individuos.

Resultados - A sobrequalificagdo percebida, a empregabilidade percebida e a inseguranga
no trabalho percebida estdo, em geral, significativamente relacionadas com a satisfacao das
necessidades psicoldgicas globais. No entanto, essas relacdes diferem entre as faixas etarias.
Ou seja, para os individuos mais jovens, foi observada uma rela¢do negativa entre a perce¢ao

de sobrequalificacdo e a satisfacdo das necessidades psicologicas globais, e para os
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individuos de meia-idade, a empregabilidade percebida estd positivamente relacionada a
satisfacdo das necessidades psicologicas globais, enquanto a inseguranca no trabalho
percebida e a sobrequalificacdo percebida estdo negativamente relacionadas a satisfagdo das
necessidades psicoldgicas globais. Finalmente, para os individuos mais velhos, a inseguranga
no trabalho percebida e a sobrequalificacdo percebida estdo negativamente relacionadas a

satisfacdo das necessidades psicoldgicas globais.

Originalidade - Ao abordar o papel moderador da idade, este estudo ¢ original e tem

implicagdes praticas para a gestao da diversidade em funcdo do grupo etério.

Palavras-chave: empregabilidade percebida; insegurangca no trabalho percebida;
sobrequalifica¢do percebida; satisfagdo das necessidades psicologicas globais; moderagdo

por idade

Resumen

Objetivo - Este estudio examina la relacion entre la sobrecualificacion percibida, la
empleabilidad percibida, la inseguridad laboral percibida y la satisfaccion de las necesidades

psicologicas globales, considerando el papel moderador de los grupos de edad.

Disefio/metodologia/enfoque - En este estudio se utilizo un disefio de encuesta transversal

con una muestra de 350 individuos.

Resultados - La sobrecualificacion percibida, la empleabilidad percibida y la inseguridad
laboral percibida estaban, en general, significativamente relacionadas con la satisfaccion de
las necesidades psicoldgicas globales. Sin embargo, estas relaciones difieren entre los grupos

de edad. En concreto, para los individuos mas jévenes, se observo una relacion negativa entre
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la sobrecualificacion percibida y la satisfaccion de las necesidades psicoldgicas globales, y
para los individuos de mediana edad, la empleabilidad percibida se relaciond positivamente
con la satisfaccion de las necesidades psicologicas globales, mientras que la inseguridad
laboral percibida y la sobrecualificacion percibida se relacionaron negativamente con la
satisfaccion de las necesidades psicologicas globales. Finalmente, para los individuos de
mayor edad, la inseguridad laboral percibida y la sobrecualificacion percibida se relacionaron

negativamente con la satisfaccion de las necesidades psicologicas globales.

Originalidad - Al abordar el papel moderador de la edad, este estudio es original y tiene
implicaciones practicas para la gestion de la diversidad de edad en el contexto de las politicas

de RRHH de las organizaciones.

Palabras clave: empleabilidad percibida; inseguridad laboral percibida; sobrecualificacion

percibida; satisfaccion de necesidades psicologicas globales; moderacion por edad.

1. Introduction

Human resources (HR) professionals contribute to helping the organization
successfully meet its goals (Alfes et al., 2019). Moreover, the changing world, (Millar et al.
2018) implies new challenges to Human Resources Management (HRM), namely how to
deal with and manage employees in a competitive world where both organizations and
individuals work to fulfil their goals. Moreover, HRM needs to deal with individuals whose
jobs and working conditions are different, which call for studies focusing on how external or
environmental circumstances impact individuals (Kaabomeir et al., 2022), and how these
external or environmental circumstances are perceived by individuals (Coxen et al., 2021).

This framework is highly based on employees’ perception of employability, job insecurity
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and overqualification, that, to the best of our knowledge, up to date, no studies have analyzed
these constructs together, i.e., included in the same conceptual model. Workers’
employability is related to the development of skills and knowledge that increase employees’
value both in the internal as in the external labour market (Rueda et al., 2004; Van der Heijde
and Van der Heijden, 2006). Perceived workers’ job insecurity concerns the anticipation of
losing his or her employment involuntarily (Sverke et al., 2002). Overqualification is the
term used to refer to the subjective individuals’ approach of having higher education, skills
and experience than what is required to perform his or her job (Maynard, Joseph and
Maynard, 2006).

Thus, the present study aims to analyze it relationship with the employees’ global
psychological needs satisfaction. To guide our theoretical arguments concerning the
relationship between the afore-mentioned constructs and employees’ global psychological
needs satisfaction we rely on self-determination theory (SDT; Deci and Ryan, 2000). More
precisely, SDT claims that individuals are motivated and experience well-being when the
basic psychological needs are satisfied (Van den Broeck et al., 2016). The satisfaction of
these basic psychological needs is dependent upon social-contextual factors, such as
perceived overqualification, perceived employability and perceived job insecurity (Chong et
al., 2020).

Additionally, considering the ageing workforce worldwide, age diversity
management has become a significant challenge in HRM (Drabe et al., 2015; Sousa et al.,
2019). To successfully handle an age-diverse workforce, it is essential to understand that
each age group have different psychological needs and consequently may react differently to
the HR practices and programs (Sousa et al., 2019). Therefore, we seek to investigate an

unexplored moderating role of age groups (e.g., De Lange et al., 2006; Drabe et al., 2015)
5
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on the relationship between perceived overqualification, perceived employability and
perceived job insecurity with employees’ global psychological needs satisfaction.

We used a quantitative approach with a sample comprising 350 participants to reach
our research goal. To test our hypothesis, we employed structural equation modeling (SEM),
specifically, we performed a multiple group analysis.

