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Abstract: Older Worker Identity consists of the internalization of negative beliefs and attitudes
towards aged employees by these same people. This research aims to explore the moderator role
both of subjective age and self-efficacy in the relationship between older worker identity and job
performance. The study was conducted with a panel design, including a sample of +40 Spanish
workers (n = 200), with two waves (4-months interval). The findings supported the moderator role of
subjective age in the relationship, while it failed to support the moderator role of self-efficacy. These
findings underline that workers who actively manage their subjective age perceptions could age
successfully at work. The implications of this study for counseling practices are discussed.
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1. Introduction

At what age is one too old to work? Faced with this question, more than half of the workers reply
that “it depends on the person”. Among the baby boomers, 68% of them give this answer. Moreover,
if asked to respond with a specific age, most of them consider that at the age of 75, they would be
too old to continue working [1]. This question seems to be in the center of the current debate about
working longer, which is currently receiving the attention of the media and academia [2].

On the one hand, the interest in working longer is based on individual motivations. Many
people over 55 expressed their desire to continue working beyond age 65 [1]. However, noticeably
fewer workers manage to work at those ages [3]. On the other hand, from the social point of view,
interest also is growing because of population aging and pressure on public pension systems, while the
need for specialized manpower is pushing towards the extension of working life. The issue raises
notable controversies because it involves at the same time older workers’ personal characteristics and
organizations’ relevant outcomes, such as performance in the workplace [4].

At the center of this debate could be considered both the negative views of older workers,
which they can internalize, and the employees’ task performance [5]. The present study has been
developed under the overarching framework of the Model on the Interplay among age, social identity
and identification at work, developed by Zacher et al. [6].

The workers’ own perceptions of age and self-efficacy can also play a role in this relationship.
Thus, this study aims to analyze the relationship between identification with the group of older workers
and employees’ task performance. In addition, we shall explore the moderator role of self-efficacy and
subjective age in this relationship.
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The findings of this study will allow us to establish whether older worker identity exerts any
detrimental influence on task performance. In addition, they will allow us to establish whether
it is possible to mitigate this influence through older workers’ subjective perceptions of age and
the development of self-efficacy. People, businesses and governments need to have solid empirical
evidence to design interventions that promote the extension of working life, both for individual
well-being and to alleviate future economic difficulties.

1.1. Older Worker Identity and Task Performance

The negative stereotypes of older people nowadays seem widely spread [3]. Older workers often
internalize this unfavorable view of themselves that prevails in their near environment. This is due
to the fact that the experience of ageing at work takes place in a specific context in which the person
behaves, and this affects self-perceptions. Daily interactions with co-workers and supervisors would
transmit the repeated experience of unfavorable treatment, discrimination in career opportunities,
and the lack of an offer of training for older workers in some cases [7].

Bearing in mind that, like all people, older workers identify with others based on a few shared
traits, the concept of “older worker identity” (hereinafter, OWI) has been presented [8]. This is the
term used to designate the extent to which a worker identifies with the older workers group and the
consequent internalization of stereotypes and negative attitudes toward older workers by the older
workers themselves. OWI is accompanied by the acceptance of negative characteristics of oneself, such
as resistance to change, poor performance, or low work motivation [9].

OWI, therefore, includes two facets simultaneously. On the one hand, older people perceive that
they are judged unfavorably and suffer discrimination from their coworkers and supervisors at work
due to their advanced age [10]. On the other hand, these perceptions reinforce their view of themselves
as old people, and, therefore, they assume as their own the negative aspects of older workers, such as
slowness, inefficiency, low work motivation, lack of desire for training and promotion, and reduced
performance [11]. The present conceptualization of OWI overlaps with the “age-related social identity”
proposed by our theoretical model [6].

It is a proven fact that identification promotes the probability of acting consistently with the
category with which the person is identified [12], so OWI can be an antecedent of undesirable behaviors,
such as the decline in performance at work [13,14]. Previous studies have shown the existence of
OWI [15] and its influence on the attitudes and behavior of older workers [16]. Specifically, research has
found that OWI predicts the decline of job satisfaction, commitment, or performance [17–19]. In this
sense, Snape and Redman [20] found positive and statistically significant relationships between OWI
and intentions of early retirement, and other studies have proven its predictive power for absenteeism
at work [21].

Regarding performance, it is currently common to consider it as a multidimensional
construct [22], which four dimensions (task performance, contextual performance, adaptive
performance, and counterproductive performance). Despite this fact, task performance seems to
be the “core” of the concept. Task performance is the execution of the central tasks of the post, and it
also seems to be the most stable dimension of total performance.

In relation to older workers, various studies support the hypothesis of reduced productivity [23].
However, this debate implies another one on the difficulty to define and measure work performance.
As stated by Van Dalen et al. [24], depending on the criteria that are considered to measure workers’
outcomes, workers can be benefited or harmed. So, when referring to speed or intensity in monotonous
or repetitive tasks, older workers may show a decline in performance or have more accidents and
work-related diseases [25]. However, when referring to having experience, consolidated skills and
social networks (which are developed over time), it can be seen that older workers achieve better
performance than their younger coworkers [26]. Therefore, in this study, we want to explore the
predictive power of OWI on task performance in workers over age 40. Hence, the first hypothesis of
the present study is:
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Hypothesis 1. OWI will be negatively related to task performance.

1.2. The Moderator Role of Subjective Age and Self-Efficacy

The existing research to date has focused preferentially on the relation between older workers’
chronological age and performance but it does not show conclusive results, even stating that there is
no relationship between age and performance [3]. Hence, among the different aspects that may have
an impact on performance, the role of age does not seem so clear, despite its intuitive sense. Among
other reasons, more recent research on performance has not incorporated a broader conceptualization
of aging, but instead has focused almost exclusively on chronological age. Thus, previous studies in
performance assessment did not investigate alternative age constructs, such as subjective age.

