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Abstract

The current “talent war” (Beechler & Woodward, 2009) and the aging of the workforce (United
Nations, 2019) played a crucial role in understanding the impact of job resources on motivation,
particularly in younger employees. Focused on that goal, a mixed method (qualitative and quantitative
study), with emphasis on Job Design Theory (Grant, 2007) and Job Demands-Resources Model
(Schaufeli & Bakker, 2004) was applied. From study 1 main conclusions, emerged the topics presented
to a larger sample through a questionnaire, to compare the source of motivation in different age
groups, with special attention to: co-worker support, supervisor support, team atmosphere,
possibilities for learning and development, task variety, fair pay, and autonomy. The reference of
flexibility, not specifically included in motivation theories, was identified as being crucial in job decision
processes.

For younger employees, supervisor support and fair pay were confirmed as essential resources
with impact on turnover intentions. For older workers, team atmosphere was the only resource with
significant impact on turnover intentions. The impact of age as a moderator was seen to be only
significant in the relationship (mediated by affective commitment) between supervisor support and
turnover intentions, respectively. This reveals the absence of moderation of age groups between the
studied job resources and engagement or affective commitment, and consequently with turnover
intentions. A specific concern with the definition of Human Resources practices for a certain age group
should be taken in consideration, since generations should not be considered static, where one

solution fits all.
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Resumo

A atual “guerra de talentos” (Beechler & Woodward, 2009) e o envelhecimento dos trabalhadores
(Nagdes Unidas, 2019) desempenharam um papel crucial na compreensao do impacto dos recursos de
trabalho na motivacdo dos trabalhadores mais jovens. Com foco nesse objetivo, foi realizado um
estudo misto (qualitativo e quantitativo), com enfase na Teoria do Design do Trabalho (Grant, 2007) e
no Modelo das Exigéncias-Recursos do Trabalho (Schaufeli & Bakker, 2004). Do estudo 1, surgiram os
temas apresentados através do questiondrio, comparando a motivacdo em diferentes idades, com
especial atencdo para: apoio dos colegas de trabalho, apoio do supervisor, ambiente de equipa,
possibilidades de aprendizagem e desenvolvimento, variedade de tarefas, remuneracdo justa e
autonomia. A flexibilidade, ndo incluida nas teorias da motivacao, foi identificada como crucial nos
processos de decisdao profissional.

Para colaboradores jovens, o apoio do supervisor e a remuneragdo justa foram confirmados como
recursos com impacto nas intengdes de saida. Para os trabalhadores menos jovens, o ambiente de
equipa foi o Unico que revelou um impacto significativo. A idade como moderadora foi considerada
significativa apenas na relacdo (mediada pelo comprometimento afetivo) entre o apoio do supervisor
e as intenc¢Ges de saida, respetivamente. Estes dados revelam a auséncia de moderagdo da idade entre
os recursos analisados e o engagement ou comprometimento afetivo e, consequentemente, com as
intengdes de saida. Devera ser tido em consideragdo a preocupagao com a definicdo de praticas de
Recursos Humanos para uma determinada faixa etaria, pois geragdes ndo devem ser consideradas

estaticas, onde uma solugdo serve para todos.

Palavras-Chave: Motivagdo, Recursos do Trabalho, Comprometimento, Engagement, Inten¢des de

Saida, Geragdo
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Introduction

The influence of Human Resources Management in attracting and retaining workers is crucial, once
these practices affect productivity and employability in individual and organizational levels (Boehm et
al., 2021). Since employees’ needs and the efficacy of these practices can change with age (Kooij et al.,
2010), it is relevant to analyse which resources and demands have more impact on motivation in the
beginning of professional careers. According to previous studies, Human Resources practices based on
age affect how employees of different age groups behave (Combs et al., 2006; Schalk et al., 2010).

As stated by Henkens (2021), there is a lack of research that studies how organizational practices
help individuals deal with their working lives and how these changes are affected by social benefits
and financial aspects. There have been several progresses in the analyses of adult development and
on how complex forces interact with work and personal aspects that impact performance among older
individuals (Beier et al., 2022).

Human Resources management impact the approach and behaviour that people of different ages
have in organizations (Combs et al., 2006; Schalk et al., 2010). Employees experience these practices
in different ways, making different age groups respond not in an equal way (Kinnie et al., 2005). The
importance of the analysis of this theme is related to the positive influence that Human Resources
management have on company performance (Hayton et al., 2006). Even though there is a considerable
number of studies about age and work, there is the need to explore the role of age in Human Resources
practices and to reanalyse theories that were developed before most of today's employees entered
the workforce (Anderson et al., 2016).

With the continuous aging of the workforce in most developed countries (United Nations, 2019),
there has been anincrease in the number of workers with more than 50 years, comparing to a decrease
of younger people starting their careers (Eurofound, 2017). By representing a large percentage of the
current workforce, more attention in studies has been given to older employees and its motivation
throughout their lifespan. This represents a gap in the current literature and provides a better
contribution for the theme of this dissertation (Beier et al., 2022; Boehm et al., 2021). In order to adjust
to the lack of younger employees, organizations will have to take more in consideration workers’ well-
being during their careers and adapt jobs to fulfil the needs of different ages in the workforce, keeping
workers connected to their jobs (Kahn, 1990). According to Halbesleben (2010), engaged employees

tend to have better health and performance, are more committed, and have lower intentions to leave.



The current “talent war” is highlighted by four impactful factors that can affect the talent poll
available: global demographic and economic trends, increasing mobility of people and organizations,
transformational changes to business environments, skills and cultures, and growing levels of
workforce diversity (Beechler & Woodward, 2009). These factors raise the importance of analysing
younger employees’ motivation, to engage and retain them in organizations (Kahn, 1990). Enhancing
this reality, organizations struggle to understand which resources fit specific needs and working styles
of different age groups (Bennett et al., 2017).

One of the main concerns in organizations is the incapability to adapt to social and organizational
developments (Rosa, 2012), creating a threat to the future of the workforce. In Portugal, the trend is
similar. In 2021, the latest census report shows that the most significant categories are composed by
people from 40 to 69 years old. The group with ages between 20 and 29 years old represented the
smallest part of the workforce (INE, 2021). Since the diversity of the workforce and the use of
technology have been growing in the workplace, it is necessary to perform new research to understand
how new work environment impact employee’s motivation (Chen & Kanfer, 2016). Even more,
companies operate in a globalized environment, managing different populations, markets, and ways
of work (Beechler & Woodward, 2009). Digitalization - institutions, and resources that affect the
adoption of digital technologies (Stam & van de Ven, 2021), and globalization - processes that surround
causes, and consequences of transnational and transcultural integration (Al-Rodhan & Stoudmann,
2006), are new realities that make crucial retain employees born in these dynamics.

Continuous demographic trends including smaller supply of younger workers, an aging workforce,
and high rates of retirement, have created difficulty to fill job opportunities (Dohm, 2000). However,
there has been increasing evidence to suggest that further progress in the field of motivation will
require modified models that will take in consideration individual’s experiences at work. There has
been substantial research, but uneven progress in the understanding of motivation in work and
organizational environments (Chen & Kanfer, 2016).

In addition, research about the impact of job design and demands has gain importance due to the
necessity of understanding the impact associated with different leadership, team structures, and work-
related interpersonal processes (e.g., with co-workers) on motivation processes (Klein et al., 2008).
These changes have created new attitudes towards work, leading to different expectations, making
the current ways of managing people probably no longer be viable (Scholz, 2019).

Without understanding the specific needs of each age group, organizations face difficulties to hire
and retain better talent (Gaidhani et al., 2019), losing their ability to remain competitive (Rappapor et
al., 2003). A significant percentage of organizations cite talent as their top concern (Van Alstyne, 2008).
Therefore, when applying a certain management method, organizations need to consider

intergenerational differences and individualize motivational tools (Niezurawska et al., 2023).
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This research is focused on the impact that job characteristics have on early career motivation.
The main goal is to analyse the impact on younger employee’s motivation, especially for being a digital
age group (Levickaite, 2010). This age group is composed by people born between mid-1990s and
2010s, that are now in the beginning of their professional careers. Thus, organizations need to adapt
to the workplace environment, in order to encourage young employees to work efficiently and connect
their future with the company (Niezurawska et al., 2023). Given the need to adapt current practices,
for the cohesion and cooperation between age groups, there is an extra difficulty for Human Resources
to create efficient methods (Gonzélez et al., 2022). It is crucial to analyse characteristics and
expectations of each age group, to increase their productivity and retention (Gursoy et al., 2008).

Furthermore, the impact of these factors in retention - strategies to increase workplace
productivity by attracting, developing, and retaining people skills (Lockwood, 2006), and in high
turnover - a voluntarily inclination to leave an organization (Mobley et al., 1979), are also critical focus
points. This dissertation is focused on the employee perspective, in order to allow organizations to
understand employees’ motivation to remain in the company, since turnover is a major concern for
organizations, once replacing employees has costs in recruitment and training, decreasing
performance (Collins & Smith, 2006).

In this dissertation, the main age group in study is composed by employees aged between 18 and
27 years old with no more than 7 years and no less than 6 months of professional experience,
corresponding to age boundaries of Generation Z workforce. Additionally, the comparison of the
perception of different job resources between different age groups was also analysed. This will allow
to align current Human Resources practices to new expectations and to understand how job design
influence young employee’s motivation. To fulfil this research, Job Demands-Resources Model and Job
Design Theory will be the main theories framing the study. However, it is essential analyse the current
motivation theories, since old motivation factors may not be enough to explain younger employees’
motivation (Sevic et al., 2020).

In terms of structure, this dissertation will take in consideration the analysis of current motivation
theories presents in the Literature Review (chapter 1): Self-Determination Theory (Deci & Ryan, 1985),
Job Demands-Resources Model (Schaufeli & Bakker, 2004), Job Design Theory (Grant, 2007), Lifespan
Theories (Truxillo et al., 2012), alongside the understanding age groups, in the working market. In
chapter 2, the methodology of study 1 is presented, and the respective result analysis in chapter 3. For
study 2, the methodology and the data analysis are displayed in chapters 4 and 5, respectively. Data
discussion can be analysed in chapter 6, alongside limitations and suggestions for future research,
followed by a brief conclusion. To complete the information presented throughout, a chapter with

Annexes will be at the end.






CHAPTER 1

Literature Review

1.1. Generations in the Workplace

People belonging to the same age group tend to have similar historical and social events, changing the
course of their attitudes and values (Twenge et al., 2010), and distinctive characteristics with direct
impact on their behaviour at work (Schullery, 2013).

Importantly, in this dissertation, the designation of “generation” is analysed as an approach for
managing age groups of people born in a similar time, with certain behaviours, and characteristics in
common (Mahmoud et al., 2020). Defining age boundaries of generations is essential for generational
analysis, however, it should not be seen as strict but as guidelines (Pew Research Center, 2015). This
highlights the importance of analysing age groups differences, to understand their motivation to
perform certain tasks with high productivity. Otherwise, if employees lack motivation to perform, the
development and success of the organization will be affected (Mahmoud & Reisel, 2014).

Even though the analysis of the younger age group is the main priority of the study, it is also
fundamental to understand the characteristics of other age groups in the workforce, as well their
historical and social experiences, since that can explain similar behaviours and beliefs. These
differences can create conflicts and low levels of engagement amongst co-workers. However, if well
managed, it can provide a positive work culture and improve engagement and motivation (Baum,
2019). Besides Generation Z, there are other three generations currently in the workforce: Baby
Boomers, Generating X and Generation Y.

Baby Boomers, with individuals born between 1950 and 1964, tend to be marked by rebellion,
improvement and technology discoveries, for being more individualist, and for revealing tendency to
be more competitive. For them, commitment to the job and achievement in life are measured by the
number of worked hours, having difficulties in balancing work and family life (Scholz & Rennig, 2019).

Generation X, born between 1965 to 1979, has tendency for being pessimistic in work life, for
having more difficulties with connections, and for being less competitive. However, they are more
skilled, and the first generation to be able to think globally. Their expectations include flexible working
hours, good working environment or skill-based promotions (Berk, 2013).

Generation Y/Millennials, include people born between 1980 and 1994. Generation Y differs from
previous generations for being optimistic and for being the first generation affected by globalization

(Jain & Pant, 2012). They are characterized for having high levels of education - considering their



workplace as an opportunity to gain experience, for easily adapting to change, and for their impatient
personality - expecting quick promotions. Also, 80% of them expect feedback from their executives in
order to remain motivated (Adiglizel et al., 2014).

Generation Z includes individuals born between 1995 and 2010. This generation is characterized
for being realistic, pragmatic, reliant, cautions, global, for enjoying structure and security, for having
low levels of commitment and for preferring individualistic actions (Jenkins, 2015). Additionally, it is
defined as ambitious and self-confident (Bittd & Kapusy, 2021), with high levels of acceptance (Scholz,
2019), motivated to find new opportunities (Magano et al., 2020), and to change jobs more frequently
(Kocsir & Fodor, 2018). Focus on the growing use of technology and interest in performing more
flexible working hours jobs, are aspects that can be equal in Generation Z and in Generation Y (Ryback,
2016). Both tend to be more ethnically diverse than previous generation (Bannon, et al., 2011; Flippin,
2017).

Furthermore, contextualizing socioeconomic changes is crucial to explain differences between age
groups (Macky et al., 2008). To study Generation Z, it is important to understand which economic
factors influence their lives. In Portugal, terrorism and war are not realities, however, economic crisis
is familiar, since an international bailout occurred in 2011 (Suleman & Figueiredo, 2019).

The raising youth unemployment and the return to highly skilled emigration (Cruces, et al., 2015;
Observatério da Emigragdo, 2015; Pereira & Lains, 2011) led to a general disenchantment among
young people (Cerdeira et al., 2016). Additionally, Internet access in family households in Portugal rose
from 15% in 2002 to 84.5% in 2020 (INE, 2020). In 2021, 84,1% of families had access to Internet
through broadband (INE, 2021), which means most young Portuguese people grew up with easy access
to the Internet at home.

With such different points of view and characteristics between generations, it is relevant to
analyse which factors affect Generation Z's motivation to align Human Resources practices that may
be structure to fit other age groups and not recent workforce in the market (Scholz, 2019). This
younger age group has more information sources of intuitive technological literacy, making them
crucial for the future of companies (Scholz & Vyugina, 2019). By changing jobs more frequently, Human
Resources must worry on how to focus their efforts on giving them what they expect, and not only on
how to attract them (Gonzalez et al., 2022).

Even though the concept of generation has been receiving substantial attention, as mentioned
throughout this subchapter, literature suggests that these static definitions can be considered
fallacious, once its definitions are reinforced by continuous use in popular media (Rauvola et al., 2019).
According to Rudolph and Zacher (2022), it is crucial to adjust generations to lifespan perspectives
since age is understood to have a continuous impact on essential factors along generational stages,

also taking into consideration variability, intra and interindividual (Weber & Urick, 2017). Due to those
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concerns, the studies presented in this dissertation, will be associated to age groups instead of

generations, with special attention to younger age groups.

1.2. Contextualization of Motivation

Motivation is defined as the “process used to allocate energy to maximize the satisfaction of needs”
(Pritchard & Ashwood, 2008, p. 6). This process creates the desire to dedicate abilities to performance.
A motivated employee accomplishes work-related goals, therefore, it is crucial for organizations to
understand the importance of employee motivation, once the success of the organization relies on
employees’ performance (Govindarajulu & Daily, 2004). Previous research has shown that motivation
can increase employee productivity, organizational revenue, and employees’ well-being and thriving
(Steers et al., 2004). Motivated employees lead to workforce stability (Imran et al., 2017), stronger
team coordination (Gagné et al., 2014), employee efficiency (Tudorache, 2013), satisfaction
(Mahmoud & Reisel, 2014), and enhance human capital (Rusu & Avasilcai, 2013).

Around the late 20™ century, the literature was dominated by expectancy-value and goal setting
models — facilitating the reorganization of findings in terms of understanding the effects of person,
and temporal variables (Kanfer, 2012). In 1969, Alderfer confronted the previous theory in the
Organizational Behaviour and Human Decision Processes, suggesting only three groupings: existence,
relatedness, and growth needs, not divided in hierarchical order. According to Alderfer’s Existence-
Relatedness-Growth (ERG) (1969), satisfaction of higher-order needs would increase the desire of
growth. Older theories analysis provides historical information to the contextualization of motivation;
however, these older theories can be less adequate to analyse the current work environment,
especially with focus on younger workers. Current motivation classification structures are more goal-
related, distinguished between approach (growth) and avoidance (loss) motivational orientations
(Crowe & Higgins, 1997).