This study may have contributions to literature and future investigations. First, to the
best of our knowledge, up to date, no studies have analyzed the relationship between
perceived employability, perceived job insecurity, perceived overqualification, and
employees ’global psychological needs satisfaction. As such, the present study contributes to
the HRM, Organizational Behavior (OB) and Diversity Management literature since it will
allow gathering empirical evidence to the theoretical predictions of SDT (Deci & Ryan,
2000), which predict social-contextual variables as influencing the degree of employees’
global psychological needs satisfaction.

Secondly, although previous studies have already verified the role of age as a
moderating variable on the relationship between contextual variables and workers' results,
such as employees’ well-being (e.g., De Lange et al., 2006), the moderating role of age on
the relationship between perceived employability, perceived job insecurity, perceived
overqualification and employees’ global psychological needs satisfaction has not yet been
verified. Thus, the current research will allow analyzing if this moderating effect occurs.

Moreover, the analysis of the moderating role of the relationship mentioned above
may have practical implications for age management in the organizational setting. As Sousa
and colleagues (2019) noted, the universality of HRM practices is being challenged

nowadays since empirical evidence has shown that work-related motives and attitudes vary

Page 6 of 44



Page 7 of 44

oNOYTULT D WN =

Management Research, The Journal of the Iberoamerican Academy of Management

according to age groups. As such, scholars and practitioners should contribute to developing
age diversity practices and policies in the organizational context.

This study is divided into five sections: Theoretical foundation and hypotheses
development, Method, Results, and, lastly, Discussion, focusing on the research implications,

limitations, and future research paths.

2. Theoretical foundation and hypotheses development
2.1. Employees’ global psychological needs satisfaction

Concerning the literature around the concept of human needs, it is possible to find
several theories on the subject. However, while some theoretical models focus on biological
or physiological needs (e.g., Hull, 1943), other theories address the psychological needs (e.g.,
Baumeister and Leary, 1995; McClelland et al., 1953).

The self-determination theory (SDT; Deci and Ryan, 2000), in which the present
study was based, concerns individuals’ psychological needs. Among several other existing
theories about psychological needs, this theoretical background was chosen since this theory
already demonstrates applicability in the work context (Deci et al., 2017; Van den Broeck et
al., 2016). Moreover, the theoretical predictions of SDT concerning the effect of contextual
variables on psychological needs and human motivation offers a useful framework to explore
any relationships among the constructs under study (Deci ef al., 2017).

Drawing on SDT, three basic psychological needs essential to promoting higher
levels of individuals’ well-being and sustainable motivation can be detached, namely,
relatedness, autonomy, and competency (Van den Broeck et al.,, 2016). The need for
autonomy is defined as individuals’ need to behave with a full sense of ownership of their

behaviour (Chambel et al., 2015; Van den Broeck et al., 2016). Concerning the need for
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competence, it refers to the individuals’ need to feel a sense of mastery over the context and
to develop new skills (Van den Broeck et al., 2016). The need for relatedness represents the
need to feel connected and to develop bonds with other people (Van den Broeck et al., 2016).
Taken together, all of these three basic psychological needs contribute to the individuals’
global level of psychological needs satisfaction (Sdnchez-Oliva et al., 2017). More precisely,
a recent study conducted by Gillet, Morin, Huart, Colombat, and Fouquereau (2020) showed
that basic psychological needs satisfaction could be analyzed considering two types of latent
variables, namely: the first, refers to the assessment of the global level of basic psychological
needs satisfaction (i.e., G-factor), and the second, concerns the specific level of satisfaction
of each of the three basic psychological needs (i.e., S-factors). In fact, depending upon the
research goals, in the literature, it is possible to find studies focused on the global level of
basic psychological needs satisfaction (e.g., Chong, Beenen, Gagné, and Dunlop, 2020) while
others focus the analysis on the specific level of satisfaction of each of the three basic
psychological needs (e.g., Clément, Fernet, Morin, and Austin, 2020). Moreover, empirical
studies showed that the specific level of satisfaction of each basic psychological need tends
to be highly correlated (Gillet ef al., 2020). For instance, when an organization support the
employees need for autonomy generally the same organization also showed to be concerned
in providing a favourable context to the satisfaction of the employees' basic psychological
need of relatedness and competence (Deci et al., 2017).

In the following sections, we will elaborate on why perceived employability,
perceived job insecurity, and perceived overqualification could be significantly related to the

individuals’ global psychological needs satisfaction.

2.2.  Perceived employability and employees’ global psychological needs satisfaction
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The concept of employability concerns “the continuous fulfilling, acquiring or
creating of work through the optimal use of competencies” (Van der Heijde and Van der
Heijden, 2006, p. 453) or to the actions designed to develop skills and apply favourable
knowledge, to obtain a place in the labour market (Rueda et al., 2004). De Cuyper and De
Witte (2011) advanced with the following distinction: internal employability refers to
employment opportunities with the current employer (the internal labour market), while
external employability refers to work opportunities with another employer (the external
labour market).

Beyond the above-mentioned definitions, some authors see employability as a
dispositional approach based on the employee's skills, activities or attitudes that will increase
their employability (Baruch, 2001; Fugate and Kinicki, 2008). As such, employability is seen
as a personal resource, with general positive consequences for individuals and their career.
Employability may be likely to increase the individual's sense of control over his career by
preventing him from being stuck in his job and is significantly related to employees’ positive
emotions, which expresses a positive affective state of enthusiasm and activeness (De Cuyper
et al., 2012; Fugate and Kinicki, 2008; Sousa et al., 2021). Fugate and Kinicki (2008) tested
the influence of employability on positive emotions related to organizational change such as
confidence, security, and pleasure. The results showed that employability positively
influences positive emotions related to organizational change.