Subjective age refers to how young or old an individual perceives himself [27]. In accordance
with Shore, Cleveland, and Goldberg [28], subjective age includes various components, such as the
age people feel, their apparent age, the desired ideal age, and the age of the most similar people
in terms of tastes, interests, and behaviors. Although many studies underline the relevance of
considering chronological age as the most direct moderator in the relationships between organizational
variables [29], some recent reviews dispute the role of chronological age in favor of subjective age [11].

In this sense, there is growing evidence of the role that subjective age can play in organizational
performance [30] as well as in undesirable outcomes, such as absenteeism [31]. The moderator role of
subjective age is tenable because it would be associated with the perception of having more specific
experience for task performance and better adaptation to the work environment, thus resulting in
a reduction of perceived work stress. On another hand, the evidence shows that subjective age may be
linked to increased motivation, both for task performance [32] and for permanence in active work [33].
Therefore, in this research, we will explore the moderator role of age in the relationship between OWI
and task performance, proposing the following hypothesis:

Hypothesis 2. The relationship of OWI with task performance will be moderated by subjective age.
As subjective age increases, the negative relationship between OWI and task performance would
be stronger.

Despite the broad dispersion of negative stereotypes towards older workers, empirical research
on their impact on performance is still incipient. As indicated by Chiesa et al. [5], the loss in
productive terms seems to be mediated by the self-efficacy of the group of older workers, which offers
an opportunity to mitigate reduced performance through an intervention to increase self-efficacy [34].
Self-efficacy consists of the personal beliefs in their own abilities to implement everything needed
to perform a specific task in a satisfactory way [35,36]. The most recent theoretical models, close to
positive psychology [37–39], include self-efficacy within psychological capital [40].

Researchers on self-efficacy show that people engage in the tasks about which they are confident
that they have the necessary abilities to succeed. Thus, self-efficacy becomes a powerful determinant
of behavior because it affects both the initial decision to perform it, the invested effort, the persistence
shown, and even the final interpretation of the outcome. One of the key aspects of self-efficacy is its
positive potential. Specific interventions to develop self-efficacy, or the broader intervention to increase
psychological capital, have shown a beneficial impact for individuals, and also for organizations as
a whole [41,42]. The benefits of self-efficacy have been reflected in results as varied as satisfaction
and innovation [43], learning and creativity [44], turnover [45], health [46], quality of working life,
and citizenship behaviors [47]. Finally, the following hypothesis is established:

Hypothesis 3. The relationship of OWI with task performance will be moderated by self-efficacy.
As self-efficacy increases, the negative relationship between OWI and task performance would
be weaker.
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The hypotheses are depicted in Figure 1.

Figure 1. Model of proposed hypotheses.

2. Materials and Methods

2.1. Ethical Information

The Bio-Ethics Committee of the National Distance Education University approved the study
protocol in accordance with the Declaration of Helsinki (protocol number 160504). In the present
study, potential participants were informed of the objectives and the conditions of the study regarding
voluntariness and anonymity, and the possibility of withdrawing from the research at any time without
penalty. The only conditions to participate were being older than 40 years of age and having a status
of employee. Those who finally decided to participate signed their consent and completed booklets
containing the research questions.

2.2. Participants

The final sample of the study consists of workers in Spain aged over 40 years who answered
the survey at two different times (hereinafter, Time 1 [T1] and Time 2 [T2]), with a 4-month interval.
The interval was selected to reduce the potential threat of common variance bias. Thus, a total
of 278 workers were surveyed at T1, and at T2, 200 completed questionnaires were collected (72%
response rate). Of the sample, 56.5% were male, and the average chronological age was 48.11 years
(SD = 6.93). Concerning educational level, 41% had university studies, 21% vocational training, 21%
high school and 12% basic education and 4.5% were missing data. Regarding working status, 49.5%
of the participants were employees, 29.0% middle managers, and 14.5% were managers or owners
of the companies, while the rest were missing responses. The mean organizational tenure was 16.3
years (SD = 11.1). Most of the workers worked in companies with more than 200 employees (42.5%),
11% worked in companies of 50 to 200 employees, and the rest in companies of less than 50 employees.
Concerning the sector, 18% worked in service companies, 11% in the energy sector, 10% in tourism, 7%
in education or health, and the rest was distributed in various occupational areas.

2.3. Procedure

The study was disseminated among the potential participant companies through human
resources consulting firms linked to the University with specific agreements to collaborate in research.
The companies whose managers agreed to collaborate distributed the booklets with the surveys
among their workers over age 40 at both times of data collection. Participants created a personal
code especially for the study and handed in the completed questionnaires in a sealed envelope to the
collaborators of the research team. Personal data were not known to the researchers.
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2.4. Instruments

2.4.1. Older Worker Identity

We used the OWI Scale [48]. It questionnaire has been adapted for Spanish population in
a previous study [16], and its adequate psychometric properties have been proved. The ten items
used request participants to self-rate their speed, their interest in professional development, and their
flexibility at work. Examples of items are: “I think that I’m becoming slow to learn new tasks,” “I think
that I am becoming less flexible and adaptable at work,” and “I think that I am not interested in
updating and growing professionally.” The reliability of the instrument in previous studies [16] was
adequate (0.80), and in the present study, it was 0.82.

2.4.2. Subjective Age

We used the four-item scale of Shore, Cleveland, and Goldberg [28] asking people to indicate
on a 5-point scale (1 = 16–25; 2 = 26–35; 3 = 36–45; 4 = 46–55; 5 = 56–75) the age that most closely
corresponds to the way they feel (a), they look (b), the age of people whose interests and activities are
most like theirs (c), and the age that they would prefer to be (d). Since there has not been a Spanish
adaptation for this instrument, the research group translated it. The reliability of the instrument in this
study was α = 0.70.

2.4.3. Self-Efficacy

To evaluate this variable specifically referred to the tasks of the post, we used the Spanish
adaptation [49] of the Self-efficacy subscale of the Psychological Capital Questionnaire (PsyCap),
which measures four components of psychological capital [50]. This Spanish version of the PsyCap
proven their adequate psychometric properties in the validation study [49]. The Self-efficacy subscale
is made up of 3 items related to aspects of perceived confidence when undertaking a task (e.g., “I feel
confident when I represent my work area at meetings with the directors”) and reached a value of
Cronbach alpha of 0.75 in this study.