In order to facilitate the comprehension of the literature review and the analysis of data in this
dissertation, each motivation theory will be present with more detail in the following subchapters of
chapter 1. This chapter includes more recent motivation theories such as Self-Determination Theory
(Deci & Ryan, 2000), Job Demands-Resources Model (Schaufeli & Bakker, 2004), Basic Psychological
Needs Theory (Deci & Ryan, 2017), and Job Design theory (Grant, 2007). Additionally, Lifespan Theories
(Truxillo et al., 2012) are also presented, in order to analyse the impact of age on employees’ work

motivation.



1.3. Self-Determination Theory

Cognitive Evaluation Theory (Deci, 1980), the first mini-theory of Self-Determination Theory (Deci,
1985) framework, is based on the idea that employee’s motivation application of performance-
contingent extrinsic rewards (e.g., pay) reduces intrinsic motivation and performance when the
extrinsic reward is controlling instead of informational. Forty years after, Self-Determination Theory
(Deci & Ryan, 2000) was revised. The analysis of Self-Determination Theory is important to understand
which form motivation is crucial for younger employees, since from then on, Human Resources can
establish goals that will impact directly on their motivation and drive. Theory shows that motivational
orientations can be divided in three different categories: intrinsic motivation, extrinsic motivation and
amotivation (Deci & Ryan, 2017).

Autonomous motivation occurs when people are engaged in an activity by choice. When
regulated, this can be intrinsic motivation and more relevant to the workplace, however, when
extrinsic, under specific environments, it can also be autonomous. According to Deci and Ryan (2017),
autonomous motivation occurs when people have clear information about the meaning and the
purpose of their tasks and receive effective feedback and support.

According to recent studies, autonomous motivation leads to less burnout (Fernet et al., 2010), is
related with more work satisfaction, lower turnover intentions, and less emotional exhaustion (Richer
et al., 2002). Also, it is positively associated to knowledge sharing (Foss et al., 2009), and negatively
related to work exhaustion, but positively related to work commitment (Fernet et al., 2012). Further,
when reported high autonomous motivation, employees feel less stress when confronting job
demands (Trepanier et al., 2013).

Intrinsic motivation, a self-determined activity, is characterized by the course of doing something
because it is interesting or enjoyable and not only for some outcome, pressure, or reward, resulting in
high-quality learning and creativity (Ryan & Stiller, 1991). In this concept, the inherent tendency is
infused and not caused, in situations when individuals have conditions that lead towards its expression
(Ryan & Deci, 2000). Intrinsic motivation has been associated to several positive outcomes, for
example work engagement, task identification, positive affect, and employee productivity (Pink, 2011).

In an empirical study of Generation Z around the world, work characteristics, such as opportunities
to learn new skills, easy access to work related information, and feedback on performance, were
confirmed to lead to a higher level of intrinsic motivation (Dwivedula, 2020). For that reason,
organizations try to increase employees’ intrinsic motivation by providing job autonomy, constructive
feedback, proper information about the importance of their tasks, and competitive salaries (Kuvaas et
al., 2017). One the other hand, extrinsic motivation is characterized by the action of doing something

because it leads to a separable outcome, to achieve an external reward or to avoid punishment (Deci



& Ryan, 1985). When the reason for the action is no longer there, motivation disappears. However,
besides providing intrinsic motivation incentives, employers also offer resources to raise extrinsic
motivation and increase better performance (Kuvaas et al.,, 2017), since intrinsic and extrinsic
motivation can operate simultaneously (Weibel et al., 2010).

According to Gagné et al. (2010) findings, extrinsic motivation is negatively associated with
affective commitment and positively associated with psychological distress and commitment.
Vansteenkiste et al. (2007) affirms that extrinsic work-value aspects present negative connections with
job satisfaction, life satisfaction and happiness, and positive associations with work—family conflict and
turnover intentions. Within extrinsic motivation, there are four subcategories: integration,
identification, Introjection, and external regulation, different in locus of causality — internal; external.

Additionally, internalization is the process of taking in a value that describes how motivation can
range from amotivation or unwillingness, to passive compliance, and to active personal commitment.
With increasing internalization comes greater persistence, more positive self-perceptions, and more
engagement (Ryan & Deci, 2000). Integration is described as the process by which individuals
transform the regulation into their own, therefore with an internal locus of causality. Introjection is a
type of controlling internal regulation since people behave with the sense of pressure to avoid guilt or
anxiety or to feel pride (Nicholls, 1984; Ryan, 1982). Identification is more autonomous since people
identified with the personal importance of a behaviour.

Finally, the state of amotivation occurs when people are doing an action, but they do not feel that
they have a good purpose to perform it. It represents the absence of motivation and can be present
when people are not interested in the task, do not know the proper reason do to it, or when they feel
that they do not have the skills to perform it (Ryan & Deci, 2000). This leads to not experiencing a
positive outcome.

Within the main theory, a sub theory called Organismic Integration Theory, was associated to
explain different forms of extrinsic motivation and the contextual factors responsible for encouraging
or obstructing internalization and integration of the regulation of these behaviours (Deci & Ryan, 1985)
(Annex A). Researchers have until recently limited knowledge about whether extrinsic motivation
mediates effects such as preoccupations with rewarded tasks (Wieth & Burns, 2014), weakened health
and safety in the workplace (Johansson et al., 2010), work stress (Ganster et al., 2011), and high
turnover rates (Harrison et al., 1996). Although there are some empirical studies demonstrating that
intrinsic motivation has a positive association with affective commitment (Kuvaas, 2006) and negative
connection with turnover intentions (Dysvik & Kuvaas, 2010) and burnout (Fernet et al., 2004), it has
not been properly studied if these relationships change when both types of motivation are tested at

the same time (Kuvaas et al., 2017).



When analysed in the context of the workplace, Self-Determination Theory has several
implications (Gagné & Deci, 2005). In terms of work motivation, there are two groups of independent
variables: social context variables and individual difference variables (Deci et al., 2017). Social context
variables implicate organizational supports compared to employees’ basic psychological needs for
competence, relatedness, and autonomy. When organizational support for autonomy is present,
satisfaction of basic psychological needs is quite highly correlated, since when employees have a sense
of autonomy, they tend to satisfy other needs. Individual difference variables, (Deci & Ryan 1985),
perceived by a proactive and autonomy orientation, control orientation focused on external aspects
to guide behaviours, and impersonal orientation, in order to avoid failure (Weinstein et al., 2010).

Additionally, aspiration and goals are also individual difference variables. Vansteenkiste et al.
(2007) discovered that participants with stronger extrinsic goals were less pleased with their jobs and
lives in general. In another study (Van den Broeck et al., 2010), found that those with more intrinsic
work goals were considered more flexible in their work and those with high intrinsic work aspirations

who were engaged in learning opportunities were considered less emotionally drained.

1.3.1. Basic Psychological Needs Theory

Within Self-Determination Theory framework is a central sub theory: Basic Psychological Needs Theory
(Ryan & Deci, 2017; Vansteenkiste et al., 2010). In this mini-theory, autonomy, competence, and
relatedness are considered basic psychological needs - critical resources underlying individuals’ natural
inclination to increase self-organization, adjustment, and flourishing (Ryan, 1995), since they are
crucial for the psychological growth, internalization, and well-being (Deci & Ryan, 2000).

Autonomy, the most misunderstood psychological need, is defined as people’s need to perform
with a sense of ownership of their behaviour and feeling of psychologically freedom (Deci & Ryan,
2000). According to deCharms (1968), it draws from the idea of being the cause of someone’s actions,
instead of being pushed by external forces (Vansteenkiste et al., 2020). In Otis and Pelletier studies
(2005), when supervisors provide autonomy support, employees became autonomously motivated,
presenting lower turnover intentions. According to Fernet and colleagues’ studies (2012), when
employees feel controlled by their leadership, they tend to have lower levels of autonomous
motivation presenting symptoms of burnout.

According to Self-Determination Theory, competence is the need to feel control over the
environment and to develop new skills. More recently, this need became integrated in the natural
human propensity to influence the environment, searching for more optimal challenges (Sakan et al.,

2020).

10



Relatedness, the less immediate need (Deci & Ryan, 2000), represents the desire to feel connected
to others and to be cared, being satisfied when individuals feel part of the group, sensing belonging
and with the opportunity to develop deep connections (Sakan et al., 2020). Hon (2012) discovered that
when managers were empowering and co-workers were supportive of relatedness, employees were
more autonomously motivated and more creative in their work. According to Andreassen et al. studies
(2010), satisfaction of employees’ basic psychological needs on the workplace is connected to greater
enjoyment of their work. As expected in Self-Determination Theory, employees with greater need

satisfaction present greater autonomous motivation and effort (De Cooman et al., 2013).

1.4. Job Demands-Resources Model

It is crucial to analyse Job Demands-Resources Model (Schaufeli & Bakker, 2004) since, even though
job resources and job demands are already established in the theory, in practice, it is essential to
understand which job demands and job resources are more important to motivate young employees
in their workplace. Additionally, it is relevant for being more flexible - applied to a much wider variety
of work settings, and for being heuristic in nature, representing a way of thinking about how job
characteristics that may influence employee health, well-being, and motivation (Schaufeli & Taris,
2014). Job Demands-Resources Model is a job design theory that incudes job stress and motivational
perspectives (Bakker & Demerouti, 2017, Van Veldhoven et al., 2020), explaining how job demands
and job resources can impact job performance including well-being, burnout, and work engagement.

An early Job Demands-Resources Model was presented by Demerouti et al. (2001) with the goal
of understanding the antecedents of burnout. Eight “job demands” and thirteen “job resources” were
identified as probable causes of burnout (Maslach et al., 1996, p. 36) - psychological syndrome as
response to chronic interpersonal stressors on the job. Its dimensions are overwhelming exhaustion,
cynicism, detachment from the job, feeling of ineffectiveness and lack of accomplishment (Maslach &
Leiter, 2016). This model considers two processes for the development of burnout: long-term excessive
job demands and lack of resources. The first implies that if employees do not properly recover, they
eventually suffer exhaustion — energetic component of burnout. The second process refers that when
job demands and work goals are reached, it can lead to withdrawal behaviour or disengagement - the
motivational component of burnout (Schaufeli & Taris, 2014).

In 2004, Schaufeli and Bakker presented a revised Job Demands-Resources Model that, besides
burnout, included work engagement, considering both mediators of the relation between job demands
and health problems, and job resources and turnover intention, respectively. Work engagement was
seen as positive, fulfilling a state of mind of high levels of energy, resilience, and dedication (Schaufeli

& Bakker, 2004) (Annex B).
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The concepts of this theory are: job demands - “physical, social, or organizational aspects of the
job that require sustained physical or mental effort and are therefore associated with certain
physiological and psychological costs”, such as work overload and job insecurity (Demerouti, 2001, p.
501); and job resources - “physical, social, or organizational aspects of the job that may do any of the
following: (a) be functional in achieving work goals; (b) reduce job demands and the associated
physiological and psychological costs; (c) stimulate personal growth and development”, such as
feedback, job control, and social support (Demerouti et al., 2001, p. 501).

However, to solve the problem of equalizing every job demands in the Job Demands - Resources
Model, a redefinition of the concepts was made: job demands became “negatively valued physical,
social, or organizational aspects of the job that require sustained physical or psychological effort and
are therefore associated with certain physiological and psychological costs”, and job resources became
to be defined as “positively valued physical, social, or organizational aspects of the job that are
functional in achieving work goals, reduce job demands, or stimulate personal growth and
development” (Hobfoll, 2002, p.56).

Crawford et al.’s meta-analysis (2010) showed that hindrances were negatively related to
engagement, and that challenges were positively related. This concludes that the relation between
demands and work engagement depends on the nature of the demand, redefining “challenges” as
“resources”. However, this still validates the positive relation between job resources (now including
challenging demands) and engagement and the negative relation with burnout (Schaufeli & Taris,
2014). Therefore, job resources have an important extrinsic motivational role, since they initiate
willingness, reducing job demands and fostering goal realization, satisfying basic human needs for
autonomy, relatedness, and competence (Deci & Ryan, 2000; Van den Broeck et al., 2008).

Job Demands-Resources Model indicates that job resources moderate the negative impact of job
demands on exhaustion. Further research referred that 60% of all interactions between individual job
demands and resources are significant (Bakker et al., 2005). Throughout the years, four innovations
were introduced to Job Demands - Resources Model: person x situation approach, multilevel approach,
new proactive approaches, and work—home resources model (Bakker et al., 2023).

The person x situation approach shows that the integration of personality into Job Demands-
Resources Model can be crucial, since personality factors influence the perception of job demands and
resources (Borst & Knies, 2021). Job and personal resources lead to work engagement and proactive
work behaviours, what can create more job and personal resources than the existing ones. In this
approach, personality is presented as a moderator of the effects of job demands and resources on
well-being (Bakker et al., 2023).

In terms of multilevel approach, employees are analysed for being part of teams, and,

consequently, of organizations. Top management, that defines strategies for the organization (Bakker
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& Demerouti, 2018), influences teams’ job demands and resources, and the impact on well-being and
performance (Tummers & Bakker, 2021). Confirming Job Demands-Resources Model studies, Fernet
et al. (2015) analysed the impact of transformational leadership on decreasing job demands and
increasing job resources, leading to positive attitudes towards work and better job performance.

Proactive work behaviour is designated as a “self-initiated, anticipatory action aimed at changing
either the situation or oneself” (Bindl & Parker 2011, p. 567). The main proactive work behaviours
include job crafting, proactive vitality management, and work design. Job crafting consists of
optimizing job demands in order to promote better relationships with work engagement (Demerouti
& Peeters, 2018) and job performance (Demerouti et al., 2018). Proactive vitality management reflects
employees’ proactivity to search for motivation, and inspiration by networking with people with
different points of view (Bakker et al., 2023). Playful work design is defined as the process through
which employees proactively create the right conditions to enjoy their time without changing the
design of the job itself (Scharp et al., 2022).

More recently, Work—Home Resources Model (Brummelhuis & Bakker, 2012) has gain influence
since more individuals combine work-life with their personal life. This model proposes that job
demands and job resources can influence home outcomes through personal resources (e.g., time,
mood, energy) and that home demands and home resources influence work outcomes through the
same personal resources. According to Aw et al. (2021), offering help to colleagues at work enriched
employee’s personal life as well.

Additionally, several intervention studies have been made and focused on individual instead of an
organizational perspective. Knight et al. (2017) used a meta-analysis to study interventions with the
purpose of increasing work engagement. In this study, five self-efficacy interventions with positive
impact on work engagement, showed that a personal resource intervention increased self-efficacy and
resilience, and had an indirect impact on work engagement. Work engagement interventions focus on
job resources, educating leaders, job training, and physical activity. According to Virga et al. (2021),
most interventions tend to achieve work engagement through cognitive-behavioural techniques,

mindfulness, development of soft skills, positive psychological techniques, and job crafting.

1.5. Job Design Theory

Recent changes in work environments have occurred, enhancing the need to analyse the importance
of understanding which aspects contribute to a good job design and what needs to be integrated to
improve the impact of the changes in work contexts (Grant & Parker, 2009). It is crucial to highlight the
importance that interactions with others have on employees’ workdays, however, job design research

has neglected these network interactions as sources of attitudes and behaviours (Grant et al., 2010).
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These changes are related with a more service-oriented economy, an increase in emotional and
interpersonal tasks, high exposure of knowledge workers to challenging cognitive demands, an
increase in task interdependence and the use of teams, significant growth in globalization, and a
growing use of new technology and flexible work methods (virtual teams), which leads to the research
problem itself (Grant et al., 2010).

Job Design Theory (Grant, 2007) is based on the foundations of Hackman & Oldham's (1976),
where employees take initiative in crafting their jobs and negotiating deals and roles. Firstly, it is
important to briefly present Hackman & Oldham’s (1976) job characteristics model, that refine the
explanation of relationships described between job characteristics and individual responses to the
work. In this model, five "core" job dimensions (skill variety, task identity, task significance, autonomy,
and feedback) incentive three psychological states which, in turn, lead to beneficial personal and work
outcomes (Hackman & Oldham, 1976). Furthermore, self-generated motivation should be higher when
all three of the psychological states are present: experienced meaningfulness of the work, experienced
responsibility for outcomes of the work and knowledge of the actual results of the work activities.