Building on previous studies (e.g., De Cuyper ef al., 2012), we rely on a subjective
approach regarding employability by analyzing the employees’ perceptions of their
employability. As such, perceived employability concerns employees’ perceptions of
employment opportunities, i.e., the individuals’ beliefs about their future employment

chances in the labour market (Van de Broeck et al., 2014).
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Aligned with what Martini, Cavenago and Marafioti (2019) noted, employability can
be intended both from an individual and an organizational perspective. On the individual
side, individuals are responsible for continuously seeking to acquire knowledge, skills, and
abilities valued by employers in the labour market to become more employable in the labour
market. On the other hand, organizations are also responsible for the development of
individuals’ employability by providing continuous opportunities for employees to
strengthen and develop their social and technical skills. Training voluntarily offered by
organizations may promote individuals’ perception of employability (Chambel and Sobral,
2011). The study of Marescaux et al. (2013) suggests why training opportunities may
positively contribute to the satisfaction of the three basic psychological needs. First, training
opportunities increase individuals’ feelings of internal control, which may contribute to the
satisfaction of autonomy needs. Second, training signals to employees they are being valued
and considered by the organization, and that the organization may be engaged in developing
a long-term relationship with employees, which may contribute to increasing the satisfaction
of individuals’ relatedness needs. Also, training encloses the opportunity for collaboration
with other people, such as other trainees and the trainers, and therefore, it may constitute an
opportunity to satisfy the relatedness need. Third, when individuals perceive the training as
providing an opportunity to acquire new knowledge and skills, this perception may contribute
to individuals having their need for competence satisfied. Therefore, training opportunities
as promoting the perception of employability can be related to employees’ global
psychological needs satisfaction. In addition, according to Van den Broeck ef al. (2014),
perceived employability can be conceptualized as being a “resource” for workers, having in
mind that workers' perceptions as being “employable” can be related to their perceptions of

competence, interpersonal relationships, and autonomy at work. In fact, building on the SDT,

10
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when the organization supports employees’ intrinsic values (e.g., personal growth) and
provide opportunities for workers to strengthen and develop their skills, as well as, contribute
to the workers’ development of positive relationships among their peers, all of these
supportive actions from the organization likely contribute to the workers’ perception of
employability. As such, a higher perception of employability can be related to higher
employees’ global psychological need satisfaction (Martini ef al., 2019; Van den Broeck et
al., 2014).

Considering the literature review, the following hypothesis was formulated:

Hypothesis 1: Perceived employability is positively related to employees’ global

psychological need satisfaction.

2.3.  Perceived job insecurity and employees’ global psychological needs satisfaction

Recently, Hur (2019) conducted a systematic review and meta-analysis of the
relationship between job security and work attitudes, and he observed associations between
job security and individuals’ attitudes at the workplace (i.e., job satisfaction and
organizational commitment). However, up to date, to the best of our knowledge, there is no
empirical evidence regarding the relationship between job insecurity and employees’ global
psychological need satisfaction.

Generally, job security refers to a legal employment contract between an employee
and an organization that gives the assurance of continued employment or long term
employment (Hur, 2019). On the other hand, job insecurity concerns the individuals'
perception of not being able to maintain a job that is being threatened (Greenhalgh and

Rosenblatt, 1984). As such, job insecurity refers to the anticipation of one subjective
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experience of lost his/her employment involuntarily (Sverke ef al., 2002). Job insecurity can
take on a subjective nature, as workers may perceive the same situation in different ways due
to their personality or position in the labour market.

Unemployment (i.e., being unemployed or out of the labour market) have several
negative consequences beyond the loss of monetary income (Selenko et al., 2020). A job is
a source of social integration, participation and recognition (Selenko et al., 2020). As such,
unemployment is also likely to affect the psychosocial needs of individuals (Gnambs et al.,
2015). In fact, several studies highlighted the negative repercussions of unemployment on
the individuals’ health and subjective well-being (e.g., Briody et al., 2020; Gander et al.,
2019), which may be caused not only due to the economic loss but to the psychological
consequences of being unemployed. Briody ef al. (2020) results suggested that, when facing
unemployment, individuals tend to report lower levels of health and mental well-being.
Chambel, Lopes and Batista (2016) studied the effects of temporary agency work contract
transitions on well-being and the results showed that, when employees move from a
temporary job to an unemployment situation, their levels of satisfaction with life decreases.

Bearing in mind the negative repercussions of unemployment, it is likely to expect
the individuals’ perception of job insecurity will be detrimental to their global psychological

needs satisfaction as well. Thus, the following hypothesis was formulated:

Hypothesis 2: Perceived job insecurity is negatively related to employees’ global

psychological need satisfaction.

2.4.  Perceived overqualification and employees’ global psychological needs satisfaction

12
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The term overqualification applies to workers whose education is higher than what is
required to perform his/her job — i.e., objective overqualification (Khan and Morrow, 1991).
However, like the concepts of employability and job insecurity, overqualification can also be
conceptualized as having a subjective nature when the focus of analysis concerns the
individuals' subjective experience of being overqualified for the present job (Lee et al., 2020).
In this vein, according to Maynard, Joseph, and Maynard (2006), overqualification refers to
individuals’ perceptions of having more education, skills and experiences than the required
for that specific job. The present study focuses on subjective overqualification since it has
been shown to provide a meaningful prediction of employees’ results such as job attitudes
and behaviours (Lee ef al., 2020). Moreover, recently Erdogan and colleagues (2018), with
a two-wave study design, also showed that perceived overqualification harms subjective
well-being (i.e., positive affect and life satisfaction). As such, by analyzing subjective
overqualification we also expect to observe significant relationships with employees’ global
psychological needs satisfaction.