2.4.4. Task Performance

We used the specific subscale of the Individual Work Performance (IWP) [51], which is made
up of five items that represent the critical indicators identified by the authors for this dimension of
performance: work quality, planning and organizing work, being result-oriented, prioritizing and
working efficiently. Examples of items are: “I managed my work well so that it would be done on
time,” “I have considered the results I should achieve in my work.” The reliability was α = 0.70 in
this study.

For the measurements of OWI, task performance, and self-efficacy, the Likert-type response scale
ranged from 1 (Completely disagree) to 5 (Completely agree).

2.5. Statistical Analyses

To test our hypotheses, we used the macro PROCESS for SPSS [52]. We applied Model 2,
which estimates the relation of X (T1 OWI) on Y (T2 Task performance) with the moderation of the
variables M (T1 Efficacy) and W (T1 Subjective Age) in the relation X→Y (T1 OWI→ T2 performance).
The hypothesis will be supported if, for different levels of the moderating variables, the effect of
X on Y varies. The procedure was based on 5000 bootstrapping samples, with a 95% confidence
interval. The procedure allows us to estimate the conditional effect of the independent variable on the
dependent variable as a function of the effect of the moderators (mean and ±1 SD from the mean).
When zero is not included in the 95% bias-corrected confidence interval, it may be concluded that the
parameter is significantly different from zero at p < 0.05. Chronological age, gender, and organizational
tenure were used as covariates.
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3. Results

Before testing our model, a correlation analysis was conducted among the study variables.
These results are reported in Table 1. Pearson’s correlations indicated that all significant relationships
between the variables were in the expected direction. As expected, subjective age was highly correlated
with chronological age and with the time the person has been in the company. In addition, OWI was
significantly related to tenure in the company and gender. In this case, men had a greater tendency to
identify with the characteristics of older workers than women.

Table 1. Descriptive statistics and correlation matrix. (n = 200).

Variables M SD 1 2 3 4 5 6 7

1. Gender 1.41 0.52 n.a
2. Chronologic Age 48.11 6.93 −0.09 n.a
3. Organizational tenure 16.25 11.13 −0.12 0.53 ** n.a
4. Older Worker Identity 2.31 0.72 −0.16 * 0.10 0.15 * 0.82
5. Self-efficacy 3.94 0.67 0.02 −0.06 0.06 −0.16 * 0.75
6. Subjective Age 3.02 0.66 −0.08 0.67 ** 0.32 ** 0.11 −0.13 0.70
7. Task performance 3.82 0.48 0.07 −0.5 −0.3 −0.42 ** 0.34 ** −0.1 0.70

Note: Gender (1 = Male); Values in the diagonal are reliabilities of the variables. * p < 0.05; ** p < 0.01; *** p < 0.001.
n.a.: Not available.

Moderation Analysis

The objective of this analysis is to test the hypotheses of this study. The model as a whole was
significant, F(8, 192) = 9.41, p < 0.0000, R2 = 0.28. None of the covariates had significant effects on
the prediction of task performance. The negative effect of older worker identity on task performance
(B = −1.16, SE = 0.39, 95% CI (1.93, −0.38), p < 0.003) was significant, which supports Hypothesis 1 of
the study.

Related to the moderating hypotheses, on the one hand, the interaction between subjective age
and OWI was significant in the prediction of task performance, (B = 0.1849, SE = 0.07, 95% CI [0.04;
0.32], p < 0.0125), thus providing support for the second hypothesis, as Figure 2 shows.

Figure 2. Results of moderation analysis. Note: [95% CI]; * p < 0.05; ** p < 0.01; *** p < 0.001.

On another hand, self-efficacy (B = 0.01, SE = 0.1509, 95% CI [−0.29, 0.319], p <.94) and the
interaction between self-efficacy and OWI (B = 0.09, SE = 0.06, 95% CI [−0.04, 0.21], p < 0.16) were not
significant in the prediction of task performance. These results do not support the third hypothesis of
this study. The interaction of OWI with efficacy, despite not being statistically significant, improved the
R2 of the global model, F(1, 191) = 1.92, p < 0.16, ∆R2 = 0.007, though its contribution was very small.

Both interaction terms improved the explanatory capacity of the model separately and
concurrently. As for subjective age, its effect on task performance (B = −0.34, SE = 0.18) only showed
a tendency of associated statistical significance [95% CI [−0.76, 0.01], p < 0.06]. The interaction OWI ×
Subjective Age was significant, F(1, 191) = 6.36, p < 0.01, ∆R2 = 0.02, and the contribution of the two
interactions conjointly was also significant, F(2, 191) = 3.34, p < 0.03, ∆R2 = 0.03.
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The conditional effect of OWI on task performance was significant at various levels of the
moderating variables, but it lost its significance when subjective age and self-efficacy were high (both
+1 SD; B = −0.075, SE = 0.0827, 95% CI [−0.2381, 0.0881], p < 0.3656). The largest effect was observed
when subjective age and self-efficacy had lower levels, as shown in Table 2.

Table 2. Conditional effect of OWI on Task Performance at values of Subjective Age and Self-Efficacy.

Subjective Age Self-Efficacy Effect of OWI on Task PerformanceSE t p LLCI ULCI

2.3694 3.2638 −0.4334 0.0890 −4.8673 0.0000 −0.6091 −0.2578
2.3694 3.9367 −0.3736 0.0638 −5.8561 0.0000 −0.4994 −0.2478
2.3694 4.6095 −0.3137 0.0620 −5.0635 0.0000 −0.4360 −0.1915
3.0250 3.2638 −0.3122 0.0662 −4.7162 0.0000 −0.4427 −0.1816
3.0250 3.9367 −0.2523 0.0438 −5.7612 0.0000 −0.3387 −0.1659
3.0250 4.6095 −0.1925 0.0555 −3.4660 0.0007 −0.3021 −0.0830
3.6806 3.2638 −0.1909 0.0739 −2.5853 0.0105 −0.3366 −0.0453
3.6806 3.9367 −0.1311 0.0662 −1.9791 0.0492 −0.2618 −0.0004
3.6806 4.6095 −0.0713 0.0834 −0.8548 0.3938 −0.2357 0.0932

Note: Values for both moderators are the mean and plus/minus one SD from mean.