Autonomy levels are affected by the structure of relationships felt in the network around. A
compact and well-connected group of co-workers makes possible the development of trust (Coleman,
1990). Moreover, individuals that experience closed circles of connections are more likely to have
lower autonomy, less variety, and less constructive feedback (Krackhardt & Kilduff, 2002). In terms of
creative activities, skill variety tends to increase (Burt, 2004). In agreement with Self-Determination
Theory, previously presented in chapter 1.3, the learning of new skills, the access of information on
tasks performed, and the feedback on performance, are strongly connected to high levels of intrinsic
motivation (Dwivedula, 2020).

Hackman and Lawler (1971) included two social dimensions: dealing with others and friendship
opportunities, changing the definition of task feedback, that only included feedback from doing the
job itself, in addition to adding task significance and modifying variety to focus on a variety of skills.
Furthermore, recent designations of job design include job demands, job control, skill use, task variety,
role clarity, use of skills, variety in tasks, support, social contact at work, and employment security
(Cousins et al., 2004; Warr, 2007).

Relational architecture of jobs reflects the structural properties of work that outlines employees’
opportunities to interact with others. Within relational architecture of jobs, there are two
components: job impact on beneficiaries and contact with beneficiaries. Job impact on beneficiaries
represents “the degree to which a job provides opportunities for employees to affect the lives of
beneficiaries” (Grant, 2007, p.397). Within this concept are four dimensions that describe the impact
of a job on beneficiaries: 1) magnitude of impact - degree and duration of the effects of the job on

beneficiaries (e.g., surgeons); 2) scope of impact - number of people potentially affected; 3) frequency
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of impact - how often the job provides opportunities for affecting others (e.g., engineers); and 4) focus
of the impact - opportunities to prevent harm or promote opportunities to others (e.g., lifeguards)
(Grant, 2007).

On the other hand, contact with beneficiaries is the “degree to which a job is relationally
structured to provide opportunities for employees to interact and communicate with the people
affected by their work” (Grant, 2007, p.398). Contact with beneficiaries provides more information
since it captures employees’ personal relationships with the beneficiaries of their work. Within this
concept there are five dimensions: 1) frequency of contact - how often the job provides opportunities
to interact with beneficiaries (e.g., taxi drivers); 2) duration of contact - time for interactions with
beneficiaries (e.g., attorneys); 3) physical proximity of contact - the degree of geographic and
interpersonal space in the interaction (e.g., psychologists); 4) depth of contact - the degree to which
the job enables mutual expression of emotions (e.g., social workers); and 5) breadth of contact - the
range of different groups of beneficiaries in communication with (e.g., musicians) (Grant, 2007).

Motivated employees have “an inner desire to make an effort” (Dowling & Sayles, 1978, p.16),
and regardless of their orientations (egoistic or altruistic), they can experience motivation to create a
prosocial difference. This motivation raises from the experience of two psychological states: perceived
impact on beneficiaries (consciousness on how actions affect others) and affective commitment to
beneficiaries (concern for other people). Perceived impact on beneficiaries is the degree to which
employees are aware on how their actions affect others; not a state of awareness but a state of
experiencing work as significant through its connection to the welfare of others (Grant, 2007). The
more frequent, extended, physically proximate, and deep the contact with beneficiaries, the greater
the access feedback.

According to research, the greater the magnitude, and frequency of job impact on beneficiaries,
the greater an employee’s perception of impact on beneficiaries. Nevertheless, affective commitment
to beneficiaries represents the emotional concern and dedication to people impacted by the work
(Grant, 2007). Affective committed tends to increase considering frequent contact with beneficiaries:
high identification and cohesion (Lawler & Yoon, 1998); high duration of contact - close relationships
with customers (Gutek et al., 1999); physically proximate contact - increasing identification (Bornstein,
1989); deep contact - close sense of identification (Batson et al., 1997); and contact with beneficiaries
from different social groups - in conditions of equal power (Pettigrew, 1998).

Many studies consider that interpersonal relationships play a key role in allowing employees to
experience meaningful work (Gersick et al., 2000; Wrzesniewski et al., 2003). Interpersonal
relationships tend to raise employees’ motivations, opportunities, and resources at work. Also, few
empirical research has been performed for generational differences in terms of work motivation,

which creates difficulty in drawing conclusions about how job designs may need to adapt or not to a
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younger workforce (Grant et al., 2010). This may be connected to the fact that generational forces are
confronted with differences in age and experience, being a challenge for studies on generational

differences, suggesting the importance of considering age groups.

1.6. Lifespan Theories

Due to the fact that task and skill variety - knowledge characteristics of work defined as the extent to
which the job requires the use of a wide range of skills to complete the work, have received less
attention in the job design research (Morgeson & Humphrey, 2008), it is important to analyse Lifespan
Theories (Truxillo et al., 2012). According to these theories, different job characteristics tend to have
differential benefits to older and younger workers. Since few recent empirical studies have focused on
the interaction between job characteristics and age (Frese et al., 2010; Lange et al., 2010; Shultz et al.,
2010), the importance of the research in question is enhanced.

Socioemotional Selectivity Theory (Carstensen, 1991) is focused on the selection process, an
adaptive behaviour connected to people’s perception of time. During the ageing process, people
become more selective, maximizing their positive emotional and minimizing their social risks
(Carstensen et al., 1999). This theory is crucial to the study, since the focus of motivation changes
according to age groups. Young adults are more likely to prioritize future-oriented goals and
knowledge-acquisition purposes (Carstensen, 1991).

Task variety - job requires a wide range of tasks (Morgeson & Humphrey, 2006), is useful to
younger employees, providing the opportunity to accumulate job skills needed to their careers
(Truxillo et al., 2012). According to Zaniboni et al. (2013), high levels of task variety create higher
engagement and well-being, especially, on younger employees. High levels of task variety contribute
to knowledge acquisition and combined with high levels of feedback on performance and
improvement of skills, create higher engagement and motivation on their careers (Marques et al.,
2023).

According to an empirical study, job characteristics are important antecedents of turnover
intentions (Hackman & Oldham, 1976; Morgeson & Humphrey, 2006). There is a negative relationship
between skill variety - extent to which the job requires the use of a range of skills to complete work
(Morgeson & Humphrey, 2006), and intention to quit for older workers - relationship is weaker for
younger workers. This addresses a gap in the literature on how age interacts with job characteristics
(Zaniboni et al., 2013). In a recent empirical study made in Portugal, it was concluded that for younger
workers, the relationships between autonomy and engagement, and feedback and engagement are

non-significant when task variety is low (Marques et al., 2023).
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Connecting with Job Design Theory, one of the main purposes of literature is to maximize workers’
resources through enrichment of the job. Although job design literature has had a focus on the average
worker (Morgeson & Humphrey, 2006), it does not allow studying the different effects on work
outcomes considering individual differences such as age (Zaniboni et al., 2013). Even through lifespan
theories do not connect with the idea of generations, they are important to understand the impact of

job characteristics in age at work, once this dissertation will consider age groups.
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CHAPTER 2

Study 1 — Qualitative Study

To obtain access to representative information, the procedure contained two instruments of data
collection: six focus groups and one questionnaire, therefore a qualitative and quantitative analysis,
respectively. The main method of the study were the focus groups, represented as study 1, since the
nature of the research is qualitative. Due to its qualitative nature, study 1 had specific objectives
associated with it, such as:

1) Specification of the aspects that affect turnover intentions of young workers;

2) Perception of young employees’ motivation focus and evolution during their careers;

3) Identification of the main job resources and job demands that are important for young

workers, in order to remain motivated at work;
4) Understanding which factors provide young employees the ideal job;

5) Perception of young employees’ identification with Generation Z description.

2.1. Methodology

2.1.1. Sample

The sample used in the qualitative study was formed by people of all genders and work fields. The
study included thirty-six participants, divided by six focus group, each of them with six people.
Participants’ demographic characteristics are presented in Table 2.1 and in Annex D.

To participate in the focus group, participants fulfil the following inclusion criteria: age equal or
superior to 18 years old: minimum legal age to earn minimum wage in Portugal (Angloinfo Portugal,
2022); age lower than 27 years old (Generation Z is defined by people born between 1995-2010
(Jenkins, 2015)); maximum of 7 years of professional experience and minimum of 6 months; and
professional experience in Portugal.

On the contrary, participants that satisfied the following exclusion criteria were not considered:
non-professional experience or less than 6 months in Portugal — still in the adaption process; less than
18 years old; equal or more than 28 years old; more than 7 years of professional experience.

The sample of this qualitative study consisted of 22 females (61.11%) and 14 males (38.89%). Due
to the inclusion criteria, the average age was only 23.08 years old (SD= 1.62). Considering the area of
experience, Human Resources (N=11; 30.56%), and Marketing (N= 7; 19.44%) were the most frequent

fields. In terms of level of education, most participants were attending their Master’s degree (N=17;
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47.22), and only one had not finished bachelor’s degree level. Regarding the length of professional

experience, 1.95 years was the average registered (SD= 1.75).

Table 2.1

Study 1 - Sample Demographic Characteristics

Absolute Relative
Categories
Frequency Frequency
Number of Participants Total 36 100%
Gender Male 14 38.89%
Female 22 61.11%
Mean Age 23.08 years old (SD=1.62)
Mean Years of Experience 1.95 years (SD=1.75)
Area of Experience Human Resources 11 30.56%
Marketing 7 19.44%
Commercial 5 13.89%
Data Science 4 11.11%
IT 4 11.11%
Finances 2 5.56%
Logistics P 5.56%
Health 1 2.78%
Level of Education Frequency of bachelor’s degree 1 2.78%
Bachelor’s degree 6 16.67%
Post-graduation 2 5.56%
Frequency of master’s degree 17 47.22%
Master’s degree 10 27.78%
Geographic Area Lisbon 33 91.67%
Algarve 3 8.33%

Note. SD = Standard Deviation

2.1.2. Procedure

To obtain access to heterogeneous information, six focus groups were performed. The focus groups
were performed according to the analysis of similar studies about the impact of motivation (Grant et
al., 2006). The procedure used was Judgemental/Purposive, to allow the sample to meet the criteria
defined, ensuring that different personalities and perspectives were present, creating a more dynamic
environment. It allowed having access to information that could only be shared due to discussion
among peers, forcing the sample to think deeply about their experiences and to analyse other aspects
that may emerge. The main goal was to understand their attitudes and motivations regarding their

work behaviours (Gaskell, 2008).
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The division of participants was made to create a balance between fields of work and gender
between each focus group, also considering their availability. The contact with participants was made
through telephone and personally. After the confirmation of interest in the participation, participants
were allocated to online groups for each focus group that gathered all the information about logistics,
timings associated and the access link.

The focus groups were conducted between February 11™ and April 4" of 2023. All focus groups
were performed online via Zoom, to provide more flexibility to participants and to allow more
availability and comfort to them, lasting between 1 hour and 30 minutes and 2 hours and 30 minutes.
Due to the participants consent, all sessions were recorded, and then translated granting anonymity.
In the beginning of each session, an informed consent was read to the participants, informing them
that no personal information would be disclosed and that their participation would be confidentiality
as well as their identification, and that they could stop their participation if they intend to.

The moderator and transcription roles were both played by the author. The moderator was more

than a facilitator, not assuming sides and questioning all perspectives (Gaskell, 2008).

2.1.3. Instruments of Data Collection

The script of the focus group (Annex E) was semi-structured with questions already prepared, however
with flexibility for interaction between participants (Gaskell, 2008). The focus groups started with
general questions about participants daily routines, to create a safe space for their opinions. Before all
questions, an introduction, a presentation of objectives, rules, and the context of the study were
present. Additionally, an ice breaker (Annex F) was performed, with the purpose of integrating them
as part of the group. The focus groups started from broad topics to specific content, and from the
general associations to the concept of motivation at work, to specific exercises about resources and
demands in their jobs. In group, participants were asked to define what job resources and job demands
of Job Demands-Resources Model were associated to their ideal job.

The main theories used to create the script of the focus group were Job Demands - Resources
Model, asking participants to — a) “Choose 3 job resources and 3 job demands that are present in your
current job and to explain why.”, and Job Design Theory, by questioning what aspects were important
for them if they could define the conditions of their new job — b) “What would make you change jobs
currently?”.

The number of participants was set from six to eight per group, previously unknown between
them, since smaller groups show greater potential (Krueger & Casey, 2000). In this case, six per focus
group were considered - to gain a variety of perspectives and to not become disorderly or fragmented

(Rabiee, 2004). To avoid losing information and to prevent the possibility of lack of memory of why
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certain issues were raised, the number of focus groups performed was defined between minimum six
and maximum eight, including the pilot experience. However, even though the saturation point was
reached around focus group 4 - comprehension of the question started to appear since no new
perspectives or opinions were being raised (Gaskell, 2008), two additionally focus groups were

performed to reach the minimum number previously defined.

2.1.4. Data Analysis Strategy

All focus groups were analysed together, gathering the recurring themes mentioned, therefore, the
results of the qualitative analysis represent all data. Additionally, the focus groups were performed in
Portuguese to avoid language barriers in participation. Thus, the translation was made according to
the best representation in Portuguese content, however, it may not correspond to the exact idiomatic
expressions in English.

The first focus group was considered a pilot session, since the questions were tested in order to
be used in the following five groups. It was considered that the question “Which factors are responsible
for that change?” would be remove from the script if participants respond to it in the previous question
to reduce repetition - “How has your motivation evolved throughout your professional career?”. This
phenomenon was registered; therefore, the results will not contemplate answers for the first question
mentioned.

For the data analysis, MaxQDA Software (2022) was used, allowing a thematic analysis (Braun &
Clarke, 2006). Categories were defined by using both inductive and deductive approaches (Fereday &
Muir-Cochrane, 2006). The definition of some of the categories was made a priori - a closed approach
based on the literature (Silva et al., 2013), and some a posteriori, where new categories were created,
leading to an open approach derived from the responses. These a posteriori categories were created
if the content mentioned was not covered under the existing categories mentioned in the literature
review. It was considered only one occurrence per person and per subcategory, meaning that if
participants mentioned one subcategory in their answers several times, it would only be considered

once.
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CHAPTER 3

Study 1 - Qualitative Analysis Results

The results were organized according to the script (Annex E), and inputs from all participants were
considered. The analysis was made considering five main themes: 1) job search, including main aspects
for the acceptance of the current job offer, and for the change into other company or position; 2)
Human Resources policies, according to participants’ needs; 3) participants’ productivity and
motivation - evolution during their professional career; 4) job demands and resources, and design of
the ideal job; and 5) characterization of Generation Z.

Throughout the results presentation, the categories and subcategories mentioned the most in
each theme, having more emphasis in participants” answers, were presented first. For each analysis,
references from participants were quoted to justify the respective category. The selected quotes were
chosen for representing the whole content of the subcategories. The identification of the participants

was coded, being P1.3, participant 3 from focus group 1, for example.

3.1. Job Search

When asked about the process of finding their current job, participants’ answers can be classified in
two main categories: source (25 occurrences) and recruitment process (19 occurrences). In terms of
source, participants mentioned friends/family (P1.3 “I had the contact of someone that worked for the
company (...)”), and University (P2.2 “I received an email from college where they shared many (...)
opportunities (...)”) (both 8 occurrences), as their main sources. Followed by LinkedIn (6 occurrences)
(P4.5 “I found my job through LinkedIn”) and company’s website (3 occurrences) (P5.3 “(...) active
research on all the websites of companies that | had interest in”). In terms of recruitment process,
fourteen participants considered the simplicity of their process as a positive aspect (P3.1 “My process
was simple (...) | had an interview (...) then | got the job (...)”), and only one considered it a complex
process. Participants saw duration of the process as an eliminatory factor (P4.2 “I decided to accept
this one because it was really fast”).

When analysing aspects that made them accept their current job offer, participants considered
organizational resources the most important factors (17 occurrences), since fair pay was referred as
participants’ top priority (P2.4 “(...) first the compensation and benefits”). Development resources (15
occurrences), in terms of possibilities for learning and development (14 occurrences) (P5.5 “(...) the

one | accepted was the better in terms of (...) development and learning (...)”) and work resources (12
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occurrences), in terms of taste for the area and the content of the tasks (P3.6 “(...) the tasks of the job,
that were what | was looking for”) were also participants priorities. After that, participants referred
reputation of the company (9 occurrences), flexibility (9 occurrences), location (5 occurrences), social
resources (4 occurrences) and sustainability (1 occurrence).