Harari et al. (2017) noted that overqualified employees tend to have the capability of
reaching a superior performance; however, they may have lower work motivation. Probably,
this lack of motivation is due to the lower satisfaction of the global psychological needs at
work. In fact, according to the self-determination theory, workers' motivation and the
satisfaction of basic psychological needs are two related concepts (Deci et al., 2017). More
specifically, the higher the satisfaction of the employees’ global psychological needs, the
higher their levels of intrinsic motivation, which is associated with increased workers’ well-
being (Deci et al. 2017).

Additionally, the perception of overqualification may affect the employees’ global

psychological needs satisfaction since it may cause dissatisfaction, lower personal fulfilment,
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intention to leave the organization and less cooperation of the employee towards the
organization, resulting from the restrictions or deprivation that the individual feels regarding
the possibility of developing and using their skills at work (Silva, 2016).

Considering the literature review, the following hypothesis was formulated:

Hypothesis 3: Perceived overqualification is negatively related to employees’ global

psychological need satisfaction.

2.5.  The moderating role of individuals’ age groups

Based on the life span development theories, namely the life span theory of control
and socioemotional selectivity theory (Carstensen, 2006; Heckhausen and Schulz, 1995), we
further expect age groups to have a moderating effect on the association between perceived
employability, perceived job insecurity, and perceived overqualification with employees’
global psychological needs satisfaction. According to these theories, the younger the
individual more likely he/she is to have an open-ended future time perspective and to value
extrinsic factors of motivation, such as perceived external prestige and social status at work
(Klimchak et al., 2019). By feeling less constrained by time, younger adults are also more
likely to perceive a sense of control over the environment, since they are likely to feel as
having more time and freedom to change directions in major life domains (Klimchak et al.,
2019). For instance, younger adults are more likely to change employers or attain a new
educational degree.

In contrast, older adults, as the closer they are to retirement, less likely to invest their
resources in learning and developing new work-related skills, which they may not have time
to employ at the workplace (Cavanagh et al., 2019). In other words, when compared to

younger adults, older adults are more likely to have a limited time-frame perspective and to

14
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feel more conscious of their mortality (Cavanagh et al., 2019). However, at the same time,
older workers typically are the first category of workers to be seen as having an outdated job
function, which may contribute to an increased feeling of job insecurity (Grah et al., 2019).

In fact, although the empirical evidence regarding the moderating effect of age on the
relationship between contextual variables and workers’ results remains scarce (Cavanagh et
al.,2019; Sousa et al., 2019), there is some empirical evidence to supporting this hypothesis.
For instance, Boumans ef al. (2011) investigated the influence of age on the relationship
between work characteristics and workers’ work motivation and job satisfaction. The authors
found the relationship between career opportunities and motivation as being much stronger
for younger employees than for older employees.

Considering the literature review, the following hypothesis was formulated:
Hypothesis 4: The association between employment characteristics and employees’ global
psychological needs satisfaction is moderated by age groups, such that:

Hypothesis 4a: The association between perceived employability and employees’ global
psychological needs satisfaction will be stronger in the younger-aged group as compared to
the other age groups — i.e., middle-age and older age group.

Hypothesis 4b: The association between perceived job insecurity and employees’ global
psychological needs satisfaction will be weaker in the younger-aged group as compared to
the other age groups — i.e., middle-age and older age group.

Hypothesis 4c: The association between perceived overqualification and employees’ global
psychological needs satisfaction will be stronger in the younger-aged group as compared to

the other age groups — i.e., middle-age and older age group.

3. Method
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3.1.  Participants and procedure

Data were collected through an online questionnaire during January and February of
2019. The sampling procedure used was a non-probabilistic sample with a convenience
sampling approach. More precisely, we presented this study to a private and international
company operating in the electric energy sector in Portugal. After accepting entering in this
study, the company received an e-mail containing the link to the online survey, and the
company forwarded the e-mail to their workers. A total of 480 employees were invited to
participate. The anonymity of the answers was assured. The participants were informed of
the opportunity to receive feedback on the overall results and that the company would have

access to the final report and not to the data itself.

We obtained 350 answers (response rate 72.92 percent), namely: 105 answers from
participants under the age of 35, 100 answers from participants aged between 35 and 49 years
old, and 145 answers from participants aged 50 or higher.

The sample characteristics were in line with the population characteristics: In 2019,
most employees of this electric energy company (45.5 percent) were aged 50 or more; most
(63.5 percent) had job tenure of over 10 years, and most had bachelor’s degree (30.5 percent)
or master degree (16.7 percent).

A description of the sample in total and across groups is reported in Table 1.

INSERT TABLE 1 ARROUND HERE

3.2.  Measures
Perceived employability. Perceived employability was assessed through a three-item scale

developed by De Witte’s (1992), which had already been used in a previous study, in Portugal

16
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(Espada and Chambel, 2013). An item example includes: “I could easily find another job if I
wanted to”. The participants answered the questionnaire items using a 5-point Likert scale,

ranging from 1 (strongly disagree) to 5 (strongly agree). Cronbach’s alpha was .77.

Perceived job insecurity. Perceived job insecurity was assessed through a four-item scale
developed by De Witte’s (2000), which had already been used in a previous study in Portugal
(Giunchi et al., 2016). An item example includes: “I feel insecure about the future of my
job”. The participants answered the questionnaire items using a 5-point Likert scale, ranging

from 1 (strongly disagree) to 5 (strongly agree). Cronbach’s alpha was .88.

Perceived overqualification. Perceived overqualification was assessed through a nine-item
scale developed by Maynard ef al. (2006), which was already validated to the Portuguese
language by Neto and Borges-Andrade (2018). An item example includes: “My job requires
less education than I have”. The participants answered the questionnaire items using a 5-
point Likert scale, ranging from 1 (strongly disagree) to 5 (strongly agree). Cronbach’s alpha

was .88.