These results indicate that the higher the self-efficacy, the better the task performance. However,
this relationship was not the same at all levels of OWI or for all groups as a function of subjective age.
The results can be seen in Figure 3.

Figure 3. Plot diagram for the conditional effects of Older Worker Identity on task performance as a
function of subjective age and self-efficacy.

This figure shows that the higher the OWI, the lower the performance. This negative relationship
was found both groups, those who perceived themselves as younger and those who perceived
themselves as older. But, for the former, the relationship was more intense, whereas OWI had
less negative impact on performance when subjective age was higher. However, if self-efficacy
was also high, the negative effect of OWI on task performance was also lower, thereby losing its
statistical significance.
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4. Discussion

Firstly, this work supports the hypothesis that the relationship between OWI and older workers’
task performance exists, and it is negative. However, our results are not limited to this finding, but
instead provide data to understand that this relationship is moderated by other variables. On the one
hand, OWI has a detrimental effect on performance in all cases, but the intensity of this influence
varies depending on the subjective age and self-efficacy of the workers. In particular, subjective age
acts as a moderator of that relationship. When workers perceive themselves as younger, but they
internalize the negative traits of older people transmitted by the environment, their performance drops.
This influence is verified more intensely for those who have low self-efficacy concerning the task.
However, when workers perceive themselves as older, the negative effect of OWI on performance
is lower. But even this result varies depending on self-efficacy, because for those workers who have
stable beliefs about their abilities to perform the tasks, the negative impact of OWI on performance is
even lower. These results may seem counter-intuitive, so they deserve a detailed discussion.

First, subjective age in the model is directly and negatively related to task performance. However,
when analyzed together with identification with the group of older workers, the moderator effect
can be seen. Workers may perceive their own OWI, involving the generalized idea of “reduction”
of capabilities, but they may refuse to accept that this reduction affects them, and they may
implement a series of responses to alleviate the potential deficit caused by age. In this sense, a
large body of empirical evidence related to successful aging through selection, optimization, and
compensation strategies seems to support that older workers can maintain adequate performance
within organizations [53,54].

In relation to OWI, it can trigger an attributive process, for example, to disease, which serves to
alleviate the negative effects on performance. Thus, stereotypes would not have the same impact for all
groups [17] but would vary depending on the individuals’ behaviors developed to face with negative
stereotyping. Further research can explore coping strategies, which may be focused on victimization,
but also on the attempt to increase performance, as research on perceived discrimination in other areas
seems to indicate [55].

On another hand, although the data do not support the hypothesis that proposed self-efficacy
as a moderator in the relationship between OWI and task performance, when the conjoint model is
observed, this influence can be seen. When analyzing the results, we see that the only interaction that
is nonsignificant occurs when subjective age and levels of self-efficacy are high, as all the other
interactions are significant, and the effect is greater as the values of both moderators decrease.
In other words, the discrepancy between subjective age and OWI exacerbates the negative impact on
performance and, although high self-efficacy is insufficient to explain the improvement in performance
in the model, its lack seems to worsen performance [56].

In summary, this study highlights the importance of individuals’ perceptions. On the one hand,
as shown in Figure 3, OWI has crucial importance: If workers do not identify with the group of older
workers, their performance reaches higher levels [57]. On the other hand, we note the importance
of aspects like subjective age, because when people maintained the characteristics of older workers’
stereotypes and they could account for them in their own self-perception as older people, their work
performance was somewhat protected from reduction.

4.1. Limitations of the Study

This study has several limitations that must be acknowledged. First, it is worth noting that
the measure of performance used in this study only refers to task performance. Other measures of
performance may be affected in the opposite direction and thus, would alleviate the negative effects
of OWI. In addition, in some specific posts, being older may be advantageous for task performance,
or a nonlinear relationship or an inverted U-shaped function might be verified.

As in the present study only have been included measures of age-related social identity, following
the distinction recently proposed by Zacher and colleagues [11], we could not provide empirical
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support for the assertion regarding the moderation of age meta stereotypes in the relationship between
age related social identity and performance.

Secondly, regarding the lack of significance of self-efficacy, this might be caused by the
characteristics of the study sample. The self-efficacy scale items are formulated in terms of confidence
when discussing or representing work areas, but nearly half of the respondents are employees, so these
skills may not be essential when measuring their task performance.

The third limitation refers to the characteristics of the sample, as the selection of the participants
in this study was not random, but instead, we used convenience sampling, and this may have biased
the results. Fourth, and although in the analyzed literature, the results of research in different countries
are usually consistent, our findings may not be transferable to other cultural environments due to the
existence cultural differences. The extra effort to achieve higher performance may be rated negatively
in certain cultures, as well as the desire to maintain a high performance to continue working beyond
the age of retirement. In fifth place, as we only used self-report measures, despite the confidentiality of
responses, there is always the threat of social desirability bias.

4.2. Suggestions for the Extension of Working Life

The present study provides evidence about the importance of how workers within the company
feel, represented herein by the role of OWI, beyond the mere objective conditions of the post. In this
sense, if organizations want to prolong the working life of their employees, they should pay special
attention to their workers’ appraisals, especially those of the older workers, because a climate
for successful aging favors the individual application of strategies to alleviate the negative effects
associated with age [58]. Interventions in companies to teach their workers alternative ways of dealing
with new problems that arise in their jobs can improve and reduce the negative impact of aging on
organizational outcomes. Thus, a cognitive intervention that highlights the positive aspects of older
people versus the negative aspects and that enhances generational diversity can have a positive impact
on outcomes. Promotion of organizational identification that unites all the members of the company,
regardless of age, seems a simple and effective means to ensure the survival of the company and the
extension of the working life of its members.

