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Abstract

The aim of this chapter is to examine whether camgpavel changes affect differentially the
guality of working life according to employees’ ag&/e use data from a French linked
employer-employee survey. The quality of workirfg Is captured through three dimensions:
the feeling of fair work recognition, the opportiynio learn new things at work and the
feeling of work overload. We find that the impadt changes in the use of ICTs and
management tools on the quality of work life of eldvorkers have a less negative impact
than expected. Our indicator of fair work recogmitis the only one that is found sensitive to
changes, with a lower frequency in changing firmsipared with inert ones. This difference
Is not explained by differences in observable aottaersstics of older workers employed in the
two types of firm. It is rather due to a differimgntribution of employment relations and
work organisation characteristics in shaping thisiige between effort and reward in both

contexts.

Keywords: Organisational change, ICTs, older waskeuality of working life, fair work

recognition, linked employer-employee survey, C@vsy.
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Ageing, changes, and quality of working life

The issue we would like to deal with stems fronmoatadiction which could arise from
three phenomena. These phenomena, if confirmedyadly compatible, and might become
less and less so in the future: i) changes in @wogres and work organisation modes tend to
accelerate; ii) the working population in indudigad countries is shifting to older ages; iii)
but these frequent changes are known as “age-selfedhey supposedly reinforce ageing
workers’ deficiencies, alter the benefits of thexperience and therefore the quality of their

working life.

We shall not dwell here on the first observatidre search for flexibility in corporate
structures and the growing frequency of technicabmanisational changes. This issue is

widely developed in other chapters all along tlnek

The second one is well grounded also. The overgding of the workforce in
industrialised countries is general and ongoingnethough its magnitude and timing may
vary from one country to another (OECD, 1998)s linainly due to the evolution of birth-rate
in the second half of the twentieth century: thghhbirth-rates following the Second World
War dropped after 60s. The forties, fifties andiesxage groups are the largest in number.
This factor accounts in itself for an ageing of temographic structure in the labour force.
Furthermore, the oldest in these groups have réachare about to reach retirement age.
Given their number, and the increase in life exgecy, this raises a pension funding
problem. In many countries, due to this need €ording, public policy aims at promoting
active ageing by lengthening professional life aaising the employment rate of “senior

workers”.



For both these reasons, the third statement (ckangechnologies and organisation are
“age-selective”) is worth a more in depth study.efdiore, the aim of this chapter is to
examine whether the changes implemented by firnisctafdifferentially the quality of
working life according to employees’ age. The dgyabf working life is captured here
through three dimensionthe feeling of fair work recognition, the opportiynto learn new

things at work and the feeling of work overload

1. Ageing and changes: main concerns

To begin with, we may recall that the problems emtered by ageing workers in these
situations constitute one of their negative chamstics in the eyes of many employers.
Employers’ assessments of older workers vary aaogrtb economic conditions and the
tensions on the employment market, but surveysfifardnt countries and at different times
have identified recurring views that are widely gued though nonetheless difficult to
justify: the fears of employers first of all conoethe supposedly negative attitude of older
workers to change, and the difficulty they experem learning new skills. Reduced physical
capacity is also mentioned, but less often. In ¢batext of changing technologies and

organisations, these negative opinions are a rhajodicap for older people.

This has been documented in various periods anatiges. A pioneer study in that field
has been conducted in the US by Rosen and Jer®d@)(1 They proposed to 6 000
subscribers of thélarvard Business Revieva series of virtual human resources managing
exercises, with two versions of the questionnaihe, only change being the age of the
employee concerned. It appeared that when the oyl was supposedly old, fewer

managers considered she was able to change hand@har found it reasonable to send her



to a training course. In the UK during the 90g;aading to Walker and Taylor (1992), 43%
of employers thought that the elderly had “diffices$ to learn”, and 40% thought that they
could not “adapt themselves to new technologiesdrévor less the same percentages have
been found more recently in a survey carried outh®y French Ministry of Employment
(Defresne, Marioni, & Thévenot, 2010): 42% of enyels answered that employees aged 50
or more were disadvantaged as for their “capacdy adapt to new technologies”,
comparatively to younger ones (the criticisms arerdver counterbalanced by qualities they

are recognised to possess: experience and knowgrofessional dedication).