When facing the decision of accepting a new job offer, participants kept the same priorities:
organizational resources (23 occurrences) namely fair pay, even for participants that are satisfied with
their current job (P4.6 “I would only change if | had the opportunity (...) to earn (...) more”).
Developmental resources (18 occurrences) and work resources (13 occurrences) remain as
participants’ priorities number 2 and 3, respectively. However, in this case, participants referred career
perspective as their main concern in terms of development resources (9 occurrences) (P4.4 “(...) there
is no progression in this company ... for us that are young is one of the most important things (...)"),
with possibilities for learning and development (3 occurrences) as the least mentioned resource in this
category. In terms of work resources, autonomy is mentioned as the leading priority (7 occurrences)
(P4.6 “(...) it will help to reach leadership positions”), followed by taste for the area and content of the
tasks (6 occurrences) (P3.5 “(...) I am still trying to understand if the field of investigation is a field that
| would like to pursuit”). By order, the remain categories mentioned reflect flexibility (10 occurrences),
social resources (9 occurrences), international mobility (6 occurrences), location (4 occurrences) and

reputation of the company (1 occurrence).

3.2. Human Resources Policies

When asked to evaluate what was offered in terms of Human Resources policies in their organization,
answers were divided in two parts: positive evaluation (8 occurrences) and negative evaluation (18
occurrences). In terms of positive evaluation, four categories were mentioned. Flexibility (4
occurrences) (P4.5 “I can have 100% remote and a very flexible schedule”) was mentioned as main
positive aspect. Followed by organizational resources (3 occurrences), regarding communication and
benefits; developmental resources (2 occurrences), in terms of possibilities for learning and
development; and recruitment and selection (1 occurrence). Negative evaluation show that policies
regarding developmental demands (8 occurrences) and organizational demands (9 occurrences) were
the main concerns. Developmental demands were referred with focus on lack of performance
feedback (P3.1 “Lack of feedback to improve our performance (...)”) and lack of possibilities for learning
and development (P4.3 “(...) training should be more personalized to the needs of every person {...)”)
(both 3 occurrences).

When asked if those policies fitted their current needs, the negative focus was on organizational

demands and developmental demands (both 5 occurrences). Regarding organizational demands, lack
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of communication (3 occurrences) (P2.6 “(...) communication of strategies can also be a problem in the
company”), and lack of salary increase (2 occurrences) (P2.3 “(..) they have not received any
improvement”) were mentioned. In terms of developmental demands, lack of performance feedback
(3 occurrences) (P5.5 “(...) the purpose of providing feedback (...) is to allow us to (...) improve but
feedback is not provided”) and lack of career perspective (2 occurrences) (P2.1 “(...) the company
forgets about what is important to make their workers growth and evolve”) were the main focus.

In a more positive approach, remote flexibility (5 occurrences) (P1.2 “(...) 3 days remote and 2 days
at the office schedule works perfectly for me”); developmental resources (4 occurrences), regarding
possibilities for learning and development (P2.3 “(...) we can do all types of workshops...also about
others that we may be interest in”); and internal mobility (3 occurrences) (P2.4 “(...) they see if they
can find someone for the position within the company and if not, only then they search the pool of
talent outside”) were the most mentioned aspects.

If participants could rearrange their companies Human Resources policies, flexibility would be
their main concern. Two participants mentioned the importance of flexibility (P3.3 “(...) flexibility to
work from home would be important (...)”) and six referred schedule flexibility (P4.4 “(...) it is not
productive staying in the office just because we need to reach a certain number of hours”). In terms
of developmental demands, lack of career perspective (4 occurrences) (P1.3 “(...) is also a very
important factor for me, however in my company there are no policies that can provide that”) and lack
of performance feedback (1 occurrence) (P1.4 “(..) the methods used to evaluate (...) are not
appropriated (...)”) were once again mentioned as the participants priorities that were not being
fulfilled. In a positive perspective, developmental resources (4 occurrences) - possibilities for learning
and development are being provided to participants (P3.1 “(...) they provide me learning sessions,

workshops...to improve my skills”).

3.3. Motivation at Work

When asked about what affected their productivity at work, participants tended to report a more
negative perspective (32 occurrences), mentioning work demands (8 occurrences) and social demands
(5 occurrences) as the aspects that affected them the most. Regarding work demands, the aspect that
made participants productivity decrease was mainly the content and deadline of the task (5
occurrences) (P5.1 “Small tasks, whose results will not be seen as easily, will not motivate me as
much”). In terms of social demands, lack of supervisor support (2 occurrences) (P2.5 “(...) the lack of
flexibility from the leadership positions”) and negative team atmosphere (3 occurrences) (P3.2 “The
heavy environment makes difficult to be motivated (...)”) had the most significant effect on

participants.
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In a positive perspective (21 occurrences), social resources (11 occurrences) were reported to
increase the most participants’ productivity, with greater impact of team atmosphere factors (7
occurrences) (P5.6 “If there is not a good environment (...) we will not be as productive as we could.”).
Remote flexibility (2 occurrences), quantity of work, in terms of a positive association to work overload
as a source of productivity and motivation without feeling bored (4 occurrences), and work resources
in terms of content of the task (4 occurrences) are also responsible to have a positive impact on
participants productivity at work. Additionally, sleep and nutrition are also mentioned by three
participants as factors that can either improve or increase productivity (P4.6 “Sleep for me is
fundamental”).

In terms of motivation evaluation, there was a greater balance between increasing and decreasing
perspectives. Six participants referred that their motivation was lower at the beginning (P6.3 “(...)
doing only training sessions making the job more boring”), seven mentioned the opposite situation
(P2.6 “(...) everything is more magical, and every day is a new thing”), and six stated that their
motivation had not decreased or increased but their focus had changed (P1.4 “(...) it was more about
gaining experience”). Currently, the same balance occurs, whereas eight participants mentioned
having more motivation “(...) when you start being more autonomous (...)” (P6.4), and nine stated
being less motivated at the moment (P3.3 “(...) now those challenges feel like my daily basis tasks”). In
addition, ten references were made to the new focus of motivation (P4.3 “(...) factors that influence
your motivation change along the time. It is not bad or good, it is just different”).

To keep motivation at work, participants mentioned that social resources and work resources are
the most crucial aspects (both 6 occurrences). Regarding social resources, recognition (P3.5 “My
motivation rises if | see that my work is being recognized (...)”) and team atmosphere (P4.3 “Good
relationships at work...making processes more agile”) (both 3 occurrences) were two aspects referred.
In terms of work resources, challenging work (5 occurrences) was stated as crucial in order to increase
motivation (P4.5 “More challenging ...themes motivate me more”). Developmental resources (5
occurrences) were also mentioned as important sources to increase motivation, with special attention
to career perspective (3 occurrences) (P3.4 “If | knew that | would be able to...achieve a higher position
in the company, it would motivate me more”) and performance feedback (2 occurrences) (P4.3

“Having feedback, not only in terms of results but also from people that work with me”).

3.4. Job Resources and Job Demands

To choose which job resources and job demands were present in participants’ jobs, Job Demands-

Resources Model was presented to each group, as seen in the second image of Annex F.
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In terms of job resources, participants referred social resources (46 occurrences) as the resources
they value more in their jobs. Team atmosphere, supervisor support (both 14 occurrences) and co-
worker support (9 occurrences) were more emphasized than other social resources mentioned: team
effectiveness (3 occurrences), role clarity (3 occurrences), recognition (2 occurrences) and fulfilment
of expectations (1 occurrence). Regarding team atmosphere, participants mentioned the “(...) good
environment, not being competitive and very pacific (...)” (P2.2). Supervisor support was also
highlighted by participants, affirming that they are “always present and available to clarify every doubt
(...)” (P3.6). Co-worker support is also present in participants’ jobs, feeling “(...) a lot of support and
team spirit” (P2.1).

Work resources (27 occurrences) appear in second, in terms of participants appreciation of
resources at their work. Task variety (11 occurrences) is highly stated, being important for them “(...)
not doing the same thing every day” (P6.4) and to be “able to growth in terms of skills and knowledge”
(P3.6). Participation in decision-making and use of skills (both 5 occurrences) were also referred as
important work resources (P2.6 “(...) the fact that they are willing to listen to me, pleases me a lot”)
(P4.3 “(...) use of skills and also to acquire new ones”). Person-job fit, and availability of tools were
mentioned by three participants each.

Thirdly, developmental resources (13 occurrences) are present in participants’ jobs in terms of
performance feedback (6 occurrences) (P4.4 “(...) when | do something bad they tell me...giving me the
chance to improve”), possibilities for learning and development (4 occurrences) (P1.2 “(...) workshops
(...) to learn new skills”), and career perspective (3 occurrences) (P1.1 “(...) roles that can be in my reach
and the path...is very clear”). Finally, organizational resources are the least mentioned by participants,
indicating communication, trust in leadership, fair pay (2 occurrences each), and organizational justice
(1 occurrence).

In terms of job demands, participants focused their answers on organizational (30 occurrences)
and quantitative demands (29 occurrences). Regarding organizational demands, participants’
complains have fallen on bureaucracy (15 occurrences) (P1.3 “Majority of the processes have many
steps...), and on role conflicts (8 occurrences) due to “(...) lack of communication (...) (P3.5), because
“tasks are not well defined” (P3.4). Interpersonal conflicts (5 occurrences) and negative changes (2
occurrences) were referred as well. Regarding quantitative demands, participants mentioned work
overload (P1.4 “(...) many projects for the dimension of my team (...)”) and slow pace of change (both
11 occurrences) (P3.1 “People who have been in the company the longest do not want to change (...)”)
as their main concerns in their jobs, referring work underload (7 occurrences) (P5.5 “I do not have
things to do”) as well.

Thirdly, in terms of qualitative demands (21 occurrences), physical demands (P2.2 “Old equipment

that is not appropriated to the job, such as small screens”) and work-home conflict (P2.5 “I cannot find
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a balance between work and my personal life (...)”) contributed to this number of references (both 7
occurrences), since mental (4 occurrences) and emotional demands (3 occurrences) were rarely
mentioned by participants. Out of previously established categories, lack of career perspective and
schedule demands (both 1 occurrence) were pointed as job demands that should be integrated to
justify their answers.

Table 3.1 summarizes the previous information, to allow a better understanding of which specific

job resources and job demands were mentioned for having more impact in participants current jobs.

Table 3.1

Main Job Resources and Job Demands (Individual Exercise)

Occurrences Job Resources Occurrences Job Demands
Supervisor Support Bureaucracy
14 15
(Social Resource) (Organizational Demand)
Team Atmosphere Work overload
14 11
(Social resource) (Quantitative Demand)
Task Variety Pace of Change
11 11
(Work Resource) (Quantitative demand)
Co-worker support Role Conflicts
9 8
(Social Resource) (Organizational Demand)

Also related to Job Demands-Resources Model, a group exercise in each focus group was
performed to discover which job resources would design the ideal job and which job demands would
be chosen for having the smallest negative effect on motivation. Across all groups the answers were
similar, with fair pay (organizational resource) being chosen as the most important resource in all
groups (P1.5 “The salary is the base for each offer...\We work not only for our own development but to
earn the fair pay we deserve for our performance”). Pace of change (quantitative demand) was the
number one job demand, indicated by all, to affect less the definition of the perfect job (P4.4 “(...) if
the rhythm is fast and the environment is changing (...) we can use that as something good...| think
that is not as bad as other demands”).

Team atmosphere (social resource) (P1.4 “(..) a team can have good results, but inside the
atmosphere can be prejudicial”) chosen by four groups, was mentioned as an important aspect present
in the ideal job. Bureaucracy, an organizational demand chosen by five groups, was referred as being
the job demand that participants would prefer having when confronted with the need to state which
demand they would handle in a more positive way (P2.4 “(...) we accept it more because it happens. |

prefer having to deal with that than with home-work conflict or mental demands”).
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In terms of job resources, possibilities for learning and development (development resources)

(P6.3 “l was so focused in one area (...) | ended up working in an area that | have never thought about

but now | love”) were mentioned by two groups as essential. Work underload (P4.3 “When you have

so much work to do you want to learn new programs or skills, but you cannot”), work overload (P5.4

“(...) when there is a lot of work it can create a feeling of realization”) and physical demands (P6.2 “(...)

| need to bring equipment from one side to another and is not because of that that | am not

motivated”) were considered, by two groups each, as demands that would not prejudice work as much.

For a better understanding, Tables 3.2 and 3.3 summarize the final decision of the six focus groups

and the frequency that each job resource and job demand was chosen, respectively.

Table 3.2

Job Resources and Job Demands of Ideal Job (Group Exercise)

Focus Group 1

Focus Group 2

Focus Group 3 Focus Group 4

Focus Group 5

Focus Group 6

. Supervisor Team . . .
Fair Pay Fair Pay Fair Pay Fair Pay
Support Atmosphere
Possibilities for Recognition Person Job-Fit Team Team
Job Learning and Task Variety Atmosphere Atmosphere
Resources Development
Team Fair Pay Fair Pay Team Career Possibilities for
Effectiveness Atmosphere Perspective Learning and
Development
Mental Pace of Change Bureaucracy Pace of Change Bureaucracy Pace of Change
Demands
Job Work Work Overload Pace of Change Work Pace of Change  Physical Demands
Demands Underload Underload
Pace of Change Bureaucracy Physical Bureaucracy Work Overload Bureaucracy
Demands
Table 3.3
Main Job Resources and Job Demands of Ideal Job (Group Exercise)
Frequency of Choice Subcategory Category
6 Fair Pay Organizational Resource
Job
4 Team Atmosphere Social Resource
Resources
2 Possibilities for Learning and Development Developmental Resource
Job 6 Pace of Change Quantitative Job Demand
Demands 5 Bureaucracy Organizational Demand
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3.5. Generation Z Characteristics

When asked to characterize their generation, participants focused their answers on four main aspects:
ambition (6 occurrences) (P3.4 “(...) opportunities and conditions that cannot be taken for granted”);
ability to adapt (5 occurrences) (P1.3 “(...) to new environments and ways of performing”); demanding
(5 occurrences) (P1.1 “...in terms of expectations”); and innovation (4 occurrences) (P4.4 “(...) we see
things in a different perspective”). High level of education (3 occurrences), good team atmosphere (2
occurrences), preference for technology, lack of commitment and stress (all with 1 occurrence) were
also mentioned as other characteristics.

When confronted with their own reflection on this definition, participants tended to agree (8
occurrences) (P1.2 “(...) all of us tend to have those characteristics and to be influenced by our peers”).
Only three participants referred not agreeing (P5.1 “l do not think it represents 100%). Regarding the
influence of age in their answers, perspectives were balanced, with five participants agreeing (P2.5
“There are things that our generation does not tolerates but older generations do. They are conformed
with the lack of change, but we are not.”) and four mentioning the lack of influence in their answers
(P1.5 “(...) age is not a good predictor to indicate the amount of personal experience that we may have
(...) Even though our perspective change over time | believe that some aspects remain the same, such
as our personal values, for example being against harassment”).

According to participants answers, eleven references were made to the change of opinions fifteen
years from now, especially since they will have “more life and professional experience and probably
different goals to reach” (P1.4) and “(...) family or more economic responsibilities make people tolerate
more certain things” (P2.6). Only two participants believed that no drastic changes in answers will
occur (P1.6 “(...) good communication will be something that | will always want”), and three remain
undecided (P2.6 “l do not know where | am going to be”).

Additionally, other reasons for these changes, were mentioned: fair pay (organizational resource)
(2 occurrences) (P1.6 “There are things that will remain the same such as (...) a balanced salary”), the
location (P1.4 “(...) the location of my house will have effect (...) since living in Lisbon can be very
expensive”), and remote flexibility (both 1 occurrence) (P1.6 “(...) now | do not have hybrid work

system but is not critical, but if | had kids, it would be essential”).
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CHAPTER 4

Study 2 - Quantitative Study

In addition to the qualitative analysis presented on chapter 3 (study 1), a quantitative study was
performed (study 2), through a questionnaire. The survey was used to confirm and complete
information about which variables impact employees’ engagement and commitment at work, and
consequently, their level of turnover intentions. It was only sent and structured after the focus groups
were analysed, since the variables emerged from the main topics mentioned in the focus groups. Once
the conclusions of study 1 refer only to younger employees, age groups will be considered as an
important moderator of study 2.

The hypotheses and the conceptual model were defined a posteriori, according to the literature
review and the analysis and results of the qualitative study. By analysing Table 3.1, the results of job
resources and job demands highlighted for being present in participants’ job, and Table 3.3, the ranking
of job resources responsible for creating the ideal job and job demands with more acceptance to be
present in a job, the following constructs emerged: co-worker and supervisor support, team
atmosphere, possibilities for learning and development, task variety and fair pay. Besides these
dimensions, the reference to the importance of flexibility on the job, either remote or in terms of
schedule, enhance the importance to analyse these aspects, according to the dimension of autonomy,
since there was no scale to measure the concept of flexibility. The concepts of engagement, affective
commitment and turnover intentions were present in the questionnaire as well.