As noted in other works [5,39], interventions to counter the impact of negative stereotypes can
focus on increasing self-efficacy. Thus, in line with Salanova et al. [59], self-efficacy is related to positive
spirals that translate into improvements both of commitment to the company and positive motivation,
perhaps through organizational metacognitions [60]. But this study also poses a new way because
interventions could focus on subjective age to offset the decline in performance. Although some lines
of research are currently questioning the usefulness of the construct of subjective age [56], the evidence
supporting the influence of this variable seems solid and continues to grow [61].

At the same time, as an anonymous reviewer suggested, other related topics that can affect
our findings should be considered. First, different kinds of occupations are associated with specific
occupational risks. In this sense, relevant levels of physical job demands can affect older workers
inducing health problems that reduce task performance and worsen self-perceptions of age. As our
study included participants with different organizational levels, the OWI could be influenced by
their specific roles as employees or owners, for instance. Secondly, employees’ personality traits
and attitudes or behaviors can influence their job demands perceptions and performance, as other
studies suggested [62]. Thirdly, while it has been mainly considered that stress and job demands could
negatively affect employees’ health status, more recently it has also been suggested that work can
positively affect workers’ well-being by improving cognitive functioning and perceived health [63].

This work shows that it is possible to encourage the extension of working life and have a positive
impact on the company’s outcomes through the workers’ personal resources, as social support, religious
endorsement or career commitment [64]. In this sense, fostering the improvement of aspects like
subjective age through training in observation of the positive features can lead to older workers’
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continued engagement, with the consequent advantage of having access to their experience in the
formation of new staff members [65].

5. Conclusions

The study provides further evidence of the negative relationship between older worker identity
and task performance. In addition, it examines the relationship between self-efficacy and subjective age,
with subjective age being a moderator of the relationship between self-efficacy and task performance,
producing a buffer effect on the reduction of performance when the person subjectively perceives
him/herself as a member of the group of older workers.

Author Contributions: Conceptualization, F.R. and G.T.; methodology, J.F.; software, J.F.; validation, F.R., J.F.;
and G.T.; formal analysis, J.F.; investigation, J.F.; resources, F.R., J.F.; and G.T.; data curation, F.R., J.F.; and
G.T.; writing—original draft preparation, F.R., J.F.; and G.T.; writing—review and editing, F.R., J.F.; and G.T.;
visualization, G.T.; supervision, G.T.; project administration.

Funding: This research received no external funding.

Conflicts of Interest: The authors declare no conflict of interest.

References

1. Collinson, C. Wishful Thinking or within Reach? 3 Generations Prepare for Retirement; Transamerica Center for
Retirement Studies: Los Angeles, CA, USA, 2017.

2. Quinn, J.F.; Cahill, K.E. Challenges and Opportunities of Living and Working Longer. In How Persistent Low
Returns Will Shape Saving and Retirement; Mitchel, O., Clark, R., Maurer, R., Eds.; Oxford University Press:
London, UK, 2018; pp. 101–119. ISBN 978-0-19-882744-3.

3. Ng, T.W.H.; Feldman, D.C. Evaluating six common stereotypes about older workers with meta-analytical
data. Pers. Psychol. 2012, 65, 821–858. [CrossRef]

4. Ali Al-Atwi, A.; Bakir, A. Relationships between status judgments, identification, and counterproductive
behavior. J. Manag. Psychol. 2014, 29, 472–489. [CrossRef]

5. Chiesa, R.; Toderi, S.; Dordoni, P.; Henkens, K.; Fiabane, E.M.; Setti, I. Older workers: Stereotypes and
occupational self-efficacy. J. Manag. Psychol. 2016, 31, 1152–1166. [CrossRef]

6. Zacher, H.; Esser, L.; Bohlmann, C.; Rudolph, C.W. Age, Social Identity and Identification, and Work
Outcomes: A Conceptual Model, Literature Review, and Future Research Directions. Work Aging Retire. 2018.
[CrossRef]

7. Kunze, F.; Raes, A.M.; Bruch, H. It matters how old you feel: Antecedents and performance consequences of
average relative subjective age in organizations. J. Appl. Psychol. 2015, 100, 1511–1526. [CrossRef] [PubMed]

8. Fournier, G., Zimmermann. Job loss in a group of older Canadian workers: Challenges in the sustainable
labour market reintegration process. Sustainability 2018, 7, 2245. [CrossRef]

9. Ruggs, E.N.; Michelle, R.; Hebl, S.; Walker, S.; Fa-Kaji, N. Selection biases that emerge when age meets
gender. J. Manag. Psychol. 2014, 29, 1028–1043. [CrossRef]

10. Di Marco, D.; Arenas, A.; Giorgi, G.; Arcangeli, G.; Mucci, N. Be Friendly, Stay Well: The Effects of Job
Resources on Well-Being in a Discriminatory Work Environment. Front. Psychol. 2018, 9, 413. [CrossRef]

11. Fisher, G.G.; Chaffee, D.S.; Tetrick, L.E.; Davalos, D.B.; Potter, G.G. Cognitive functioning, aging, and work:
A review and recommendations for research and practice. J. Occup. Health Psychol. 2017, 22, 314–336.
[CrossRef]

12. Christ, O.; van Dick, R.; Wanger, U.; Stellmacher, J. When teachers go the extra mile: Foci of
organisational identification as determinants of different forms of organisational citizenship behaviour
among schoolteachers. Br. J. Educ. Psychol. 2003, 73, 329–341. [CrossRef]

13. Lyons, B.J.; Wessel, L.; Chiew Tai, Y.; Ryan, M.A. Strategies of job seekers related to age-related stereotypes.
J. Manag. Psychol. 2014, 29, 1009–1027. [CrossRef]