These problems are echoed — which perhaps exaeertiegm - in the reluctance of
elderly employees themselves, or at least parhemtto adapt to a changing workplace.
Difficulties linked to the characteristics of thew technology or organisation, and some
specific anxiety in apprenticeship situations, imtieigle and reinforce each other, leading to a
deterioration in the quality of their working livess it has been shown for example in a field
research, conducted among employees of an impaddamt in Finland (Hukki & Seppala,

1992).

Knowledge about functional developments with ageiagnot on its own explain the
problems faced by older workers when the naturheif job actually changes, or in learning
situations. Work psychology provides some explandor their reluctance, suggesting fears
for their jobs, worries about damaging equipmepfprahension when faced with learning
situations and competing with younger employees r@Mi&@, Thon, & Baracat, 1994).
Furthermore, the literature in ergonomics showsaiihantages older employees could derive
from familiarising themselves with the task, andhwihe consistency between its various
components, in order to avoid excessive stress asic bmental processes (Delgoulet &

Marqui€, 2002).



All these studies emphasise therefore the charsiitsrof the new technology itself, the
conditions of the changes or training, and the wayvhich these changes and learning
situations are prepared and conducted. When “appeship conditions” are sound, change
even appears as a resource for the elderly. Itshidem avoiding some wear and tear in
physically demanding jobs, produces cognitive station (Marquié, Rico Duarte, Bessiéres,
Dalm, Gentila, & Ruidavets, 2010), reinforces theieling of self-efficacy (Reed, Doty, &

May, 2005) and favours the wish to work longer.

Keeping in mind these aspects of age/change re#dtip, we intend here to analyse the
differences (or similarities) between young andedid employees, in their exposure to
technological and organisational changes, and énlittks between this exposure and the
quality of their working life. These analyses wié achieved by using the French linked
employer/employee survey about organisational obsragnd computerisation (COI survey).
We shall build our hypotheses and interpret thalte®y referring to research in ergonomics
and work psychology, as mentioned above. Afteringayresented the data and the
measurement frame (82), our main questions will deté the actual existence of age-related
selection effects linked to changes in compani&s, (81d their general relations with well-
being at different ages (84), then with variougdex which might reinforce or soften these
relations (85). To conclude (86) we shall insistamme ways of action, at corporate level,

which these results suggest.

2. Data and measur ement frame

The COI survey is a linked employer employee surgryorganisational change and

computerisation. The employer section of the sunsmeks to identify changes in



organisations and examine how they mobilise a watige of management tools such as just-
in-time or quality certification, or Information drCommunication Technologies (ICTs) such
as enterprise resource planning (ERP) or e-commbrdeed, when a manager implements a
new tool based on a management concept, he orashthé intention to modify the way the
company operates and the implementation itself nseasure of organisational change. The
COl survey captures changes that occurred betw@@® &1d 2006 in a representative sample
of private sector French companies with 20 emplsye& more. From this part of the survey,
we compute two composite indexes of change, measumespectively the cumulative
implementation of management tools (out of a lfist®tools) and of computer tools (out of a
list of 15 tools). Descriptive statistics on empmoyse of ICT and managerial tools in 2003
and 2006 are given in the table in appendix 1 @se, Bigi, Greenan, Lanfranchi and
Hamon-Cholet, 2012). We discretise the two compasitlexes to distinguish firms with no
or only marginal change in each dimension from $irmith ICT or managerial changes
respectively. Finally, we build a typology of empdos’ changes in five categories: inertia,
ICT and/or managerial changes, ICT changes onlyhagerial changes only, ICT and

managerial changes. We work with a total samp3dP firms.