Employees’ global psychological needs satisfaction. Employees’ global psychological needs
satisfaction was assessed with a multifaceted instrument, which is a Portuguese translation
of the Basic Psychological Needs at Work Scale (BPNWS: Brien et al., 2012) conducted by
Sanchez-Oliva et al. (2017). Autonomy, competence and relatedness need consisted of three
factors measured each by four items (respectively, item examples include “My work allows
me to make decisions”, “I have the ability to do my work well”, and “When I'm with the
people from my work environment, I feel understood”). The participants answered the

questionnaire items using a 6-point Likert scale, ranging from 1 (strongly disagree) to 6
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(strongly agree). To examine the psychometric properties of the measure, we performed a
confirmatory factor analysis (CFA), where global psychological needs satisfaction was
considered an overarching second-order factor and autonomy, competence and relatedness
need dimensions were considered as first-order latent factors. Each first-order latent factor
was assessed through four items. This model showed an acceptable fit to the data [y2 (47) =
143.29, p <.01, CFI = .95; IFI = .95; RMSEA = .08]. The internal consistency and reliability
coefficients among participants in the present sample were .83, .79, and .88, for autonomy,

competence and relatedness need, respectively.

Age groups. Following De Lange ef al. (2006) and Drabe ef al. (2015) age sub-group analyses
utilize the following age cut-offs: young workers (under age 35), middle-aged workers (35

to 49 years of age) and old workers (aged 50 or older).

Control variables. We controlled educational level (from 1 = “Oth grade” to 4 = “master’s

degree or higher”) and job tenure (from 1 = “under 1 year” to 5 = “over 10 years”).

4. Results
4.1.  Measurement models

Following established recommendations (Hu and Bentler, 1999), evaluation of the
overall goodness of fit of the models was based on the combination of several fit indices.
Models were compared based on chi-square difference tests, and on other fit indices: the
incremental fit index (IFI), the Bentler comparative fit index (CFI), and the root mean square
error of approximation (RMSEA). For IFI and CFI, values above 0.90 represent a good model

fit, and RMSEA values equal to or below 0.08 indicate a good model fit (Kline, 2015).
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To test our measurement model, we followed the same procedure of Conway et al.
(2016) and we carried out the analysis using AMOS (version 26.0). Following the
recommendations of Law and Wang (1999) and the work of Wang et al. (2020), our
theoretical model, i.e., the full measurement model, covered four factors (i.e., perceived
employability, perceived job insecurity, perceived overqualification, and global
psychological needs satisfaction). Perceived employability was measured with three items.
Perceived job insecurity was measured with four items. Perceived Overqualification was
measured with nine items. Global psychological needs satisfaction was measured through the
averages of all the items measuring the constructs of autonomy, competence and relatedness
need. Thus, the construct of global psychological needs satisfaction was measured by three
indicators of the construct — i.e., autonomy, competence and relatedness need. This model
obtained a suitable fit [y2 (137) =326.87, p <.01; CFI = .94; IFI = .94; RMSEA = .06]. We
compared this model with the single-factor model, i.e., Harman’s single factor test, in which
all items were loaded on a single latent variable, which obtained a poor fit [y2 (143) =
1663.95, p <.01; CFI=.51; IF1=.52; RMSEA = .18], and a significantly lower fit compared
to our theoretical model [4y2 (6) = 1337.08, p <.01].

Furthermore, the convergent and discriminant validity of measures was estimated by
following Fornell and Larcker (1981) recommendations (Table 2). Overall, composite
reliability (CR) was greater than .70 and the average variance extracted (AVE) was greater
than .50 and lower than CR. Furthermore, AVE was greater than the maximum shared
squared variance (MSV). Thus, the convergent and discriminant validity of measures seems
to be reached in this study.

INSERT TABLE 2 ARROUND HERE
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4.2.  Descriptive analysis

Table 3 shows the means, and standard deviations (SD) obtained separately for each
age group. For the analyses, IBM SPSS 26 was used, and the One-way ANOVA and Post
Hoc LSD tests were applied. As is possible to observe, significant differences were found
among the age groups, namely: younger workers showed a higher level of employability
perception and job insecurity perception [F' (2, 350) =29.16, p < .01; F (2, 350) =8.16,p <
.01; respectively]. In addition, older workers demonstrated a lower perception of
overqualification, but a higher level of global psychological needs satisfaction, when
compared to the other two age groups [F (2, 350) =7.83, p <.01; F (2,350)=7.44, p < .01;

respectively].

INSERT TABLE 3 ARROUND HERE
Concerning the correlation matrix, the correlations are generally consistent with the
theorized pattern of relationships and the correlations among the variables also demonstrated

no multicollinearity problem (r < 0.80; Keith, 2015) (see Table 4).

INSERT TABLE 4 ARROUND HERE

4.3.  Structural models

To test our hypotheses, we performed a multiple group analysis using AMOS (version
26.0). This analysis was performed according to the instructions of Byrne (2010) and already
used in previous studies (e.g., Akkermans ef al., 2013; Carvalho et al., 2018). The multi-

group structural model, which includes the three groups analysed [¢2 (510) = 823.57,p <.01;
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CFI=.90; IFT = .91; RMSEA = .04], showed a good fit to the data. All the structural paths
in standardized coefficients are presented in Figure 1.
INSERT FIGURE 1 ARROUND HERE

Hypothesis 1 predicted that the perceived employability would be positively related
to the employees’ global psychological needs satisfaction. However, only for the middle-
aged group, this relationship was found as being positive and significant (f = .26, p < .05).
Thus, hypothesis 1 was only partially supported by the data.