14. Mudaly, P.; Nkosi, Z.Z. Factors influencing nurse absenteeism in a general hospital in D urban, South Africa.
J. Nurs. Manag. 2015, 23, 623–631. [CrossRef] [PubMed]

http://dx.doi.org/10.1111/peps.12003
http://dx.doi.org/10.1108/JMP-02-2012-0040
http://dx.doi.org/10.1108/JMP-11-2015-0390
http://dx.doi.org/10.1093/workar/way005
http://dx.doi.org/10.1037/a0038909
http://www.ncbi.nlm.nih.gov/pubmed/25798554
http://dx.doi.org/10.3390/su10072245
http://dx.doi.org/10.1108/JMP-07-2012-0204
http://dx.doi.org/10.3389/fpsyg.2018.00413
http://dx.doi.org/10.1037/ocp0000086
http://dx.doi.org/10.1348/000709903322275867
http://dx.doi.org/10.1108/JMP-03-2013-0078
http://dx.doi.org/10.1111/jonm.12189
http://www.ncbi.nlm.nih.gov/pubmed/24372737


Int. J. Environ. Res. Public Health 2018, 15, 2731 11 of 13

15. Zaniboni, S. The interaction between older workers’ personal resources and perceived age discrimination
affects the desired retirement age and the expected adjustment. Work Aging Retire. 2015, 1, 266–273.
[CrossRef]

16. Topa, G.; Alcover, C.-M. Psychosocial factors in retirement intentions and adjustment: A multi-sample study.
Career Dev. Int. 2015, 20, 384–408. [CrossRef]

17. Garstka, T.A.; Schmitt, M.T.; Branscombe, N.R.; Hummert, M.L. How young and older adults differ in their
responses to perceived age discrimination. Psychol. Aging 2004, 19, 326–335. [CrossRef] [PubMed]

18. Redman, T.; Snape, E. The consequences of perceived age discrimination amongst older police officers: Is
social support a buffer? Br. J. Manag. 2006, 17, 167–175. [CrossRef]

19. Zaniboni, S.; Sarchielli, G.; Fraccaroli, F. How are psychosocial factors related to retirement intentions?
Int. J. Manpow. 2010, 31, 271–285. [CrossRef]

20. Snape, E.; Redman, T. Too old or too young? The impact of perceived age discrimination. Hum. Resource
Manag. J. 2003, 13, 78–89. [CrossRef]

21. Segura, A.; Topa, G. Identificación con los trabajadores mayores y absentismo: Moderación de la
Selección, Optimización y Compensación [Older Worker Identity and absenteeism: Moderation of Selection,
Optimization and Compensation]. Acción Psicol. 2016, 13, 169–189. [CrossRef]

22. Koopmans, L.; Bernaards, C.M.; Hildebrandt, V.H.; Schaufeli, W.B.; de Vet, H.C.W.; van der Beek, A.J.
Conceptual Frameworks of Individual Work Performance: A Systematic Review. J. Occup. Environ. Med.
2011, 53, 856–866. [CrossRef]

23. Lallemand, T.; Rycx, F. Are Young and Old Workers Harmful for Firm Productivity? De Economist 2009,
157, 273–292. [CrossRef]

24. Van Dalen, H.; Henkens, K.; Schippers, J. Productivity of Older Workers: Perceptions of Employers and
Employees. Popul. Dev. Rev. 2010, 36, 309–330. [CrossRef] [PubMed]

25. Schwarze, M.; Egen, C.; Gutenbrunner, C.; Schriek, S. Early Workplace Intervention to Improve the Work
Ability of Employees with Musculoskeletal Disorders in a German University Hospital—Results of a Pilot
Study. Healthcare 2016, 4, 64. [CrossRef] [PubMed]

26. Johns, G.; Al Hajj, R. Frequency versus time lost measures of absenteeism: Is the voluntariness distinction an
urban legend? J. Organ. Behav. 2016, 2016. 37, 456–479. [CrossRef]

27. Barak, B. Cognitive age: A new multidimensional approach to measuring age identity. Int. J. Aging Hum. Dev.
1987, 1987. 25, 109–128. [CrossRef]

28. Shore, L.M.; Cleveland, J.N.; Goldberg, C.B. Work attitudes and decisions as a function of manager age and
employee age. J. Appl. Psychol. 2003, 88, 529–537. [CrossRef]

29. Truxillo, D.M.; Zaniboni, S. Work design and aging. In Encyclopedia of Geropsychology; Springer: Singapore,
Singapore, 2015; pp. 1–9.

30. Kunze, F.; Boehm, S.A.; Bruch, H. Age diversity, age discrimination climate and performance
consequences—A cross organizational study. J. Organ. Behav. 2011, 32, 264–290. [CrossRef]

31. Goecke, T.; Kunze, F. The contextual role of subjective age in the chronological age/absenteeism relationship
in blue and white-collar teams. Eur. J. Work Organ. Psychol. 2018, 27, 1–15.

32. Kooij, D.T.A.M.; de Lange, A.H.; Jansen, P.G.W.; Kanfer, R.; Dikkers, J.S.E. Age and work-related motives:
Results of a meta-analysis. J. Organ. Behav. 2011, 32, 197–225. [CrossRef]

33. Kooij, D.T.A.M.; Bal, P.M.; Kanfer, R. Future time perspective and promotion focus as determinants of
intraindividual change in work motivation. Psychol. Aging 2014, 29, 319–328. [CrossRef]

34. Robertson, D.A.; Weiss, D. In the eye of the beholder: Can counter-stereotypes change perceptions of older
adults’ social status? Psychol. Aging 2017, 32, 531–542. [CrossRef] [PubMed]

35. Bandura, A. Self-efficacy: Toward a unifying theory of behavioral change. Psychol. Rev. 1977, 84, 191–215.
[CrossRef] [PubMed]

36. Stajkovic, A.; Luthans, F. Self-efficacy and work-related performance: A meta-analysis. Psychol. Bull. 1998,
124, 240–261. [CrossRef]