The employee section of the COI survey has a tble@afbjective: capture employee’s
perspective on organisational change, collect datéboth the job and the employee and
measure employees’ experiences and outcomes witaifirm. The employer and employee
samples are the result of a two stage samplingdrainlist of employers has first been
randomly selected and postal questionnaire wereise2006. Responding firms have then
been identified in a linked employer/employee regisrom which small random samples of
employees (between two and fifteen) have been teeled@hen telephone or face to face
interviews with employees took place. In this reskeawe are going to analyse the work

experience of employees that were still affiliatedh the same firm at the time of their



interview, which took place around one year aftezyt were selected (and the firm was
interviewed). They are thus representative of ragketble employees, with at least one year of
seniority in our sample of firms. In our analysige use weighted statistics and take into

account the complex sampling frame in order to enthe representativity of our results.

3. Agerelated selection linked to changes?

A couple of decades ago, surveys on technology vamk organisation in France
showed that ICT use decreased significantly with, agcluding when taking into account the
influence of other variables such as gender, nalilyn occupation or educational attainment
(Moatty, 1993). This observation, also valid foethse of industrial robots (Marquié &
Baracat, 1998), raised two questions, related eamother: Did it reflect a generation effect,
because the employees with average age at that tiagenot been academically trained in
these technologies? Were these disparities spegifiechnological innovations, or were they
also observed for other types of company transfooms changes in product range, in

strategy, in organisation?

Since then, many other results have confirmed dkiseral trend. Thus, the five-year
survey of the Dublin Foundation found that betwed®5 and 2000 the proportion of
European workers - in the EU15, at that time - wholared that they “never” used computers
at work, had certainly declined between the twoeslatbut continued to show definite
differences by age group (Molinié, 2003). Thesded&énces were noted again in the 2005
survey (Parent-Thirion, Fernandez Macias, Hurleyy&meylen, 2007; Villosio, 2008), and
these authors also highlight other disparities betwages groups for different types of “new”
work practices, with a downward trend from the afet0 to 45 years: Internet use, for

example, but also job rotation, access to traimmdgarning opportunities at work.



The first step of our analysis must therefore bexamine how our own data confirm
this differentiated distribution of the workforce lage, with regard to forms of “change”.
Considering the usual age thresholds in the lieeabn aging and the labour market we
distinguish two age groups of sufficient size todgeper into the analysis: up to 45 and older
than 45 years of age. The second group of emplagdhe less numerous in our sample, with
4363 observations whereas the first group addsou@/88 observations. Table 1 gives the
distribution of firms and employees according te type of change implemented by the
employer between 2003 and 2006, as well as the sifavlder employees for each category

of firm in this distribution.

Table 1: Distribution of types of changes at the employer level
over the samples of firmsand employees

Type of change % firms % % employees Number of
at the employer level (among the employees over 45 firms
wholesample) | (amongthe | (amongemployeesin gmployees
whole thistype of firm) in samples
sample)
No or only marginal 4071
changes 3 61 34 8669
ICT changes only 1202
15 20 30 2708
Managerial changes only,| 493
7 11 36
1390
ICT and managerial 576
changes ° 8 33 1244

Source Survey on organisational change and computesisd€OIl 2006), INSEE, DARES, CEE
Coverage Private sector French firms with 20 employeesiore, employees with at least one year of seniority
weighted statistics.

Firms with no or only marginal changes are the nmmaerous in our sample. We will
describe them asert. They represent 73% of firms and their workfore¢hgrs together 61%

of employees. Compared with the mid 90s coverdtierprevious edition of the COI survey,
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the turn of the century seems to be characteriséuki French competitive sector by a distinct
deceleration of the dynamics of change, leading tagher incidence of inertia (Greenan &
Walkowiak, 2010). We observe that the most freqiygme of employer change involves only
new ICTs: 15% of firms are in this category andirthgorkforce represents 20% of
employees. They are on average larger in size thar firms. Firms that implemented
managerial changes only and both managerial andci@hges are respectively 7% and 5%.
When we compare the share of older employees irfdinetypes of firm, we note slight
differences. In fact, we observe only two statatc significant differences: between firms
with ICT changes only and firms with managerial rapes only on the one hand (at the 5%
level); between the former and firms with no oryomiarginal changes (at the 10% level) on
the other. Except for firms with ICT changes ortlyese differences are too small on the
whole to reflect a significant age selection precedated to the employer changes that we

measure.