Summarizing, the hypotheses of the study and the conceptual model are presented:

H1: The perception of (a) co-worker support, (b) supervisor support, (c) team atmosphere, (d)
possibilities for learning and development, (e) task variety, (f) fair pay, (g) autonomy is related with
turnover intentions, in the sense that the higher the level of (a) co-worker support, (b) supervisor
support, (c) team atmosphere, (d) possibilities for learning and development, (e) task variety, (f) fair
pay, (g) autonomy, the lower the level of turnover intentions, especially for younger employees.

H2: The relation between (a) co-worker support, (b) supervisor support, (c) team atmosphere, (d)
possibilities for learning and development, (e) task variety, (f) fair pay, (g) autonomy and turnover
intentions is mediated by engagement, in the sense that the higher the level of (a) co-worker support,
(b) supervisor support, (c) team atmosphere, (d) possibilities for learning and development, (e) task
variety, (f) fair pay, (g) autonomy, the higher the level of engagement, and the lower the level of

turnover intentions, especially for younger employees.
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H3: The relation between (a) co-worker support, (b) supervisor support, (c) team atmosphere, (d)
possibilities for learning and development, (e) task variety, (f) fair pay, (g) autonomy and turnover
intentions is mediated by affective commitment, in the sense that the higher the level of (a) co-worker
support, (b) supervisor support, (c) team atmosphere, (d) possibilities for learning and development,
(e) task variety, (f) fair pay, (g) autonomy, the higher the level of affective commitment, the lower the

level of turnover intentions, especially for younger employees.

Figure 4.1

Age Groups

(a) Co-worker Support

(b) Supervisor Support
=] Engagement

(c) Team Atmosphere

(d) Possibilities for

Learning and Development —| Turnover
Intentions

(e) Task Variety Jv Affective

(f) Fair Pay _—"| Commitment

(g) Autonomy

Conceptual Model of Study 2

4.1. Methodology

4.1.1. Sample
In order to answer the questionnaire, the sample (non-probabilistic) would have to fulfil the criteria of
being currently working in Portugal, only moving forward in the first section if that condition was
confirmed. In this case, and in contrary to study 1, the sample did not have age restrictions, to allow a
better comparison of the perception of each variable according to age, being the variable age groups
a moderator of the model. The questionnaire reached a total of 169 people, however, only 139
answers were considered valid, representing answers that reached at least 80% of the questionnaire,
only including three answers that were not fully completed. The percentage of withdrawal was 17.75%.
The sample consists of 89 females (64.03%) and 47 males (33.81%), and three people that did not

disclosure information about their gender. In terms of age, the average was 32 years old (SD= 12.34),
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ranging from 18 to 60 years old. Regarding the area of experience, most participants refer Human

Resources (N=29; 20.86%), Others (N=26; 18.71%) and Engineering (N=15; 10.79%), being Law/Justice

(N= 3; 2.16%), Social Communication (N= 2; 1.44%) and Restauration (N= 1; 0.72%) the least

mentioned. In terms of level of education, Bachelor’s degree was verified as the most common degree

among participants (N= 78; 56.12%), followed by Master’s degree (N= 38; 27.34%%) and Highschool

(12" Grade) (N= 17; 12.23%). In terms of months of professional experience, the average was 109.65

months/ 9.14 years (SD= 140.43 months/11.7 years).

Table 4.1

Study 2 - Sample Demographic Characteristics

Answers

Gender

Mean Age

Area of Experience

Level of Education

Absolute Relative
Categories

Frequency Frequency
Answers Registered 169 100%
Answers Valid 139 82.25%
Answers 100% completed 136 80.47%
Female 89 64.03%
Male 47 33.81%
No Information 3 2.16%
32 years old (SD = 12.34)
Human Resources 29 20.86%
Others 26 18.71%
Engineering 15 10.79%
Commercial/Services 13 9.35%
Education/Teaching 11 7.91%
Accounting/Finance 10 7.19%
Advertising/Marketing 9 6.47%
Health 7 5.04%
Hospitality/Tourism 5 3.60%
Logistics 5 3.60%
Law/Justice 3 2.16%
No information 3 2.16%
Social Communication 2 1.44%
Restauration 1 0.72%
9th Grade 1 0.72%
Highschool (12t Grade) 17 12.23%
Bachelor’s Degree 78 56.12%
Master’s Degree 38 27.34%
Doctor’s Degree 1 0.72%
No Information 3 2.16%
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Length of Professional 109.65 months/ 9.14 years

Experience (SD = 140.43 months/11.7 years)

Note. SD = Standard Deviation

In addition, and for a better understanding of the age groups defined in the following chapters,

the data regarding the two age groups considered is displayed in Table 4.2.

Table 4.2

Study 2 - Sample of Different Age Groups

Age Groups Age Mean Age (SD) Gender Absolute Relative
Frequency Frequency
46 years old 40=Female
Age Group 1 >=28 years old 52 38.24%
(SD=8.74) 12=Male
[>=18;<=27 years 23.35 years old 49=Female
Age Group 2 84 61.76%
old] (SD=3.1) 35=Male

Note. SD = Standard Deviation

4.1.2. Procedure

The data was collected through an online questionnaire developed on Qualtrics Survey, sent online via
link on social media (Facebook, Instagram, and LinkedIn) and sent directly to personal contacts, in
order to achieve the higher number of participants, according to a snowball procedure — contacting
close individuals and then asking them to nominate other.

The questionnaire was available between May 17™ and July 15" of 2023 and had a duration of
approximately of 10 minutes (Annex G). The survey was constructed according to other similar studies
about impact on turnover intentions for older and younger workers (Truxillo et al., 2013), and
presented in Portuguese to allow a better understanding for participants. The goal of the study, the
duration of the questionnaire, and the rights of each participant were specifically presented in the
beginning of the questionnaire in an informed consent, granting confidentiality and anonymity, and to
inform about the possibility to do not participate or to withdraw their data from the process. Each

segment of the questionnaire was followed by the proper instructions, avoiding lack of understanding.

4.1.3. Instruments of Data Collection and Variables
The questionnaire was divided into seven sections, and each variable was presented according to
specific measuring scales (Annex G). In the first section, the informed consent was presented and the

confirmation that participants were working currently was made.

34



In section 2, participants had to take into consideration the organization and the characteristics
of their current job. To measure co-worker support, supervisor support, team atmosphere and
possibility for learning and development, four subscales with three items each from Copenhagen
Psychosocial Questionnaire (COPSOQ; Kristensen, et al., 2005) were used, according to the adaption
for the Portuguese population made by Silva (2006). For task variety were used four items of Work
Design Questionnaire (WDQ; Morgeson et al., 2006), a scale also validated for Portuguese population
(Proencga, 2015). To measure fair pay, four items of Human Resources practices from Boon et al. ‘s
study (2011) were chosen according to its importance. In this section, the variables were measured
with a Likert scale from 1 (Never) to 5 (Always), except fair pay, where a Likert scale from 1 (Totally
disagree) to 5 (Totally agree) was applied.

When evaluating their current situation (section 2), the variables registered the following level of
Alpha Cronbach: co-worker support (o= .66) (e.g., “I get help and support from my colleagues, if
needed”), supervisor support (a=.85) (e.g., “My immediate superior is willing to listen to my problems
at work, if needed”), team atmosphere (a=.76) (e.g., “l feel part of a community at my work place”),
possibility for learning and development (a =.68) (e.g., “I use my skills or expertise in my work”), task
variety (a=.94) al., 2006) (e.g. “The job requires the performance of a wide range of tasks.”), and fair
pay (0=.88) (e.g., “The organization offers me a competitive salary”). However, in the case of possibility
for learning and development, the first item - “I have the possibility of learning new things through my
work” was removed, since with that item the Alpha of Cronbach was lower than .65.

In section 3, autonomy (a=.90), with reference to autonomy in work planning (a=.86) (e.g., “The
job allows me to plan how | do my work”), autonomy in decision making (a=.83) (e.g., “The jobs allows
me to make a lot of decisions on my own”) and autonomy in work methods (a= .87) (e.g. “The job
allows me to make decisions about what methods | use to complete my job”), was measured with
three items each, according to Work Design Questionnaire (WDQ; Morgeson et al., 2006) validated for
Portuguese population (Proenga, 2015), with a Likert scale from 1 (Totally disagree) to 5 (Totally agree).

Following, in section 4, engagement (a= .95) was measured according to Utrecht Work
Engagement Scale (UWES-9; Schaufeli & Bakker, 2004) divided into vigour (a=.90) (e.g., “At my work,
| feel bursting with energy”), dedication (a= .87) (e.g., “I am proud on the work that | do.”), and
absorption (a=.86) (e.g., “l feel happy when | am working intensely.”), each with three items, adapted
by Sinval et al. (2018) to the Portuguese version, and measured with a Likert scale from 1 (Never) to 7
(Always).

Affective commitment (a=.86) was analysed in section 5, with focus on the Affective Commitment
Scale (Allen & Meyer, 1990), adapted by Nascimento et al. (2008), with six items (e.g., “I do not feel
‘emotionally attached’ to this organization”), evaluated from 1 (Totally disagree) to 6 (Totally agree)

on the Likert scale. Finally, turnover intentions (a=.92) were measured according to Turnover Cognition
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Scale (Bozeman & Perrewé, 2001), a unidimensional scale composed by five items (e.g., “l will probably
look for a new job in the near future”) and adapted to Portuguese language by Barbosa (2012),
evaluated from 1 (Totally disagree) to 5 (Totally agree) in the Likert scale.

The last sections of the questionnaire included information about participants’ personal
information, such as gender, age, level of education concluded, field and months of professional
experience. This placement had the purpose to avoid losing important answers about specific variables

- caused by withdrawal. At the end, a thank you message was shown.

4.1.4. Data Analysis Strategy

After the results extraction from Qualtrics, the data collected was analysed on Statistical Package for
Social Sciences (SPSS, version 29), following the previous preliminary analysis and treatment of the
initial results, only considering the answers that were at least 80% completed. Secondly, three items
from affective commitment and other three from turnover intentions were inverted into new variables
to allow the right analysis — indicated with “R” in Annex G. All data analysed was reported with a
confidence interval of 95%.

To understand the reliability of each scale, a reliability analysis was performed, and the respective
Alpha of Cronbach was presented in subchapter 4.1.3. In order to proceed with the analysis, the several
items associated to the same variable were computed into one single new variable, and the variables
age groups were defined as well. Subsequently, descriptive statistics were calculated, and a correlation
matrix was created, using Pearson and Spearman coefficients to facilitate the analysis of associations
between variables (Table 5.1).

According to the conceptual model present in chapter 4, a moderated mediation was performed
for each resource (co-worker support, supervisor support, team atmosphere, possibilities for learning
and development, task variety, fair pay, autonomy), according to the respective mediators
(engagement and affective commitment), using age groups as the moderator variable (Model 8 - SPSS).
This analysis was performed with Process Macro (version 4.2) (Hayes, 2022). Finally, and in a post-hoc
analysis, to understand the level of importance of each resource for turnover intentions, two multiple

regressions were performed, one for each age group, including all resources.
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CHAPTER 5

Study 2 — Quantitative Analysis Results

5.1. Descriptive Statistic and Correlation Analysis

Descriptive statistics and correlation analysis are presented in Table 5.1. Participants perceive their
jobs as having high levels of team atmosphere (M= 4.20; SD= .63). Fair pay (M= 2.65; SD= .92) was
presented as being the resource with the worst evaluation. Participants also reveal having relatively
high levels of engagement (M= 4.54; SD= 1.29), but average levels of affective commitment (M= 3.96;
SD=1.11). Turnover intentions are slightly below the average point of the scale (M= 2.79; SD =1.14).

Since continuous and nominal variables will be used in the data analysis, Pearson and Spearman
correlation analysis were made. Age groups and length of professional experience, the two variables
used as criteria for inclusion in the qualitative study, were also included in this quantitative analysis.

Age groups and the length of professional experience present a positive and significant correlation
with affective commitment (r= .33; p< .01 and r= .40; p< .01, respectively), therefore, the longer the
career, the higher the levels of affective commitment and the younger the employees the higher their
affective commitment. A very high correlation between age groups and the length of professional (r=
-.80; p< .01) allows using age groups as the only moderator for this study. The correlation between
these variables and co-worker support and supervisor support is significant in both cases but positive
for age groups and the two resources (r=.24; p< .01 and r= .23; p< .01, respectively), and negative for
length of professional experience and the resources (r=-.20; p< .01 and r=-.27; p< .01, respectively).
Therefore, belonging to the age group of older employees (i.e., employees with 28 years old or more)
is related to lower levels of co-worker support and supervisor support compared to belonging to the
other age group (between 18 and 27 years old). No significant correlations were obtained between
age groups and the remaining variables.

Considering the independent variables, the highest significant and positive correlations are
verified between team atmosphere and co-workers support (r= .60; p< .01), and task variety and
possibilities for learning and development (r= .54; p< .01). The lowest significant correlations occur
between task variety and co-worker support, fair pay and co-worker support, and possibilities for
learning and development and fair pay (all with r=.19; p< .05). The significant and positive correlations
show that when one resource raises, the other increases in the same proportion, being team
atmosphere and co-workers support, the independent variables with the higher impact of growth

between them.
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Besides the high positive significant correlation between mediators: engagement and affective
commitment (r=.70; p< .01), engagement also presents the highest significant positive correlation with
possibilities for learning and development (r=.52; p<.01) and autonomy (r=.51; p< .01), and the lowest
positive and significant correlation with fair pay (r= .32; p< .01), and the length of professional
experience (r=.17; p< .05), as well. Possibilities for learning and development have the highest impact
on increasing engagement levels.

In terms of affective commitment, team atmosphere (r= .44; p< .01) represents the highest
significant and positive correlation and co-worker support (r=.21; p< .05) the lowest. Therefore, high
levels of team atmosphere create a higher positive impact, by raising affective commitment levels the
most, when comparing to other independent variables of the model.

Turnover intentions, reveal higher significant correlations with the mediators: affective
commitment (r= -.68; p< .01) and engagement (r= -.52; p< .01). Thus, and due to the negative
correlations, the higher the levels of these mediators, the lower are employees’ intentions to leave the
company. In terms of correlation with the independent variables, team atmosphere (r= -.38; p< .01)
and possibilities for learning and development (r= -.35; p< .01) represent the higher significant and
negative correlations, and co-worker support and supervisor support (both r=-.20; p< .01), the lower
significant correlation with turnover intentions. High levels of team atmosphere have more impact in

decreasing turnover intentions.
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Table 5.1

Mean, Standard Deviation and Pearson and Spearman Correlations

M 1. 2. 3. 4. 5. 6 7 8. 9 10 11.
(SD)

1. Age Groups -
2. Length of Professional 109.65 (140.95) _80**

Experience (months)
3. Co-worker Support 3.86(0.58) 24 -.20%*
4. Supervisor Support 3.44(0.82) 23%* S27%% 46**
5. Team Atmosphere 4.20 (0.63) 11 -07  .60**  48**
6. Possibilities for Learning and 3.97 (0.58) -.08 15 D5k g% 34

Development
7. Task Variety 3.81(0.77) -15 25%%  19% 16 20%  54%*
8. Fair Pay 2.65(0.92) A1 -10 A9%  27%% 7% 19% -.04
9. Autonomy 3.69 (0.64) -.07 -.10 25%* .09 A0** .36%* 13 25%*
10. Engagement 4.54 (1.29) -17 17* .36%* .38%* A9** 52%** .39%* 32%* 51%*
11. Affective Commitment 3.96 (1.11) 33** AQ** 21* 30** A4x* 36%* 31** 25%* A3 70**
12. Turnover Intentions 2.79 (1.14) - 41%* - 43%* -.20% -.20* -38%*% . 3G5¥*%  _32%*%  _Q0%x  4%*%  _G5)¥*  _p8%*

Note. N= 139, Age Groups: 1= (>=28 years old), 2= (>=18; <=27 years old), *p <.05, **p <.01, M = Mean, SD = Standard Deviation
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5.2. Moderated Mediation Model

To test hypotheses 2 and 3, it was used model 8 of Macro Process (Hayes, 2022). Due to the data
provided from the direct effects of this analysis, hypothesis 1 will also be tested in this moderated
mediation. Fourteen moderated mediations were tested: seven to analyse the moderated mediating
effect of engagement between each resource and turnover intentions, and seven to analyse the
moderated mediating effect of affective commitment between the resources and turnover intentions,
all with age groups as a moderator. Results of the models are displayed in Table 5.2. According to
Hayes (2013), the significancy of the effects of the mediation can be assumed if 0 is not within the
confidence interval (BootLLCl; BootULCI).