37. Kim, B.-J.; Kim, T.-H.; Jung, S.-Y. How to Enhance Sustainability through Transformational Leadership: The
Important Role of Employees’ Forgiveness. Sustainability 2018, 10, 2682. [CrossRef]

38. Zhang, Y.; Zheng, J.; Darko, A. How Does Transformational Leadership Promote Innovation in Construction?
The Mediating Role of Innovation Climate and the Multilevel Moderation Role of Project Requirements.
Sustainability 2018, 10, 1506. [CrossRef]

http://dx.doi.org/10.1093/workar/wav010
http://dx.doi.org/10.1108/CDI-09-2014-0129
http://dx.doi.org/10.1037/0882-7974.19.2.326
http://www.ncbi.nlm.nih.gov/pubmed/15222826
http://dx.doi.org/10.1111/j.1467-8551.2006.00492.x
http://dx.doi.org/10.1108/01437721011050576
http://dx.doi.org/10.1111/j.1748-8583.2003.tb00085.x
http://dx.doi.org/10.5944/ap.13.2.17587
http://dx.doi.org/10.1097/JOM.0b013e318226a763
http://dx.doi.org/10.1007/s10645-009-9126-5
http://dx.doi.org/10.1111/j.1728-4457.2010.00331.x
http://www.ncbi.nlm.nih.gov/pubmed/20734554
http://dx.doi.org/10.3390/healthcare4030064
http://www.ncbi.nlm.nih.gov/pubmed/27618120
http://dx.doi.org/10.1002/job.2055
http://dx.doi.org/10.2190/RR3M-VQT0-B9LL-GQDM
http://dx.doi.org/10.1037/0021-9010.88.3.529
http://dx.doi.org/10.1002/job.698
http://dx.doi.org/10.1002/job.665
http://dx.doi.org/10.1037/a0036768
http://dx.doi.org/10.1037/pag0000186
http://www.ncbi.nlm.nih.gov/pubmed/28891667
http://dx.doi.org/10.1037/0033-295X.84.2.191
http://www.ncbi.nlm.nih.gov/pubmed/847061
http://dx.doi.org/10.1037/0033-2909.124.2.240
http://dx.doi.org/10.3390/su10082682
http://dx.doi.org/10.3390/su10051506


Int. J. Environ. Res. Public Health 2018, 15, 2731 12 of 13

39. Chiesa, R.; Fazi, L.; Guglielmi, D.; Mariani, M.G. Enhancing Substainability: Psychological Capital, Perceived
Employability, and Job Insecurity in Different Work Contract Conditions. Sustainability 2018, 10, 2475.
[CrossRef]

40. Luthans, F.; Avolio, B.; Avey, J.B.; Norman, S. Positive Psychological Capital: Measurement and Relationship
with Performance and Satisfaction. Pers. Psychol. 2007, 60, 541–572. [CrossRef]

41. Luthans, F.; Avey, J.B.; Avolio, B.; Norman, S.; Combs, G. Psychological Capital Development: Toward
a Micro-Intervention. J. Organ. Behav. 2006, 27, 387–393. [CrossRef]

42. Luthans, F.; Avey, J.B.; Patera, J.L. Experimental analysis of a Web-based intervention to develop positive
psychological capital. Acad. Manag. Learn. Educ. 2008, 7, 209–221. [CrossRef]

43. Etikariena, A. The effect of psychological capital as a mediator variable on the relationship between work
happiness and innovative work behavior. In Diversity in Unity: Perspectives from Psychology and Behavioral
Sciences; Ariyanto, A.A., Muluk, H., Newcombe, P., Piercy, F.P., Poerwandari, E.K., Suradijono, S.R., Eds.;
Routledge/Taylor and Francis Group: New York, NY, USA, 2018.

44. Huang, L.; Luthans, F. Toward better understanding of the learning goal orientation–creativity relationship:
The role of positive psychological capital. Appl. Psychol. Int. Rev. 2015, 64, 444–472. [CrossRef]

45. Karatepe, O.M.; Avci, T. The effects of psychological capital and work engagement on nurses’ lateness
attitude and turnover intentions. J. Manag. Dev. 2017, 36, 1029–1039. [CrossRef]

46. Youssef-Morgan, C.M.; Luthans, F. Psychological capital and well-being. Stress Health 2015, 31, 180–188.
[CrossRef] [PubMed]

47. Nafei, W. Meta-Analysis of the Impact of Psychological Capital on Quality of Work Life and Organizational
Citizenship Behavior: A Study on Sadat City University. Int. J. Bus. Admin. 2015, 6, 42–59. [CrossRef]

48. Tougas, F.; Lagacé, M.; de la Sablonnière, R.; Kocum, L. A new approach to the link between identity and
relative deprivation in the perspective of ageism and retirement. Int. J. Aging Hum. Dev. 2004, 59, 1–23.
[CrossRef] [PubMed]

49. León-pérez, José, M.; Antino, M.; León-Rubio, J.M. Adaptation of the short version of the Psychological
Capital Questionnaire (PCQ-12) into Spanish/Adaptación al español de la versión reducida del Cuestionario
de Capital Psicológico (PCQ-12). J. Soc. Psychol. 2017, 32, 196–213. [CrossRef]

50. Luthans, F.; Youssef, C.; Avolio, B.J. Psychological Capital: Developing the Human Competitive Edge; Oxford
University Press: Oxford, UK, 2007.

51. Koopmans, L.; Bernaards, C.M.; Hildebrandt, V.H.; van Buuren, S.; van de Beek, A.J.; de Vet, H.C.W.
Improving the Individual Work Performance Questionnaire using Rasch analysis. J. Appl. Meas. 2014,
15, 160–175. [CrossRef] [PubMed]

52. Hayes, A.F. Introduction to Mediation, Moderation, and Conditional Process Analysis: A Regression-Based Approach;
The Guilford Press: New York, NY, USA, 2013.