As a matter of fact, the time period we cover Witls survey has been seldom explored
with quantitative data. Most of the results avd#aim the literature, including some of the
ones we quoted above, rest on survey data thateli@eted in the mid 90s. The beginning of
the millennium is a different time period in mamgpects: first, the computer literacy issue is
less acute as most of the older generation in gmp@at has been accustomed to working in a
computerised work environment, second ICT chanigasdccurred at the turn of the century
have more to do with software than with hardwanggdtmanagerial changes are more related
to transversal issues in organisations like optimgi®verall processes or improving relations
with customers and suppliers than focused on angarea like production. These results
could mitigate the age selection process obsemdld period of rapid changes of the mid

90s, and in particular the rapid ICT changes linteethe diffusion of the Internet.
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4. Changes and quality of working life, according to age

Episodes of change in a workplace may be experieditierently by older workers and
younger (Marquié & Baracat, 1998). These differenderive both from earlier career paths
and from future prospects. On the one hand, indag| training is more recent for younger
workers. It could enable them to acquire knowledbgeut emerging technology. Knowledge
of older workers, in contrast, is more likely to bensidered obsolete, or even to be really
difficult to mobilise, when work methods are hegvinodified. This disadvantage is
particularly marked when their professional trapegtwas relatively poor in opportunities to

grow and learn.

On the other hand older and younger workers aratthie same point in their career, and
therefore do not have the same outlook. For yowaple a change can be a turning point for a
route to come. The elderly have a greater prolpaloh reaching an end position, or at least
limited opportunities for advancement. Worse, thaye more reason to fear that a change is a
prelude to restructuring, with potential implicasofor their jobs and skills. It may happen,
probably more often for older workers, that a n@uasion "calls into question the psychological,
cognitive and relational balances, previously aegljisometimes dearly" (Paumeées Cau-Bareille
& Marquié, 1998). The transformation of work magr these workers, generate a subjective
impact in terms of degradation of self-image, wita fear of having to "start from scratch”, at a
moment in their working life when they are not ngdor it. Based on these elements, we can
expect that membership in a changing workplacecoatribute rather positively to the quality of

work life for young workers, and rather negativieyolder workers.

We are going to consider three different employgeames in our analysis of the quality of
working life, which cover complementary dimensiafswork experience: the feeling of fair

work recognition, the opportunity to learn new tfsmat work and the feeling of work overload.
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The precise formulations for the questions and itesponse from which these three binary
variables derive are given in appendix 2. Thesestopres are asked towards the end of the
questionnaire after the employee has describedobeand the main characteristics of work

organisation. The first question to appear is the about opportunities to learn new things at
work, in a section of questions about skills deprient. The question on work overload comes in
the last section of the questionnaire where thel@rap is asked to give a general review of his
work experience. The question on fair work recagnitis the last question which aims at

synthesising the balance between effort and rewdda reference to fairness of treatment: does

the employee feel that his contribution is justjyued by the employer?

71% of the employees covered by the survey indi¢htd their job gives them
“opportunities to learn new things”, 27% have tpeavith work overload “every day” or “at
least once a week” and 44% have a feeling of farkwecognition (Table 2). When we break
down these statistics between the two age groupsamsider, we note that the older
employees report less learning opportunities akwiass frequent feeling of work overload

and more recognition for their contribution tharugger ones.