Regarding the relationship between perceived job insecurity and global psychological
needs satisfaction (i.e., hypothesis 2), as expected, perceived job insecurity was negatively
and significantly related to global psychological needs satisfaction both for the middle-aged
group (f = -.33, p <.01) and for the older aged group (f = -.40, p < .01). However, this
relationship was not significant for the younger aged group (f = .00, n.s.), which thereby
partially supported hypothesis 2.

Concerning the relationship between perceived overqualification and global
psychological needs satisfaction (i.e., hypothesis 3), a negative and significant relationship
was observed for the younger aged group (f = -.45, p <.01), for the middle-aged group (f =
-.49, p <.01), and for the older aged group (§ = -.25, p < .01). As such, hypothesis 3 was
supported by the data.

The control variables contributed significantly toward explaining variance. We found
significant relationships between educational level and perceived employability (middle aged
group: f = .35, p < .05; older aged group: f = .34, p < .01), perceived overqualification
(middle aged group: f = .26, p < .05; older aged group: f = .21, p < .05) and global
psychological needs satisfaction (younger aged group: f = .21, p < .05). Concerning job

tenure, this variable showed a significant relationship with perceived job insecurity (younger
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aged group: = -.45, p <.01) and global psychological needs satisfaction (older aged group:
p=.19,p<.05).

Finally, to test our moderation hypothesis (H4), Z-scores were calculated. According
to Table 5, we found significant differences among the three age groups. Generally, these
results seem to confirm the moderating role of age on the relationship between perceived
employability and global psychological needs satisfaction, between perceived job insecurity
and global psychological needs satisfaction, and between perceived overqualification and
global psychological needs satisfaction. However, contrary to the expected, the association
between perceived employability and employees’ global psychological needs satisfaction
was not stronger in the younger-aged group as compared to the other two age groups
analyzed. Additionally, the association between perceived overqualification and employees’
global psychological needs satisfaction was not stronger in the younger-aged group as

compared to the middle-aged group. Thus, our H4 was only partially supported by the data.

INSERT TABLE 5 ARROUND HERE

5. Discussion

The main purpose of the present research was to test a model positing that perceived
employability, job insecurity, and overqualification would be significantly related to
employees’ global psychological needs satisfaction. Additionally, we posited an unexplored
moderating role of age groups on the above-mentioned relationships.

As Van den Broeck et al. (2014) noted, nowadays, perceived employability is a
crucial “resource” for employees, and given its relevance on the labour market, it is likely
to expect the workers’ perception of employability to have a significant contribution to the

global psychological needs satisfaction. In fact, the present study showed a positive and
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significant relationship between perceived employability and global psychological needs
satisfaction for middle-aged workers. However, contrary to our predictions, this
relationship was not observed for the two other studied age groups— i.e., younger aged and
older aged groups. As an alternative explanation, we could advance the sample
characteristics of the current research. More precisely, regarding Table 1, it is possible to
observe the younger individuals are the ones who presented a higher educational level,
which seems to be in line with the job function they had — 75.2% of the younger individuals
worked as a higher technician, while for the middle-aged group and the older age group this
percentage was 57.0% and 38.6%, respectively. Thus, the younger individuals of the
present study were likely to have a higher person-job fit, and as such, to this group of
individuals, perceived employability can be less relevant to explain their global
psychological needs satisfaction. Additionally, concerning the older age group, as
previously noted, older adults, especially the ones closer to retirement, can be less likely to
invest their resources in learning and developing new work-related skills (Cavanagh et al.,
2019), and therefore to those individuals perceived employability can be also less relevant
to explain their global psychological needs satisfaction. Future studies should replicate this
study to analyze if this pattern of results is maintained.

Regarding the relationship between perceived job insecurity and employees’ global
psychological needs satisfaction, we found a negative link both to the middle age group and
the older age group. However, to the younger age group, contrary to our hypothesis, this
relationship was not significant. In line with what others authors have mentioned,
employment holds the key to the individual's social integration and recognition (De Witte,
2005). As such, the perceived threat of job loss, i.e., perceived job insecurity, is likely to

have an impact on meeting the global psychological needs of individuals and this
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relationship was found to be significant for the middle-age group and older age group. In
line with the mentioned before, younger individuals are more likely to perceive a sense of
control over the environment (Klimchak ez al., 2019), and as such perceived job insecurity
can be less relevant to explain their global psychological needs satisfaction. Moreover, as
younger the individual more likely he/she is to be in a career stage of “exploration”
(Catarino, 2018). As such, bearing in mind this career “exploration” stage, perceived job
insecurity can be something already expected by those individuals, as they are still
exploring and developing work-related skills (Catarino, 2018). By doing so, job insecurity
is a factor taken into consideration, and as such, it may not have a significant effect on the
global psychological needs satisfaction of younger individuals. As contingent work is
connoted with higher job insecurity (Lopes et al., 2019), in the future would be interesting
to analyze the link between job insecurity and global psychological needs satisfaction with
a sample of younger individuals, comparing those who have a temporary or a permanent
employment contract.

In line with the relative deprivation theory (Walker and Pettigrew, 1984),
employees’ perception of being overqualified for the present job seems to have a
detrimental effect on the global psychological needs satisfaction since the current study
showed a negative relationship between the two variables for the three age groups analyzed.
However, contrary to what was expected, this relationship was weaker for the older age
group. Drawing on the life span development theories (Carstensen, 2006) a possible
explanation to this result can be advanced. More precisely, as previously noted, the younger
the individual more likely he/she is to assign more value to extrinsic factors of motivation,
such as perceived external prestige and social status at work (Klimchak et al., 2019), while

older adults seem to be more likely to assign more value positive emotional experiences
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and social interactions, i.e., intrinsic factors of motivation (Cavanagh et al., 2019). Given
the higher probability of assigning more value to extrinsic factors of motivation, work in a
job function below the individual’s expectation of what he/she believes to deserve (i.e.,
perceived overqualification), can be more detrimental for the youngest age groups of
individuals — i.e., younger age and middle age group — by having the strongest impact on
their global psychological needs satisfaction as compared to the oldest age group. Future
studies should replicate this study to see if this pattern of results is maintained.
5.1.  Limitations and Future Research Direction