For the first model, H1b), regarding supervisor support, (B= -.50, Boot Cl=-.90; -.10) is supported,
thus, age groups moderate the relationship between supervisor support and turnover intentions.
Results suggest that the effect is significant for the group of younger employees (Age Group 2) (B= -
.40, Boot Cl=-.70; -.10), and not significant for the group of older employees (Age Group 1) (B= .10,
Boot Cl=.20; -.39). All the other sub hypothesis from hypothesis 1 were not supported in both models.
Even though H1b) is not supported in model 2, there is a moderation effect of age groups in the relation
between supervisor support and affective commitment (B= -.44, Boot Cl= .04; .83), being crucial for
the commitment but not for their turnover intentions (B=-.29, Boot Cl= -.66; .08). This effect is higher
for younger employees (B= .81, Boot Cl=.53; 1.09) than for older employees (B= .37, Boot Cl=.09; .65).

Considering hypothesis 2, none of the sub hypotheses are supported, meaning that age groups do
not moderate the relation between these job resources, engagement, and turnover intentions.
However, H3b) is supported (B= -.27, Boot Cl= -.52; -.04), suggesting that the effect of supervisor
support is more significant for the group of younger employees (B= -.50, Boot Cl=-.72; -.31), than for
the group of older workers (B= -.23, Boot Cl= -.42; -.06). Every other sub hypothesis of hypothesis 3
was not supported. For the other resources, age groups is not a moderator of the relation between
them, affective commitment, and turnover intentions.

As seen in Annex H, where additional information is displayed, it is important to highlight a few
significant effects, outside the scope of our hypotheses. In model 1, there is a significant direct effect
between the following variables: team atmosphere and turnover intentions (B=-.88, Boot Cl = -1.76; -
.01), possibilities for learning and development and engagement (B= 1.26, Boot Cl = .09; 2.44), and
autonomy and engagement (B= 1.20, Boot Cl = .03; 1.38). Whereas for model 2, affective commitment
presents significant direct effects with the respective resources: team atmosphere (B= .90, Boot Cl =
.06; 1.73), possibilities for learning and development (B= 1.19, Boot Cl =.18; 2.21), task variety (B= .95,
Boot Cl =.14; 1.74), and autonomy (B= 1.46, Boot Cl = .49; 2.43).
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Table 5.2
Effects of Moderated Mediations (Process Model 8)

B (SE) BootLLCl BootULCI

H1 - Model 1 .08 (.29) -.49 .66
H1a) Co-worker Support * Age Groups = Turnover Intentions -.50(.20) -.90 -.10
H1b) Supervisor Support * Age Groups = Turnover Intentions .28 (.26) -23 .80
H1c) Team Atmosphere * Age Groups = Turnover Intentions .08 (.29) -.49 .65
H1d) Possibilities for Learning and Development * Age Groups = Turnover Intentions -.02(.22) -.46 42
H1le) Task Variety * Age Groups = Turnover Intentions .03 (.18) -.32 .38
H1f) Fair Pay * Age Groups = Turnover Intentions .28 (.28) -.27 .83
H1g) Autonomy * Age Groups = Turnover Intentions

H1 - Model 2
H1a) Co-worker Support * Age Groups = Turnover Intentions -.15(.26) -.66 .36
H1b) Supervisor Support * Age Groups = Turnover Intentions -.29(.19) -.66 .08
H1c) Team Atmosphere * Age Groups = Turnover Intentions .20 (.24) -.27 .67
H1d) Possibilities for Learning and Development * Age Groups = Turnover Intentions -.10(.26) -.61 42
H1le) Task Variety * Age Groups = Turnover Intentions -.19(.20) -.58 21
H1f) Fair Pay * Age Groups = Turnover Intentions .00 (.16) -.32 .32
H1g) Autonomy * Age Groups > Turnover Intentions .02 (.26) -.48 .53

H2 — Engagement — Model 1

H2a) Co-worker Support * Age Groups = Engagement > Turnover Intentions -.26 -.55 .02
H2b) Supervisor Support * Age Groups > Engagement - Turnover Intentions -.06 -.25 .14
H2c) Team Atmosphere * Age Groups = Engagement = Turnover Intentions -.08 -.29 .15
H2d) Possibilities for Learning and Development * Age Groups = Engagement - Turnover Intentions -.03 -.23 .26
H2e) Task Variety * Age Groups = Engagement - Turnover Intentions .05 -.16 27
H2f) Fair Pay * Age Groups = Engagement = Turnover Intentions -.03 =21 .16
H2g) Autonomy * Age Groups - Engagement = Turnover Intentions -.05 =21 .40
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H3 — Affective Commitment — Model 2
H3a) Co-worker Support * Age Groups = Affective Commitment = Turnover Intentions
H3b) Supervisor Support * Age Groups = Affective Commitment = Turnover Intentions
H3c) Team Atmosphere * Age Groups = Affective Commitment = Turnover Intentions
H3d) Possibilities for Learning and Development * Age Groups = Affective Commitment = Turnover Intentions
H3e) Task Variety * Age Groups = Affective Commitment = Turnover Intentions
H3f) Fair Pay * Age Groups = Affective Commitment = Turnover Intentions

H3g) Autonomy * Age Groups = Affective Commitment = Turnover Intentions

-.02
-.27
.00
.20
22
.00
.30

-41
-.52
-.26
-15
-.07
=22
-.01

.32
-.04
.30
.60
.54
.23
.70

Note. N=136, Age Groups: 1= (>=28 years old), 2= (>=18; <=27 Years old), C/ = 95% (bootstrapping), SE = Stand Error
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5.3. Post-hoc Analysis: Linear Multiple Regression Model

To understand which independent variables are significant and crucial for the explanation of turnover
intentions when considered all resources together, two linear multiple regression were executed and
presented in Table 5.3, one for age group 1 (older workers) and one for age group 2 (younger workers).
According to the ANOVA analysis, the significance value is lower than .05, therefore the model used is
valid for analysis, representing the existence of linearity.

For the two age groups, the resources that impact the turnover intentions are not equal. For older
employees, team atmosphere (6= -.58; p< .05), is the only job resource that has significant impact on
their turnover intentions. On the other hand, for younger employees, supervisor support and fair pay,
are the two resources that significantly affect their intentions to leave the company, having the same
effect in both cases (6= -.28; p< .05).

In terms of multicollinearity, the variance inflation factor is lower than 10, confirming that there
is no collinearity between variables, and therefore, the variance of the regression coefficient is not

inflated, once the independent variables are not correlated (Shrestha, 2020).

Table 5.3

Linear Multiple Regression

Variable Standardized Sig. Collinearity Analysis (variance
Coefficient B inflation factor)
Age Group 1
Team Atmosphere -.58 .004 2.58
Task Variety -.21 17 1.61
Fair Pay -.15 17 131
Autonomy -.15 .27 131
Possibilities for Learning and Development .00 .98 1.83
Co-worker Support .13 .45 2.02
Supervisor Support .27 .07 1.49
Age Group 2
Supervisor Support -.28 .01 1.43
Fair Pay -.28 .01 1.13
Team Atmosphere -.23 .06 1.81
Task Variety -.20 .07 1.48
Possibilities for Learning and Development -.04 74 1.88
Co-worker Support -.02 .88 1.58
Autonomy .07 .56 1.56

Note. N= 139, Age Groups: 1= (>=28 years old), 2= (>=18; <=27 Years old)
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CHAPTER 6

Data Discussion

In concordance, results from study 2 confirm the main ideas identified in study 1. For the younger
employees present in the focus groups, the most important aspect in their current job is supervisor
support, also affirming that the most crucial job resource to have in their ideal job is fair pay. These
two preferences were verified in the linear multiple regression of study 2, since these resources reveal
to be the only ones that can significantly explain turnover intentions of this younger age group. For
older employees, team atmosphere was highlighted as the only resource with significant impact on
turnover intentions.

The preference for supervisor support is aligned with Job Demands-Resources Model studies,
since impactful leaderships lead to more motivation, more job resources and less job demands, and
positive attitudes towards work (Fernet et al., 2015), It is also alighed with studies on Psychological
Basic Needs, that confirmed that when supervisors provide the proper support, employees became
more autonomously motivated and therefore with less turnover intentions (Otis & Pelletier, 2005).
These findings indicate the importance of supervisor support for younger employees’ development, in
order to raise their knowledge and improve their skills in the initiation of their professional careers,
applying ways of performance according to their experiences and mentoring, leading to properly
executed tasks (Kim et al., 2022).

Regarding the preference for fair pay, data from the qualitative study also confirmed this result,
since when asked about the most important aspect that made them accept their current job offer,
participants considered fair pay as their top priority. These two job resources placement in terms of
priorities, reflect the conclusions regarding the increase of intrinsic motivation by providing job
autonomy, constructive feedback, proper information about the importance of their tasks, and
competitive salaries (Kuvaas et al., 2017).

It is interesting to note that from the three job resources with impact on employees’ turnover
intentions, supervisor support (r=.23; p< .01) is the only resource with a significant correlation with the
variable age groups. In the same perspective, when asked about what aspects would be essential for
younger employees to keep motivation, social resources — recognition and team atmosphere, work
resources — challenging work, and developmental resources — career perspective, were mentioned. In

the qualitative study, employees from this younger age group tended to keep a negative perspective
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when confronted with factors that impact their motivation at work, mentioning work demands, such
as the content or deadline of the task.

Even though these results seem promissory, most of the hypotheses tested were not supported,
besides the moderation of age groups in the relationship between supervisor support and affective
commitment, and, consequently, turnover intentions. This phenomenon, and the significant effects of
job resources on engagement and affective commitment without the moderation of age groups,
confirm that defining static age groups does not have a crucial impact on the interactions between
variables of the model studied.

Confirming this almost total absence of significancy by age groups, many participants of study 1
mentioned the lack of influence of age in their answers, affirming that “age is not a good predictor to
indicate the amount of personal experience that we may have (...) Even though our perspective change
over time | believe that some aspects remain the same, such as our personal values” (P1.5). This factor
is aligned with the concern of the static definition of generations. Similar issues, behaviours, and
characteristics are common (Mahmoud et al., 2020), however, personal experiences impact ideals and
perspectives (Pew Research Center, 2015). Not only job but also personal resources lead to work
engagement, leading to personality being a moderator of the daily effects of job demands and
resources on well-being (Bakker et al., 2023). In addition, interpersonal relationships tend to raise
employees’ motivation as well (Gersick et al., 2000; Wrzesniewski et al., 2003). Therefore, the idea of
reinforcing the adjustment of lifespan theories was confirmed to be essential to understand the
continuous impact of age on important motivational aspects (Rudolph & Zacher, 2022).

In practice, and according to the results, supervisor support and fair pay are replaced with team
atmosphere during the course of professional career, reaching more significancy for older employees,
once team atmosphere has also been present in younger participants preferences, following
supervisor support and fair pay, in the two exercises performed using Job Demands - Resources Model.
This perspective is in line with Socioemotional Selectivity Theory (Carstensen, 1991), since during the
ageing process, people become more selective, maximizing their positive emotional and minimizing
their risks (Carstensen et al., 1999). Thus, their goals are reflected on the changes occurring in their life
and in what criteria match their needs more specifically, that in this case is reflected to be the increase
of impact of team atmosphere instead of job resources, such as supervisor support and fair pay. These
results are supported by literature, once a higher relevance is given to relations during the course of
life, as for young employees the priority is seen as knowledge-acquisition purposes, prioritizing future-
oriented goals (Carstensen, 1991).

When confronted with the evolution of motivation, the answers of study 1 balanced between
increasing and decreasing perspectives. Participants reported an additional perspective where

motivation throughout their professional life would not decrease or increase but change the focus
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(P4.3 “(...) factors that influence your motivation change along the time. It is not bad or good it is just
different”). Family and economic responsibilities were referred as the main factors responsible for this
change, due to the fact that with more professional experience comes different goals and
expectations, such as remote flexibility to balance personal work-life. This leads to the importance of
intraindividual variability, a concept that shows that participants of the qualitative study are aware
that their life experience will influence their priorities over time, which may be different from their
current version (Weber & Urick, 2017).

Research reveals that as employees get older, they became heterogeneous, having a spread of
different opinions and perspectives about life and career, creating a huge dynamicin the aging process
and their preferences (Nesselroade & Molenaar, 2010). As seen in Job Demands-Resources Model, the
person x situation, therefore the integration of personality, is crucial, since personality factors
influence the perception of job demands and resources (Borst & Knies, 2021). In addition, life stage
perspectives are also responsible for the explanation of the current findings, due to its impact on the
division of life and career stages into several age-related phases, such as exploration, establishment,
and decline, each of them focused on different psychosocial tasks with impact on progress and
development (Zacher & Froidevaux, 2021).

In line with the concern of the definition of static generations, participants of the qualitative study
describe their “age peers” as ambitious, with ability to adapt, demanding, innovative, with a high level
of education, with preference for good team atmosphere and technology, but stressed and with lack
of commitment. In the literature, many of these characteristics tend to fit this description, once this
age group is defined as realistic, with tendency to have low level of commitment (Jenkins, 2015),
ambitious and self-confident (Bitté & Kapusy, 2021), motivated to find opportunities to expand skills
(Magano et al., 2020), focused on technology, with interest in performing more flexible working hours
jobs (Ryback, 2016), and to change jobs more frequently, to fit better their current needs (Kocsir &
Fodor, 2018). As mentioned in literature, and as confirmed by the focus groups, this younger age group
is seen as demanding, with lack of commitment, once they referred their intention to withdraw from
a recruitment process if the duration exceeds their expectations, considering this as an eliminatory
factor.

On contrary, some characteristics presented were not confirmed by all, such as being
individualistic, once support from their supervisor and team atmosphere were two of the most
important aspects highlighted in the focus groups. Taste for structure (Jenkins, 2015) was not entirely
confirmed, since employees in the beginning of their career affirmed searching for development and
career perspective, being stability only a main concern when they achieve more responsibilities in their

personal life. Additionally, supervisor support is highly associated to Generation Y, and not only to
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younger age groups, enhancing the idea that standard affirmations of preferences should not be
associated to one specific age group (Adiglizel et al., 2014).

Due to these findings, it is necessary to adapt current motivation theories to this younger age
group, that is initiating their professional career after the pandemic of COVID-19, where drastic
changes occurred, changing the way that companies and employees placed their needs in their
professional experience (Pataki-Bitté & Kapusy, 2021). Additional concerns were mentioned
throughout the discussion between participants. As reported in Job Design Theory (Grant, 2007),
proactive management leads to employees’ proactivity to search for energy, and motivation, by
connecting with people with different points of view (Bakker et al., 2023). The reputation of the
company, the flexibility provided, and the location of the office are also important factors that weigh
in their decision.

The sample of the focus groups shows a slightly discontent with the current Human Resources
practices present in companies, affirming that to fit their specific needs, remote and schedule flexibility
must be the focus. Top management strategies for Human Resources and the organizational climate
influence job demands and resources, and the impact on well-being and performance (Tummers &
Bakker, 2021). Therefore, according to this concern, flexibility has been mentioned in employees’
motivation, since organizations need to become more flexible in current competitive environments
(Berk & Kase, 2010).

When employees do not feel free to use the flexible work schedules provided by the company,
the benefits of these initiatives, such as work-life balance may not be created (Hayman, 2009).
Employee flexibility is crucial to provide the ability to adapt to changes in their workplace (Beltran-
Martin & Roca-Puig, 2013). Employees’ workplaces create the need for them to be more flexible in the
use of their skills, in their perceptions of their job roles, and in use of their abilities in order to adapt
to constant changing of work demands.