Table 2: Quality of working life and age

% Feeling of fair Opportunitiesto | Feeling of work Number of:
work recognition | learn new things overload employees
at work firms
All sample 43.6 71.0 27.3 14101
6342
46-59 years old 45.3 70.7 25.2 4363
3051
20-45 years old 43.1 72.8 28.6 9738
5392
Age gap 0.022* -0.021* -0.034** -

Source Survey on organisational change and computesisd€OIl 2006), INSEE, DARES, CEE
Coverage: Private sector French firms with 20 eygds or more, employees with at least one yeaemibsty,
weighted statistics.
Note **, * means significant at the 5% and 10% levedspectively. The age gap is the difference in eddhe
three components of well being between employeed 4§ to 59and employees aged 20 to 45.
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The objective of our research is to explore thes#eity of these results concerning
quality of working life to the context of changetinn companies, using our typology in five
categories of change. Table 3 explores our hyp@th®s computing the average quality of
working life indicators for our two age groups ihanging firms of each type compared to

inertia which is our benchmark case.

Table 3: Quality of working life and employer level changes according to age:
descriptive statistics

Feeling of fair work Opportunitiesto Feeling of work
recognition learn new things at overload
wor k
46-59 20-45 46-59 20-45 46-59 | 20-45 year
year old | year old | year old | year old | vyear old
old

No or only marginal changes 47.38 43.95 71.2 72.83724.19 29.61
'C%;?Sglor managerial 41.82 | 4159 | 69.81| 7348/ 2695  27.29
Change gap -0.0556* | -0.0236 | -0.0146 0.0111f 0.0277 -0.0232
No or only marginal changes 47.38 43.95 71.2 72.3724.19 29.61
ICT change only 37.14 37.49 67.81 72.48 25.94 29.48
Change gap -0.1024* | -0.0646 | -0.0346 0.0011f 0.0175 -0.0013
No or only marginal changes 47.38 43.95 71.2 72.83724.19 29.61
Managerial change only 50.12 48.98 74.12 73.67 28.2B 24.80
Change gap 0.0274 0.0503* 0.0285 0.0130 0.0404 -0.0481*
No or only marginal changes 47.38 43.95 71.2 72.83724.19 29.61
ICT and managerial change 40.47 42.52 68.08 75.75 27.4p 24.94
Change gap -0.0691* | -0.0143 | -0.0319 0.0338] 0.0323-0.0467**
Number of employees 4363 9738 4363 9738 4363 9738

Source Survey on organisational change and computenisgd€Ol 2006),INSEE, DARES, CEE
Coverage: Private sector French firms with 20 eyg#¥s or more, employees with at least one year of

seniority, weighted statistics

Note **, * means significant at the 5% and 10% levedspectively. The change gap is the differencashef
the three components of well being for an age gtmetpveen firms that implemented some changes amd fi
that remained inert or nearly so between 2003 806 2

The “change gap” gives the difference in quality wbrking life for these two

organisational contexts. It appears in bold intdi#e when it is significant at least at a 10%
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level. First, we observe no significant differenées‘opportunities to learn new things at
work” between changing and inert firms, whateves thpe of change, and for younger
workers as well as older ones. But differencesedl#o the organisational context do appear
in the two other dimensions of the quality of wadilife. For older workers, it is the feeling
of fair work recognition that is sensitive to emy#o changes, whereas for younger workers, it
is the feeling of work overload. However, the outas of change take opposite directions for
the two groups of workers, in terms of quality abrking life: older workers feel lower fair
work recognition whereas younger ones feel leskwgerload. Interestingly, older workers
are sensitive to ICT changes only, whereas younges react to changes that incorporate
managerial ingredients. In other words, ICT chartges to deteriorate the balance between
effort and reward for older workers whereas manabehanges help younger workers to
better cope with their duties. The strongest cati@h is observed for older workers in
organisational contexts where only ICT have changeste is a significant difference of 10
percentage points in feeling of fair work recogmitifor older workers between this type of
change and inertia. We also note that younger werkave a more frequent feeling of fair

work recognition when their employer implements agarial changes only.