Although this research has important strengths, certain limitations should be taken
into consideration when interpreting the results of this study. First, this study has a cross-
sectional design and, therefore, causality cannot be established. Future studies with
longitudinal designs are welcomed to overcome this constraint. Yet, as Spector (2019)
noted, «there seems to be a universal condemnation of the cross-sectional design and at the
same time acceptance of the superiority of the longitudinal design in allowing conclusions
about temporal precedence and even causality. Often overlooked is that the cross-sectional
design can tell us much that is of value and that the longitudinal design is not necessarily
superior in providing evidence for causation» (pp. 125). Second, this research relies on
self-report measures raising common method bias concerns and therefore we followed the
methodological recommendations of Podsakoff ef al. (2003). However, Spector (2006)
argued that common method bias in surveys appears frequently to be more of an “urban
legend”. Third, concerning the study of chronological age through age groups does not
mean all the individuals belonging to the same age group are homogeneous (Carstensen,
2006). We should be aware that two types of individual differences could always emerge:

interindividual differences (i.e., differences between individuals) and intraindividual
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differences (i.e., individual change during his/her life span) (Kanfer and Ackerman, 2004).
Thus, future studies should use other analytic approaches such as latent profile analysis to

better capture these individual differences (see, Spurk et al., 2020).

5.2. Theoretical and Practical Implications

This study presents a set of theoretical and practical implications. Regarding the
theoretical implications, we contribute to the HRM and OB literature on predictors of
individuals’ global psychological needs satisfaction. By analyzing age’s moderating role in
the relationship between employment characteristics and psychological needs satisfaction,
we contribute to the literature on age diversity management, because our empirical findings
provide concrete recommendations for age diversity management. Our results suggested the
moderating role of age on the relationship between perceived employability, perceived job
insecurity, and perceived overqualification and global psychological needs satisfaction. The
results show that studying and understanding these relations specificities in each age group
highly contribute to a, still, limited research field.

Regarding the practical and managerial implications, the present study's findings
seem to highlight that perceived employability, perceived job insecurity, and perceived
overqualification, may have a specific contribution to the individuals’ global psychological
needs satisfaction when different age groups are considered. Given these findings, HRM
scholars and practitioners must develop practices and policies addressing individuals’
global psychological needs according to the age diversity existent in the organizations.
Relying on the findings of the current study we suggest some practical implementations of

the HR management field.
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First, bearing in mind the positive relationship between perceived employability and
global psychological needs satisfaction, the organizations must stress to the employees their
willingness to invest in the workforce skills development regardless of the individuals’ age
(Sousa et al., 2019). However, to address employees’ age diversity, organizations should
focus on offering opportunities for the development of both soft and technical skills. For
instance, given younger adults seem to be more orientated to external sources of control
and motivation, and older adults seem to be more likely to value internal feelings like the
sense of meaning (Klimchak et al., 2019), organizations should offer the possibility of
employees develop soft skills like mentoring and leadership competencies (more directed to
older adults) and technical skills, such as learning a new language or offer the opportunity
to enrol in short-term technical courses to develop the aptitude to work with specific
software (more directed to younger adults).

Second, the negative relationship between perceived job insecurity and global
psychological needs satisfaction also seems to call for the need to set HR managing
practices to overcome this detrimental effect. More precisely, it is important organizations
ensure effective communication channels with employees by keeping workers updated and
informed regarding important decisions having an impact on daily workers’ life at the
workplace. This organizational policy should contribute to increasing employee security
regarding their future in the organization. Moreover, since the negative relationship
between perceived job insecurity and global psychological needs satisfaction was found as
being stronger for the older age group, it is important to organizations make use of the
existing experience, knowledge, and skills of older workers, who have a longer tenure in
the organization, by promoting initiatives such as creating the figure of “buddy” to help the

integration of younger individuals (Grah et al., 2019). These policies should contribute to

27



oNOYTULT D WN =

Management Research, The Journal of the Iberoamerican Academy of Management Page 28 of 44

demonstrate that older workers are a valuable asset in the organization and, therefore,
should lead to decreasing the older age group perception of the threat of job loss (Grah et
al., 2019).

Finally, regarding the negative relationship between perceived overqualification and
global psychological needs satisfaction, it is also crucial for organizations being aware of
the consequences of a poor person-job fit (Erdogan et al., 2020). To overcome this
detrimental effect of perceived overqualification on employees’ global psychological needs
satisfaction it would be relevant to perform job function analysis to specific organizational

areas where this misfit person-job is considered as being more likely to occur.
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1

2

3

g Table 1. Demographics of the sample.

6 Total sample Younger workers Middle-aged workers Older workers
; (n=350) (<35 years; n=105) (35-49 years; n = 100) (= 50 years; n = 145)
9 Age (Mean) 44.37 (SD = 12.63)

10 Gender (% men) 56.0% 51.4% 59.0% 57.2%
1 Education

g 9th grade 4.0% 0.0% 2.0% 8.3%
14 12th grade 23.7% 8.6% 24.0% 34.4%
15 Bachelor’s degree 35.4% 14.3% 48.0% 42.0%
16 Master’s degree or higher 36.8% 77.2% 26.0% 15.2%
17 Job tenure

12 Less than 2 years 12.9% 35.3% 7.0% 0.7%
20 Between 2-5 years 17.7% 43.8% 11.0% 3.4%
21 Between 6-10 years 9.1% 15.2% 15.0% 0.7%
22 More than 10 years 60.3% 5.7% 67.0% 95.2%
23 Job function

o Operational 13.1% 7.6% 21.0% 11.7%
26 Administrative 14.3% 4.8% 6.0% 26.9%
27 Higher technician 54.9% 75.2% 57.0% 38.6%
28 Other 17.7% 12.4% 16.0% 22.8%
;g Employment contract

31 Temporary contract — Fixed-term 15.4% 20.0% 8.0% 17.2%
32 Temporary contract — Uncertain term 3.4% 3.8% 3.0% 3.4%
33 Permanent contract 78.3% 69.5% 89.0% 77.2%
g‘S‘ Other 2.9% 6.7% 0.0% 2.1%
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Table 2. Discriminant validity.