It is important to highlight the similarity of flexibility and autonomy, a concept present in Basic
Psychological Needs Theory (Ryan & Deci, 2017; Vansteenkiste et al., 2010) since autonomy definition
can be misunderstood. In study 1, participants may have not considered the correct definition of each
resource, referring to the concept of flexibility in situations where autonomy should have been
indicated. Autonomy, characterized as behaviour of psychologically freedom (Deci & Ryan, 2000) is
associated to three levels: autonomy in work planning, autonomy in decision making, and autonomy
in work methods, and can be slightly mistaken with schedule and remote flexibility (Beltran-Martin &

Roca-Puig, 2013).
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6.1. Limitation Disclosures and Future Directions

By analysing critically, the studies performed, some limitations have been identified, being presented
alongside some recommendations for future lines of investigation. Firstly, and focused on the
qualitative study, the procedure of selection of the sample must be highlighted. Due to its
Judgemental/Purposive nature, to allow the sample to meet the criteria intended, the willing to
participate was restrict to the author’s circle of networking, creating similar profiles among
participants, in terms of levels of educations, age, length of professional experience, and geographic
area. The majority of the sample had completed at least their bachelor’s degree (97.23%). Only 8.33%
was not from Lisbon, and the standard deviation for mean age and mean years of professional
experience were low (1.62 and 1.75, respectively), not creating as much dispersion of profiles possible
within the criteria defined. For this reason, it would be important to extend the sample to more
heterogeneous groups, to verify if the results would remain identical or if it would change due to
different perspectives and realities.

Additionally, the fact that the focus groups were composed by at least by six people each, made
it difficult to match schedules and availability. To prevent this issue of distance group interviews, and
to achieve a better interaction between all participants, allowing to include interactive objects
(Gaskell, 2008), providing rewards for their participation in a physic format could be important.

In terms of the quantitative study, the length of the questionnaire may have contributed to a small
valid sample (N=139), since the system where it was created revealed that surveys with ten minutes
or more have lower changes to see their questions answered entirely. Due to that issue, the sample is
formed mainly by people within the same circle of acquaintances and their respective network. This
creates a younger sample from what was expect, not allowing to fully use different perspectives from
older people. Following the same line of perspective used in the focus groups sample, the level of
education was very similar among participants —only less than 13% had 12" grade or lower. Regarding
the field of experience, the same occurred, and Human Resources register the higher number of
participations.

In future investigation, it would be important to deeper the scope of search regarding flexibility.
Even through it was not profoundly analysed, it appeared multiple times in the qualitative study
results, and, therefore, it will have impact as an additional job resource in the current motivation
theories, besides its association to autonomy. A scale for measuring flexibility (in terms of
organizational practices) would also be critical for this research, since in this case autonomy was
associated to flexibility to fill this gap. In addition, in following quantitative studies, it would be

essential to analyse the impact of job resources on engagement, affective commitment and turnover
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intentions in terms of the desirable level for each resource, and not only in the evaluation of the

current level present in participants’ jobs.

6.2. Practical Implications

Due to practical context of the qualitative study, and the possibility to analyse the age groups
comparison in the quantitative study, it was crucial to design some practical implications for current
Human Resources practices.

As referred previously, these practices should be aligned with employees’ age, however with
caution, since when considering only this factor, other important aspects, such as personal
experiences, beliefs, values, personality, and personal preferences may be forgotten (Borst & Knies,
2021). With this aspect in consideration, for younger employees, companies need to improve and
redefine, if needed, their compensation policies and have solid leadership positions, with an effective
training. Different team structures, and work-related interpersonal processes established even more
this need (Klein et al., 2008).

To improve these practices, training with evaluation and feedback should be considered,
especially to leadership positions, creating a good environment of learning and communication, to
teams and employees in the beginning of their professional careers. New attitudes towards work
create the need for always improving current forms of managing employees (Scholz, 2019). For
representing a figure of leadership, supervisors are responsible for interpersonal, informative, and
decision-making roles, setting the example of performance among their employees (Griffin et al.,
2015). Considering those aspects, it is important to sensitize them to certain stereotypes that may be
associated towards younger employees and their lack of professional experience, setting the example.

Additionally, transparent compensation policies should be pre-defined to clarify the renumeration
progression, allowing employees to align their compensation expectations during their career (Kuvaas
et al.,, 2017). Regarding older employee’s expectations, such as good levels of team atmosphere,
Human Resources practices should consider group activities, team buildings, and group challenges to
improve team connection.

With caution, these practices should not be forced to specific age groups only, once, as previously
stated, age is not the only predictor used to adapt Human Resources practices. Human Resources may
choose to have diverse policies available for the workforce in general, allowing employees to opt for
policies that may fit specific their needs in certain time frames, following their professional evolution
and goals (e.g., career stage). In addition, remote and schedule flexibility practices are also important
to retain young talent in a competitive pool and should also be included in Human Resources practices

(Berk & Kase, 2010), and therefore, should be highly considered.
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Conclusion

In conclusion, this dissertation main goal was to understand which aspects were crucial for younger
employees’ motivation, to consequently retain them, adapting Human Resources practices to new
context and perspectives, since most of recent studies have been focused on older employees.
According to this purpose, the goals previously defined were accomplished. In study 2, supervisor
support and fair pay were identified as crucial aspects with significancy to properly explain younger
employees’ turnover intentions. In line, these resources were mentioned by participants of the focus
groups (study 1) as the most important factors present in their current jobs and to create their ideal
job, respectively.

As for motivation evolution, additional perspectives were discussed, with impact in the change of
the main focus to opt for certain job resources in detriment of others. Family and economic
responsibilities and flexibility to balance work-life were mentioned as crucial for these new demands
throughout life stages. Intraindividual and interindividual variability, and heterogeneity also revealed
to have an essential role in explaining different perspectives with dynamic in the aging process.

These findings and associations with literature and recent implication of new realities created by
COVID-19 pandemic, contribute to highlight the concern of defining static generations. For this reason,
individuals should not be considered as members of a certain age group, but as individuals with unique
and specific characteristics and perspectives. Therefore, this dissertation, contributes to increase and
advance in the knowledge and management of younger groups of employees, understanding their
main focus, and how their motivation evolves. Willing to learn, development and heterogeneity lead
to different impactful aspects, such as the choice for team atmosphere in later stages of their careers.
As analysed, the current definitions of generation were not confirmed entirely when associated to
every participant of study 1.

In practice, these two studies presented allow to reinforce the idea that organizations should not
define universal policies without considering individuality, since age was concluded to be non-
significant when used as a unique moderator. In addition, new important resources, such as remote
and schedule flexibility, emerged as crucial for implying turnover intentions, raising the idea of
reanalyzing the importance of certain resources present in current motivation theories and their

relevance in new and highly demanding realities.
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Annexes

Annex A - Classification of Human Motivation — Self-Determination Theory
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Process contingency ! extrensic involvement Val't“f"g of synthesis of Enjoyment
Low Perceived |  rewards or Focus on activity goals . Inherent
competence ! pubishments  approval Self- Congruence |  satisifaction
Nonrelevance ! Compliance/ from self or e?dorrlsement !
Nonintentionality :  Reactance others or goals ;
Perceived ; |
Locus of 1 '
Causality Interpersonal | External Somewhat Somewhat Internal ! Internal
' External Internal ‘

Source: Deci & Ryan (2002)

Annex B - The Revised Job Demands-Resources Model

Negative
outcomes
(health
problems)

Strain
(burnout)

Job demands

Positive
outcomes
(performance)

Job resources

Motivational process

Source: Schaufeli (2017)
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Annex C - Job Demands-Resources Model

Job demands (26)

o Oualitative job demands

o Emotional demands (1)

o Mental demands (1)

o Physical demands (1)

o Work-home conflict (1)*
o Quantitative job demands

o Work overload (3)

o Work underload (1)

o Pace of change (1)*

s Organizational demands

o Negative change (3)*
Burecaucracy (3)®
Harassment (4)
Role conflicts (3)
Interpersonal conflicts (4)*

o o 00

Job resources (51)
e Social resources
o Co-worker support (3)

o Supervisor support (3)

o Team atmosphere (2)*

o Team effectiveness (3)*

o Role clarity (3)

o Fulfillment of expectations (2)*
o Recognition (1)*

o Work resources

o Job control (7)

o Person-job fit (2)*

o Task variety (2)

o Participation in decision making (1)
o Useofskills (1)

Availability of tools (1)*
o Organizational resources
o Communication (3)
o Alignment (2)*
o Trust in leadership (2)*
o Organizational justice (3)
o Fair pay (1)
o Value congruence (1)*
o Developmental resources
o Performance feedback (3)
o Possibilities for learning & development (3)
o Career perspective (2)

Source: Schaufeli & Bakker (2004)
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Annex D - Focus Group Composition

Table D.1

Focus Group Composition

Information about the participants FOCUS GROUP 1

. Duration
. Number . Time of .
- Geographic - Academical . . Current Job in the
Participant Age Gender . of Civil Status Industry of Experience Professional . X
Region X Level X Position/Function current
Children Experience »
position
Frequency of 2 years
Ina 2 yearsand 8 Commercial -
P1.1 22 M Algarve 0 bachelors’ Automobile and 8
relationship months Product Specialist
degree months
Frequency of Human Resources -
1yearand2
P1.2 23 M Lisbon 0 Single master’s Government Human Resources 8 months
months
degree specialist
Human Resources -
Frequency of
Ina 4 years and 7 Talent Acquisition
P1.3 24 F Lisbon 0 master’s Telecommunications 6 months
relationship months and Employer
degree
Branding
Frequency of
Human Resources -
P1.4 22 M Lisbon 0 Single master’s Laboratory Services 6 months 6 months
Campus Coordinator
degree
Frequency of Human Resources -
Ina
P1.5 23 M Lisbon 0 master’s Consultancy 6 months Recruitment and 6 months
relationship
degree Selection
Marketing - Digital
Ina Master’s
P1.6 27 F Lisbon 0 Telecommunications 3 years Marketing — social 6 months
relationship degree

media
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Information about the participants FOCUS GROUP 2

Number Time of Duration
Participant  Age Gender Geogr.aphlc of Civil Status Academical Industry of Experience Professional (.IL.Jrrent JOb. in the
Region . Level . Position/Function current
Children Experience o
position
Frequency of Human Resources -
P2.1 23 F Lisbon 0 Single master’s Consultancy 7 months Junior Tech and 7 months
degree Digital Recruiter
Bachelor’s Data Science - Data
P2.2 21 M Lisbon 0 Single Telecommunications 8 months 8 months
degree analyst
Data Science -
Ina Master’s
P2.3 26 F Lisbon 0 Insurance 4 years Project Manager 4 months
relationship degree
and Data Analyst
Frequency of Human Resources -
Ina
P2.4 22 F Lisbon 0 master’s Automobile 9 months Human Resources 9 months
relationship
degree and Communication
Post- lyearand 4 Marketing - Social
P2.5 24 F Lisbon 0 Single Telecommunications 6 months
graduation months Media Manager
Bachelor’s Data Science - Data
P2.6 21 M Lisbon 0 Single Telecommunications 6 months 6 months
degree Analyst
Information about the participants FOCUS GROUP 3
Duration
Number Time of
hi A ical inth
Name Age Gender Geogr.ap ' of Civil Status cademica Industry of Experience Professional C.L.lrrent JOb. n the
Region . Level X Position/Function current
Children Experience L
position
Commercial -
Frequency of
Terminal
P3.1 22 F Lisbon 0 Single master’s Telecommunications 8 months 8 months
management and
degree
after sales team
2 years
Ina Post- 2 years and 6
P3.2 24 F Algarve 0 Health Health - Nurse and 6
relationship Graduation months
months
Frequency of IT-
Ina
P3.3 27 M Lisbon 0 master’s Military (Air Force) 7 years Telecommunication 6 years
relationship
degree technician
Frequency of
Ina Human Resources-
P3.4 22 F Lisbon 0 master’s Health 6 months 6 months
relationship Human Resources
degree
Frequency of
Ina IT - Investigator in
P3.5 22 M Lisbon 0 master’s Investigation 6 months 2 months
relationship Robotics
degree
Frequency of Human Resources -
P3.6 23 F Lisbon 0 Single master’s Energy 12 months Human Resources 8 months
degree Business Partner
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Information about the participants FOCUS GROUP 4

Number Time of Duration
Participant  Age Gender Geogr.aphlc of Civil Status Academical Industry of Experience Professional (.ZL.Jrrent JOb. in the
Region . Level . Position/Function current
Children Experience L
position
Frequency of
Commercial -
P4.1 22 F Lisbon 0 Single master’s Telecommunications 6 months 6 months
Account Manager
degree
Frequency of
Ina Logistics - Network
P4.2 23 F Lisbon 0 master’s Telecommunications 6 months 6 months
relationship and IT procurement
degree
Human Resources — 1year
Master’s 1lyearand 6
P4.3 25 F Lisbon 0 Single Telecommunications Human Resources and 6
degree months
development months
Ina Bachelor’s Marketing -
P4.4 22 F Lisbon 0 Telecommunications 6 months 6 months
relationship degree Strategic Marketing
1vyear
Ina Bachelor’s 3yearand 6 IT - Outsystems
P4.5 25 M Lisbon 0 Consultancy and 6
relationship degree months Developer
months
Frequency of
Finances - Fiscal
P4.6 22 M Lisbon 0 Single master’s Consultancy 7 months 7 months
Consultor
degree
Information about the participants FOCUS GROUP 5
Duration
Number Time of
- Geographic umbe - Academical . I e‘o Current Job in the
Participant  Age Gender ) of Civil Status Industry of Experience Professional o )
Region . Level ) Position/Function current
Children Experience .
position
Frequency of
Ina Marketing -
P5.1 21 F Lisbon 0 master’s Consultancy 2 years 6 months
relationship Marketing Assistant
degree
Ina Master’s Marketing - Content
P5.2 23 F Lisbon 0 Telecommunications 9 months 6 months
relationship degree Management
Marketing - Digital
Master’s
P5.3 23 F Lisbon 0 Single Telecommunications 6 months Content project 6 months
' degree
management
Human Resources -
Master’s 1yearand 6
P5.4 26 M Lisbon 0 Single Telecommunications Human Resources 6 months
degree months
Consultor
Bachelor’s Finances - Finances
P5.5 21 M Lisbon 0 Single Telecommunications 6 months 6 months
degree Assistant
1vyear
Master’s Commercial - Sales
P5.6 24 F Algarve 0 Single Retail 6 years and 6
degree Assistant
months
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Information about the participants FOCUS GROUP 6

. Number . Time of Current Job Duration in
. Geographic - Academical . . .
Participant Age Gender . of Civil Status Industry of Experience  Professional Position/ the current
Region R Level . ) -
Children Experience Function position
Frequency of Human Resources
Ina
P6.1 22 F Lisbon 0 master’s Consultancy 4 years - Talent 8 months
relationship
degree Acquisition
IT-
Master’s 1yearand
P6.2 25 M Lisbon 0 Single Telecommunications 3 years Telecommunicati
’ degree 8 months
ons engineer
Frequency of
Ina Data Science -
P6.3 22 F Lisbon 0 master’s Telecommunications 6 months 8 months
relationship Data analyst
degree
P6.4 Ina Master’s Commercial -
22 F Lisbon 0 Telecommunications 4 years 8 months
relationship degree Client Manager
Bachelor’s Marketing -
P6.5 22 M Lisbon 0 Single Telecommunications 2 years 8 months
degree Product Manager
Master’s Logistics - Sales
P6.6 23 F Lisbon 0 Single Telecommunications 4 years 8 months
degree and Supply chain

Annex E - Focus Group Script

1. Preparation:

a. Ensure that every participant fulfils the following criteria:

i. Inclusion criteria: age equal or superior to 18 years old; maximum of 6 years of professional

experience; younger than 27 years old; and professional experience in Portugal;

ii. Exclusion criteria: non-professional experience or less than 6 months of experience; less

than 18 years old; equal or more than 28 years old; more than 7 years of professional

experience; and non-professional experience in Portugal.

b. Prepare materials: recording instruments, link for the session, documents for the activities.

c. Contact participants to explain time and place of the focus group — Creation of heterogeneous

groups.

2. |Initial Presentation:

a. Self-presentation as the moderator.

b. Thank everyone for their presence and time available.

c. Reinforce the importance of honest answers and critical spirit, stating that no idea/answer is

wrong, therefore they show exposure their thoughts about something in order and with

respect to other participants.

d. Ask for permission to audio record and confidentially agreement. After starting to record ask

again.
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e. Explain procedure, duration of the exercise, main concepts throughout the focus group, and
importance of the research problem about which the focus group is going to be made for and
its objectives: The focus of this focus group will be to debate our main ideas and beliefs about
work and motivation, using your professional experience so far. It is important to have
everyone’s opinion. Please feel free to add information or discuss other participant ideas, but
always with respect for your turn. If there are concepts or questions that are not clear for

you, please ask me so | can clarify them.

3. Ice Breaker

Game of Similarities:

a. Goal: Participants need to find at least 7 similarities between them, that cannot visible or
physical. For that, they maximum 5 minutes.
i. The purpose is to find the higher number of similarities in the deadline. A speaker will

represent the group and share the discoveries with the moderator.