These descriptive results match the findings of tiere qualitative research that we
mentioned earlier on. Are they robust to structwa@itrols? We estimated two sets of logit
regressions where the dependent variables areutiigygpf working life indicators and where
the regressors are the employer level of changdsaaset of structural controls at the
employer and employee levels: company size at thelayer, personal characteristics,
employment characteristics and work organisatiaratteristics at the employee level. Apart
from the fact that the correlation between orgaimsal change and quality of working life
may stem from a different distribution of theserelteristics among firms that have changed

and firms that have remained inert, some of thegebles may also mediate the relation
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between organisational change and quality of warkiie. In the first set of regressions, we
use an indicator of overall change and in a sesatdour typology of changes. We see from
Table 4 that the main results concerning feelindgaaf work recognition for older workers

and feeling of work overload for younger ones remalid once controls have been taken

into account.

Table 4: Quality of working lifeand employer level changes according to age:
mar ginal effectsfrom a logit regression model

Feeling of fair work Opportunitiesto learn Feeling of work
recognition new things at work overload
46-59 year 20-45year | 46-59 year 20-45year | 46-59 year 20-45 year
old old old old old old
No or only marginal Ref. Ref. Ref. Ref. Ref. Ref.
changes
ICT and/or -0.049* -0.028 -0.018 -0.012 0.027 -0.029#
managerial Changes (0.029) (0.030) (0.021) (0.014) (0.023) (0.020)
No or only marginal Ref. Ref. Ref. Ref. Ref. Ref.
changes
|CT changes only -0.079* -0.062 -0.011 -0.009 0.027 -0.012
(0.044) (0.047) (0.026) (0.016) (0.022) (0.028)
Managerial changes 0.005 0.023 -0.014 -0.032 0.036 -0.045*
only (0.034) (0.029) (0.036) (0.025) (0.055) (0.026)
| CT and managerial -0.057# -0.032 -0.039 0.003 0.016 -0.050**
changes (0.039) (0.026) (0.030) (0.023) (0.030) (0.020)
Number of
employees 4363 9738 4363 9738 4363 9738

Source Survey on organisational change and computesisd€OIl 2006), INSEE, DARES, CEE

Coverage: Private sector French firms with 20 eygds or more, employees with at least one yeaewiogty,
weighted statistics

Note **, *, # means significant at the 5% and 10% did6 levels respectively. Two sets of regressiorsgaren in
the table, a first one with a dummy indicating ¢héstence of any type of change at the employesllamd a second
one where we distinguish between our three typehahge. The two regressions include the set df@lsrgiven in
appendix 2: company size, employee personal clarstits, employment characteristics and work oiggion
characteristics.

Since our purpose here is to focus on older workeesare now going to look closer
into our main result for this age group, by identi§ what factors contribute to explaining the

fair work recognition gap among them, between iaad changing firms.
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5. Explaining differencesin feeling of fair work recognition
for older workersfacing changes

In the relationship between age and changes in,vesrkn all age/work relationships, the
effects are in general "conditional": they dependeveral characteristics of the work experiences
which may increase or decrease the age-relatedirmmgas. They can help or hinder the

construction of experience based resources agwikeir mobilisation by older workers.

We shall now see how these characteristics obatti$ can intervene by inquiring the
reasons for which the feeling of fair work recogmitis lower for older workers when their firms
implement changes, and more particularly ICT chan@&ur analyses will be based on the
decomposition method suggested by Yun (2004, 20@B)ch extends the Oaxaca-Blinder
technique, well-known in wage discrimination resbato the case of a binary outcome. This
method allows us to estimate both an aggregatengmzsition of the observed fair work

recognition and a detailed one (see appendix 3).

Table 5: The aggregate decomposition of the observed fair work recognition gap for
older workersfacing changes

ICT and/or managerial ICT changesvsno or ICT and managerial
Changesvsno or only only marginal changes | changesvsnoor only
mar ginal changes mar ginal changes
Gap % Gap % Gap %
Total -0.0556* 100.0 -0.1024* 100.0 -0.0691* 100.0
Aggregate i i i
char acteritics effect 0.0088 15.8 0.0199 19.4 0.0241 34.9
Aggregate i * i % i
coefficients effect 0.0468 84.2 0.0825 80.6 0.0450 65.1

Source Survey on organisational change and computenisgd€Ol 2006), INSEE, DARES, CEE.
Coverage: Private sector French firms with 20 eyg¥s or more, employees with at least one yeaewibgty,

weighted statistics. Not&ignificant at ***1%, **5% and *10% levels.