Constructs CR AVE MSV
1. Perceived employability 78 .54 .07
2. Perceived job insecurity .86 Sl .14
3. Perceived overqualification .84 .63 14
4. Global psychological needs satisfaction .88 .67 .10

Note: CR = Composite reliability; AVE = Average variance extracted; MSV = Maximum shared variance.
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Table 3. Means and standard-deviations for the studied variables.

Mean (SD) for each studied variable

Perceived Global
Perceived . Perceived psychological Autonomy Competence Relatedness
Sample S job . .
employability . 4 overqualification needs need need need
Insecurity satisfaction
1. Younger workers 3.17 2.00 3.61 5.46 5.33 5.81 5.25
(SD=.72) (SD = .95) (SD=1.13) (SD = .83) (SD=1.02) (8D =.67) (SD=1.19)
2. Middle-aged 291 1.75 3.48 5.54 5.53 5.85 5.26
workers (8D =.76) (SD=.71) (SD=1.17) (8D =.76) (8D =.87) (SD =.70) (SD =1.00)
3. Older workers 241 1.62 3.08 5.79 5.71 6.08 5.59
(SD = .86) (SD =.58) (SD=1.10) (SD =.58) (SD=.71) (SD =.50) (SD =.84)
F 29.16™" 8.16™ 7.83" 7.44™" 6.02"" 6.98™" 5.00"
Post-hoc comparisons 1>2>3 1>2,3 3<1,2 3>1,2 3>1=2 3>1,2 3>1,2

Note. ™: p<.01;*: p <.05.
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Table 4. Correlations matrix for the three samples.
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Variables 1. 2. 3. 8.
1. Educational

level

2. Job tenure .01 (-.07) -.08

3. Perceived

10 (33" 31" .11(-.01)-.01

employability

4. Perceivedjob .09 (-.03)-.12 -41"™ (-15)-09  -.08(-.13) .33™

insecurity

5. Perceived -05(25%)-.18" -.02(-.04)-.01 .03 (.14) 17 23" (.18) .14

overqualification

6. Global 217(.02) .15 .04 (.02) .20" -.08 (.15) -.09 - 14 (-.39"™) -37" -39 (-.45™) -.23"

psychological

needs satisfaction

7. Autonomy .17 (.04) .06 .08 (.01) .20" -.01 (.16) -.08 - 15(-33")-29" -39 (-.44")-23" 90" (.90") .86™

need

8. Competence 11 (.03) .13 -.02 (.01) .12 -.07 (.16) -.04 -.08 (-.33")-36" -25"(-.34")-20" .76™ (.88"") .82™ 617 (.647) .66™
need

9. Relatedness 23" (-.05) .17" .01 (.05).17" -.13 (.06) -.10 - 13 (-.39")-30"  -34"(-42™)-.15 90" (.88™") .85™ 697 ((76™) 52" 51 (.63") .53

need

Note. Educational level and job tenure are a categorical variable; **: p < .01; *: p < .05; the values presented on the left side of the brackets refers to younger workers; the values

presented within brackets refers to middle aged-workers; the values presented on the right side of the brackets refers to older workers.
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Perceived

employability 14 (.26

*).03

- O

.00 (-.33"") -.40""

Perceived job
insecurity

—_ —= = =2 OO NOU DA WN =

17 *%

18 . ) - 25
Al - A9

‘l

Perceived
overqualification

30

Global
psychological
needs satisfaction
26% (39%) 28%

Need for
autonomy

Need for
competence

Need for
relatedness

31 Note: ™ : p<.01; " p < .05; the values presented on the left side of the brackets refers to younger aged
gggroup; the values presented within brackets refers to middle aged group; the values presented on the

2451 right side of the brackets refers to older aged group.

36

>.Figure 1. The structural model with standardized estimates and the percentage of the
> variance of global psychological needs satisfaction explained by the independent variables.
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Table 5. Moderation hypothesis testing.

Groups Comparison (z-scores) Hypothesis 4a Hypothesis 4b Hypothesis 4¢
Younger aged group vs middle-aged group Z=2233" Z=-2.80" Z=0.07, n.s.
Middle-aged group vs older-aged group Z=-181" Z=0.31, n.s. Z=2.25"
Younger aged group vs older-aged group Z=1.18, n.s. Z=-3.06" Z=214

Note. **: p <.01; *: p <.05; n.s.: non-significant; Hypothesis 4: The association between employment characteristics and employees’ global psychological needs
satisfaction is moderated by age groups; Hypothesis 4a: The association between perceived employability and employees’ global psychological needs satisfaction
will be stronger in the younger-aged group as compared to the other age groups — i.e., middle-age and older age group; Hypothesis 4b: The association between
perceived job insecurity and employees’ global psychological needs satisfaction will be weaker in the younger-aged group as compared to the other age groups —
i.e., middle-age and older age group; Hypothesis 4c: The association between perceived overqualification and employees’ global psychological needs satisfaction
will be stronger in the younger-aged group as compared to the other age groups — i.e., middle-age and older age group.