53. Müller, A.; Weigl, M. SOC Strategies and Organizational Citizenship Behaviors toward the Benefits of
Co-workers: A Multi-Source Study. Front. Psychol. 2017, 8, 1740. [CrossRef] [PubMed]

54. Bouwhuis, S.; De Wind, A.; De Kruif, A.; Geuskens, G.A.; Van der Beek, A.J.; Bongers, P.M.; Boot, C.R.L.
Experiences with multiple job holding: A qualitative study among Dutch older workers. BMC Public Health
2018, 18, 1054. [CrossRef]

55. Fernández-Salinero, S.; Topa, G. Motivational orientations and organizational citizenship behaviors:
Moderator role of perceived discrimination in the Brexit context. Presented at the Second International
Conference “Healthier Societies Fostering Healthy Organizations: A Cross-Cultural Perspective”,
University of Florence, Florence, Italy, 30–31 August–1 18. University of Florence, Florence, Italy,
30 August–1 September 2018.

56. Alola, U.V.; Avci, T.; Ozturen, A. Organization Sustainability through Human Resource Capital: The Impacts
of Supervisor Incivility and Self-Efficacy. Sustainability 2018, 10, 2610. [CrossRef]

57. Hermans, J.; Slabbinck, H.; Vanderstraeten, J.; Brassey, J.; Dejardin, M.; Ramdani, D.; van Witteloostuijn, A.
The Power Paradox: Implicit and Explicit Power Motives, and the Importance Attached to Prosocial
Organizational Goals in SMEs. Sustainability 2017, 9, 2001. [CrossRef]

58. Zacher, H.; Rudolph, C.W. Just a mirage: On the incremental predictive validity of subjective age.
Work Aging Retire. 2018. [CrossRef]

59. Salanova, M.; Llorens, S.; Schaufeli, W.B. “Yes, I can, I feel good, and I just do it!” On gain cycles and spirals
of efficacy beliefs, affect and engagement. Appl. Psychol. Int. Rev. 2011, 60, 255–285. [CrossRef]

http://dx.doi.org/10.3390/su10072475
http://dx.doi.org/10.1111/j.1744-6570.2007.00083.x
http://dx.doi.org/10.1002/job.373
http://dx.doi.org/10.5465/amle.2008.32712618
http://dx.doi.org/10.1111/apps.12028
http://dx.doi.org/10.1108/JMD-07-2016-0141
http://dx.doi.org/10.1002/smi.2623
http://www.ncbi.nlm.nih.gov/pubmed/26250352
http://dx.doi.org/10.5430/ijba.v6n2p42
http://dx.doi.org/10.2190/3WTN-63QQ-EJMG-BGYA
http://www.ncbi.nlm.nih.gov/pubmed/15453409
http://dx.doi.org/10.1080/02134748.2016.1248024
http://dx.doi.org/10.1136/oemed-2013-101717.51
http://www.ncbi.nlm.nih.gov/pubmed/24950534
http://dx.doi.org/10.3389/fpsyg.2017.01740
http://www.ncbi.nlm.nih.gov/pubmed/29085315
http://dx.doi.org/10.1186/s12889-018-5841-7
http://dx.doi.org/10.3390/su10082610
http://dx.doi.org/10.3390/su9112001
http://dx.doi.org/10.1093/workar/wax031
http://dx.doi.org/10.1111/j.1464-0597.2010.00435.x


Int. J. Environ. Res. Public Health 2018, 15, 2731 13 of 13

60. Yoo, W.-J.; Choo, H.H.; Lee, S.J. A Study on the Sustainable Growth of SMEs: The Mediating Role of
Organizational Metacognition. Sustainability 2018, 10, 2829. [CrossRef]

61. Zaniboni, S.; Topa, G. The Role of Subjective and Chronological Age in Affecting the Retirement Planning
and the Expected Adjustment. Paper Presented at the 13th Conference of EAOHP. Lisbon, Portugal,
7 September 2018.

62. Bergomi, M.; Modenese, A.; Ferretti, E.; Ferrari, A.; Licitra, G.; Vivoli, R.; Gobba, F.; Aggazzotti, G.
Work-related stress and role of personality in a sample of Italian bus drivers. Work 2017, 57, 433–440.
[CrossRef]

63. Jinnett, K.; Schwatka, N.; Tenney, L.; Brockbank, C.V.S.; Newman, L.S. Chronic conditions, workplace safety,
and job demands contribute to absenteeism and job performance. Health Aff. 2017, 36, 237–244. [CrossRef]
[PubMed]

64. Azim, M.T.; Islam, M.M. Social Support, Religious Endorsement, and Career Commitment: A Study on
Saudi Nurses. Behav. Sci. 2018, 8, 8. [CrossRef] [PubMed]

65. Fournier, G.; Zimmermann, H.; Masdonati, J.; Gauthier, C. Job Loss in a Group of Older Canadian Workers:
Challenges in the Sustainable Labour Market Reintegration Process. Sustainability 2018, 10, 2245. [CrossRef]

© 2018 by the authors. Licensee MDPI, Basel, Switzerland. This article is an open access
article distributed under the terms and conditions of the Creative Commons Attribution
(CC BY) license (http://creativecommons.org/licenses/by/4.0/).

http://dx.doi.org/10.3390/su10082829
http://dx.doi.org/10.3233/WOR-172581
http://dx.doi.org/10.1377/hlthaff.2016.1151
http://www.ncbi.nlm.nih.gov/pubmed/28167711
http://dx.doi.org/10.3390/bs8010008
http://www.ncbi.nlm.nih.gov/pubmed/29320417
http://dx.doi.org/10.3390/su10072245
http://creativecommons.org/
http://creativecommons.org/licenses/by/4.0/.

	Introduction 
	Older Worker Identity and Task Performance 
	The Moderator Role of Subjective Age and Self-Efficacy 

	Materials and Methods 
	Ethical Information 
	Participants 
	Procedure 
	Instruments 
	Older Worker Identity 
	Subjective Age 
	Self-Efficacy 
	Task Performance 

	Statistical Analyses 

	Results 
	Discussion 
	Limitations of the Study 
	Suggestions for the Extension of Working Life 

	Conclusions 
	References