4. Open Questions:

a) How is your normal day of work?
b) How was the process of finding your current job?
i.  What were the aspects that made you take that offer?
ii.  What would make you change jobs currently?
c¢) How do you evaluate what is offered in terms of HR policies in your organization?
i. In what sense are these policies according to your current needs? Give examples if
possible.
ii. For your case in specific, what aspects should be rearranged or changed to fit your needs
and expectations?
d) Inyour opinion, what affects your productivity at work?
a. How has your motivation evolved throughout your professional career?
b. Which factors are responsible for that change?
c. What aspects are essential for you to keep motivation at work? Why?
e) There are several job resources and job demands presented in the document shared on the
screen. Additional characteristics can be chosen by the group if the present ones do not fulfil
their answers. Give examples of situations that made you choose the previous resources and

demands.
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i The goal of the exercise is to individually choose 3 of each that are present in your current
job and to explain why. To reach a decision, you will have 10 minutes.
a) After choosing, you will have to explain your decision and preference for the 6 job
characteristics chosen and not for some other mentioned throughout the discussion.
ii. Please perform the same exercise but choose the 3 job resources and 3 job demands that
would create the perfect job in terms of group opinion. You will have 15 minutes to reach
a decision.
a) Please present your justification of each resource and demand chosen.
f) Which factors characterized the workforce with ages comprehend between 18 and 277?
i Do you see yourself reflected in the definition presented in the previous answer? Explain
your thoughts.
ii. In what way does your age influences your answers to the previous questions?
iii. How do you think your responses will be like 15 years from now?
a) Ifyou believe that they will be different from today, what will be the reasons for those

changes?

5. Final Acknowledgement for participation:

a) Acknowledgment for the time spend and for their willingness to be collaborate.

b) Ask if they are still some aspects or ideas that the participants want to address before the end
of the focus group.

c) Registration of professional and personal information of the participants: Age, gender,
geographic region, number of children, civil status, academical level, industry of experience,

time of professional experience and current job position and its duration so far.

Source: Own elaboration
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Annex F - Focus Group Dynamics

JOB RESOURCES

GAME OF

SIMILARITIES

Ice Breaker

7 similarities in maximum 5 minutes

= Social resources

o Co-worker support

o Supervisor support

o Team atmosphere

o Team effectiveness

o Role clarity

o Fullfillment of expectations
o Recognition

* Work resources

o Job control

o Person-job fit

o Task variety

o Participation in decision making
o Use of skills

o Availability of tools

« Organizational resources
o Communication

o Alignment

o Trust in leadership

o Organizational justice

o Fair pay

JOB DEMANDS

» Qualitative job demands
o Emotional demands

o Mental demands

o Physical demands

o Work-home conflict

sQuantitative job demands
o Work overload

o Work underload

o Pace of change

» Organizational demands
o Negative change

o Bureaucracy

0 Harassment

o Role conflicts

o Interpersonal conflicts

o Value congruence

= Developmental resources

o Performance feedback

o Possibilities for learning & development
o Career perspective

Source: Own elaboration

Annex G - Questionnaire

Section 1 - Informed Consent
Dear participant,

The present study is related with the scope of a research project taking place at Iscte — Instituto
Universitario de Lisboa, in order to obtain a Master’s in Human Resources Management and
Organizational Consultancy.

The questionnaire aims to study the aspects that affect motivation of workers in Portugal. Your
participation will be highly valued and will contribute to the advancement of knowledge in this field of
science. This questionnaire will take approximately 14 minutes.

The study is carried out by Ana Marta Fialho (amsfol@iscte-iul.pt), under the guidance of Professors
Patricia Costa and Inés C. Sousa, who you may contact if you wish to clarify any doubts, share a

comment, or exercise your rights regarding the processing of your personal data.
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Participation in this study is confidential and strictly voluntary. If you choose to participate, you can
stop participating and withdraw your consent to the processing of your personal data at any time.
Personal data will not be disclosed or shared with third parties.

Thank you in advance for your collaboration!

| declare that | have understood the objectives explained and that | have been given the opportunity
to ask all questions about this study. | agree to participate in the study and consent to my personal

data being used in accordance with the information provided to me.

e Yes, | declare.

Confirm that you are currently working?

e Yes, | confirm.

e No, therefore | cannot respond to the questionnaire.

Section 2

In your responses to the following information, please consider your current job, as well as the

organizational characteristics inherent to it.

Co-worker Support

Copenhagen Psychosocial Questionnaire

| get help and support from my colleagues, if needed.
My colleagues are willing to listen to my problems at work, if needed.

My colleagues talk with me about how well | carry out my work.

1- Never; 2- Rarely; 3- Sometimes; 4- Frequently; 5- Always

Supervisor Support

Copenhagen Psychosocial Questionnaire

My immediate superior is willing to listen to my problems at work, if
needed.

| get help and support from my immediate superior, if needed.

My immediate superior talks with me about how well | carry out my work.

1- Never; 2- Rarely; 3- Sometimes; 4- Frequently; 5- Always
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Team Atmosphere

Copenhagen Psychosocial Questionnaire

There is a good atmosphere between me and my colleagues.
There is a good co-operation between colleagues at work.

| feel part of a community at my place of work.

1- Never; 2- Rarely; 3- Sometimes; 4- Frequently; 5- Always

Possibilities for Learning and Development

Copenhagen Psychosocial Questionnaire

| have the possibility of learning new things through my work.
My work gives me the opportunity to develop my skills.

| use my skills or expertise in my work.

1- Never; 2- Rarely; 3- Sometimes; 4- Frequently; 5- Always

Task Variety

Work Design Questionnaire

The job involves a great deal of task variety.
The job involves doing a number of different things.
The job requires the performance of a wide range of tasks.

The job involves performing a variety of tasks.

1- Never; 2- Rarely; 3- Sometimes; 4- Frequently; 5- Always

Fair Pay

Human Resources Practices

The organization offers me a performance-related pay.

The organization offers me a competitive salary.

The organization offers me an above average salary for this function.

The organization offers me a fair compensation system.

1- Totally disagree; 2- Disagree; 3- Neither agree nor disagree; 4- Agree, 5- Totally agree
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Section 3

Please respond to the following questions according to your level of agreement with the autonomy

you have at work.

Autonomy
Work Design Questionnaire

Autonomy in  The job allows me to make my own decisions about how

. to schedule my work
work planning

The job allows me to decide on the order in which things
are done on the job.

The job allows me to plan how | do my work.

Autonomy in  The job gives me a chance to use my personal initiative

. or judgment in carrying out the work.
decision Juce ying

. The job allows me to make a lot of decisions on my own.
making

The job provides me with significant autonomy in
making decisions.

Autonomyin  The job allows me to make decisions about what

methods | use to complete my work.
work methods P y

The job gives me considerable opportunity for
independence and freedom in how | do the work.

The job allows me to decide on my own how to go about
doing my work.

1- Totally disagree; 2- Disagree; 3- Neither agree nor disagree; 4- Agree, 5- Totally agree

Section 4

Please respond to the following questions according to your level of agreement with the engagement

you fell towards your work.

Engagement

Utrecht Work Engagement Scale (UWES-9)

At my work, | feel bursting with energy. (vigor)

At my job, | feel strong and vigorous. (vigor)

| am enthusiastic about my job. (dedication)

My job inspires me. (dedication)

When | get up in the morning, | feel like going to work. (vigor)

| feel happy when | am working intensely. (absorption)
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I am proud on the work that | do. (dedication)
| am immersed in my work. (absorption)

When | am working, | forget everything else around me.

(absorption)

1- Never; 2- Rarely; 3- Sometimes; 4- Regularly; 5- Frequently; 6- Almost always; 7- Aways

Section 5

Please respond to the following questions according to your level of agreement with the commitment

you fell towards your work.

Affective Commitment

Affective Commitment Scale

I do not feel ‘emotionally attached’ to this organization. (R)
This organization has a great deal of personal meaning for me.
| do not feel like ‘part of my family’ at this organization. (R)

| really feel as if this organization’s problems are my own.

| would be very happy to spend the rest of my career in this
organization.

I do not feel ‘emotionally attached’ to this organization. (R)

1- Totally disagree; 2- Strongly disagree; 3- Slightly disagree; 4- Slightly agree; 5- Strongly agree, 6-

Totally agree

Section 6

Please respond to the following questions according to your level of agreement with the turnover

intention you have about your work.
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Turnover Intentions

Turnover Cognition Scale

| will probably look for a new job in the near future.

At the present time, | am actively searching for another job in a different

organization.
I do not intend to quit my job. (R)

It is unlikely that I will actively look for a different organization to work for in

the next year. (R)

I am not thinking about quitting my job at the present time. (R)

1- Totally disagree; 2- Disagree; 3- Neither agree nor disagree; 4- Agree, 5- Totally agree

Section 7

Please answer the following questions according to your personal information. | remind you that all

information will be confidential and exclusively used for the ongoing investigation.

Gender:
e Female
e Male
e Other

Age (in years):

Level of education (concluded):

e Inferior to the 9*" Grade
e 9" Grade

e Highschool (12*" Grade)
e Bachelor’s degree

e Master’s degree

e Doctor’s degree

86



Area of experience:

e Commercial/Services
e Social Communication
e Accounting/Finance

e Law/Justice

e Education/Teaching

e Engineering

e Hospitality/Tourism

e logistics

e Advertising/Marketing
e Human Resources

e Restauration

e Health

e Others

Total of professional experience (in months):

Section 8 — Thank You Message
Your contribution is essential for the development of this study!

Thank you so much for your answers and for your time!

If you have any questions, please send an email to amsfol@iscte-iul.pt.
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Annex H - Moderated Mediation - SPSS Analysis

Table H.1
Moderated Mediation - SPSS Analysis

B (SE) BootLLCl BootULCI
Model 1
Direct effects
Co-worker Support = Engagement -.09 (.59) -.1.25 1.07
Co-worker Support = Turnover Intentions -.35(.47) -1.28 .59
Moderation
Co-worker Support * Age groups—> Engagement .67 (.36) -.04 1.37
Co-worker Support * Age groups—> Turnover Intentions .08 (.29) -.49 .66
Co-worker Support * Age Groups = Engagement - Turnover -.26 -.55 .02
Intentions
B (SE) BootLLCI BootULCI
Model 1
Direct effects
Supervisor Support = Engagement .47 (.40) -.33 1.27
Supervisor Support = Turnover Intentions .60 (.32) -.03 1.23
Moderation
Supervisor Support * Age groups—> Engagement .17 (.26) -.34 .67
Supervisor Support * Age groups—> Turnover Intentions -.50 (.20) -.90 -.10
Supervisor Support * Age Groups = Engagement - Turnover -.06 -.25 .14
Intentions
B (SE) BootLLCl BootULCI
Model 1
Direct effects
Team Atmosphere - Engagement .69 (.53) -.36 1.74
Team Atmosphere = Turnover Intentions -.88 (.44) -1.76 -.01
Moderation
Team Atmosphere * Age groups—> Engagement .24 (.31) -.38 .87
Team Atmosphere * Age groups—> Turnover Intentions .28 (.26) -.23 .80
Team Atmosphere * Age Groups = Engagement > Turnover -.08 -.29 .15

Intentions
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B (SE) BootLLCl BootULCI
Model 1
Direct effects
Possibilities for Learning and Development - Engagement 1.26 (.59) .09 2.44
Possibilities for Learning and Development - Turnover -.34 (.51) -.14 .67
Intentions
Moderation
Possibilities for Learning and Development * Age groups—> -.08 (.34) -.76 .60
Engagement
Possibilities for Learning and Development * Age groups—> .08 (.29) -.49 .65
Turnover Intentions
Possibilities for Learning and Development * Age Groups = -.03 -.23 .26
Engagement > Turnover Intentions
B (SE) BootLLCI BootULCI
Model 1
Direct effects
Task Variety = Engagement .85 (.49) -.12 1.83
Task Variety = Turnover intentions -.14 (.39) -.90 .63
Moderation
Task Variety * Age groups—> Engagement -.14 (.29) -.70 43
Task Variety * Age groups—> Turnover Intentions -.02(.22) -.46 42
Task Variety * Age Groups > Engagement = Turnover .05 -.16 .27
Intentions
B (SE) BootLLCl BootULCI
Model 1
Direct effects
Fair Pay > Engagement .36 (.39) -42 1.14
Fair Pay = Turnover Intentions -.28(.30) -.87 31
Moderation
Fair Pay * Age groups—> Engagement .08 (.23) -.39 .54
Fair Pay * Age groups—> Turnover Intentions .03 (.18) -.32 .38
Fair Pay * Age Groups = Engagement - Turnover Intentions -.03 =21 .16
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B (SE) BootLLCl BootULCI
Model 1
Direct effects
Autonomy > Engagement 1.20(.60) .03 1.38
Autonomy—> Turnover Intentions -.42 (.51) -1.42 .59
Moderation
Autonomy * Age groups—> Engagement -.11(.33) -77 .55
Autonomy * Age groups—> Turnover Intentions .28 (.28) -.27 .83
Autonomy * Age Groups = Engagement = Turnover -.05 =21 40
Intentions
B (SE) BootLLCI BootULCI
Model 2
Direct effects
Co-worker Support = Affective Commitment .59 (.49) -.38 1,55
Co-worker Support = Turnover Intentions .05 (.43) -.79 .90
Moderation
Co-worker Support * Age groups—> Affective Commitment .03 (.30) -.55 .62
Co-worker Support * Age groups—> Turnover Intentions -.15(.26) -.66 .36
Co-worker Support * Age Groups = Affective Commitment - -.02 -41 .32
Turnover Intentions
B (SE) BootLLCl BootULCI
Model 2
Direct effects
Supervisor Support > Affective Commitment -.07(.32) -.70 .55
Supervisor Support = Turnover Intentions .38 (.29) -.20 .96
Moderation
Supervisor Support * Age groups—> Affective Commitment .44 (.20) .04 .83
Supervisor Support * Age groups—> Turnover Intentions -.29(.19) -.66 .08
Supervisor Support * Age Groups 2 Affective Commitment - -27 -.52 -.04

Turnover Intentions
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B (SE) BootLLCl BootULCI
Model 2
Direct effects
Team Atmosphere - Affective Commitment .90 (42) .06 1.73
Team Atmosphere > Turnover Intentions -.59 (.41) -1.40 22
Moderation
Team Atmosphere * Age groups—> Affective Commitment .00 (25) -.49 .49
Team Atmosphere * Age groups—> Turnover Intentions .20(.24) -.27 .67
Team Atmosphere * Age Groups = Affective Commitment > .00 -.26 .30
Turnover Intentions
B (SE) BootLLCl BootULCI
Model 2
Direct effects
Possibilities for Learning and Development - Affective 1.19(.51) .18 2.21
Commitment
Possibilities for Learning and Development = Turnover -.08 (.46) -.98 .82
Intentions
Moderation
Possibilities for Learning and Development * Age groups—> -.34(.30) -.92 .25
Affective Commitment
Possibilities for Learning and Development * Age groups—=> -.10(.26) -.61 42
Turnover Intentions
Possibilities for Learning and Development * Age Groups 2> .20 -.15 .60
Affective Commitment = Turnover Intentions
B (SE) BootLLCl BootULCI
Model 2
Direct effects
Task Variety > Affective Commitment .95 (.41) .14 1.74
Task Variety = Turnover Intentions .13 (.35) -.56 .82
Moderation
Task Variety * Age groups—> Affective Commitment -.35(.24) -.82 A1
Task Variety * Age groups—> Turnover Intentions -.19(.20) -.58 21
Task Variety * Age Groups > Affective Commitment > 22 -.07 .54

Turnover Intentions
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B (SE) BootLLCl BootULCI
Model 2
Direct effects
Fair Pay - Affective Commitment .37 (.32) -.25 1
Fair Pay = Turnover intentions -.19(.27) -73 .34
Moderation
Fair Pay* Age groups—> Affective Commitment .00(.19) -.37 .37
Fair Pay * Age groups—> Turnover Intentions .00 (.16) -.32 .32
Fair Pay * Age Groups 2 Affective Commitment = Turnover .00 =22 .23
Intentions
B (SE) BootLLCI BootULCI
Model 2
Direct effects
Autonomy > Affective Commitment 1.46 (.49) .49 2.43
Autonomy = Turnover Intentions .06 (.47) -.87 .98
Moderation
Autonomy * Age groups—> Affective Commitment -.44 (.28) -1 .10
Autonomy * Age groups—> Turnover Intentions .02 (.26) -.48 .53
Autonomy * Age Groups > Affective Commitment > .30 -.01 .70

Turnover Intentions

92