Table 5 presents the results of the aggregate gexsition for changes, ICT changes only

and ICT and managerial changes. The fair work mr@tiog gap for managerial changes only is
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not decomposed here, because it is not statigtisghificant (see Table 3). The results of the
aggregate decomposition are based on logit essnugiag the sample of older workers in inert
firms.

The model allows assigning the change gap to éffiees in the distribution of
characteristics among older workers between orgtoiss that have undergone changes
(changing firms) and organisations that have nderaly changed (inert firms) on the one
hand, and to differences in the impact of certdiaracteristics or attributes between the two
samples of firms on the other hand. The first seusclabelled the characteristics effect, the

second one, the coefficients effect.

The more salient finding of this decompositionhattthe observed fair work recognition
gap is largely explained by the coefficients effdebr example, if we consider the first
column of table 5, feeling of fair work recogniti@mong older workers in firms that have
implemented changes is 5.6 percentage points |tveer among older workers in inert firms
and 84.2 percent of this gap is due to differenicethe impact of certain attributes that
mediate the relation between organisational chamgethe feeling of work recognition. On
the contrary, the contribution of the differenceslder workers characteristics is very small
(15.8 percent) and not statistically significante \fihd similar percentages when we consider
the observed fair work recognition gap for olderrkess between firms that have only
implemented ICT changes and inert ones (column(Q®).the other hand, the aggregate
coefficients effect is smaller (but still importaind not significant when we decompose the
loss of fair work recognition for older workers fiag both ICT and managerial changes

(column 3).

In other words, the lower feeling of recognitiomithve observe among older workers in
changing firms compared to older workers in in@rn$ is not explained by differences in

individual and employment characteristics betwdesé two populations. Indeed, the main
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explanation lies in the fact that older workersddifferent behavioural responses in terms of

recognition depending on whether they are confetiéh change.

To determine individual and employment charactesstgiving rise to the most
pronounced differences in behavioural responsaktlarefore contribute the most to explain
the observed difference of fair work recognitiore werform a detailed breakdown of the
unexplained portion of the gap. The results aresereed in Figure 1. The left side of each
graph represents the individual and employment acharistics leading to behavioural
differences that contribute to increase, in an @guorkforce, the recognition gap between
changing and inert firmsaggravating behavioural respongesdn contrast, individual and
employment characteristics leading to behavioufédrénces that contribute to narrowing the
recognition gap are represented on the right sideash graph ifnproving behavioural

responses

Figure 1: Contribution of differencesin behavioural responsesto recognition gap for

older workersfacing changes

Graph 1: Changes vs no or only changes
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Graph 3: ICT and managerial changes vs no or only marginal changes
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Source:Survey on organisational change and computerisg§@@i 2006), INSEE, DARES, CEE.

CoveragePrivate sector French firms with 20 employees
year of seniority in changing and inert firms, weigd statistic

orand6-59 year old employees with at least one
S.

Note: The graph displays the characteristics leadingetoabioural differences that contribute the mosth®
explanation the observed difference of fair worgogmnition for older workers between changing aredtifirms.

The length of the bar is proportionate to the gitierof the con

tribution of each characteristic.
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In the estimated models, the intercept appearshasntain factor explaining the
recognition gap for older workers. It can be takeran assessment of the propensity of older
workers to declare being poorly recognised in thvrk, regardless of their individual and
employment characteristics. If so, this result ¢aties that employer changes, and notably
when they incorporate ICT changes, generate foeroldorkers a strong increase of the

tendency to feel poorly recognised at work.

Higher pay, and the fact of having a permanent bre strongly influence - and in a
positive sense - the older workers’ feeling of fawrk recognition within changing than
within inert firms, so these two elements contrébtd reducing the observed recognition gap.
However, there are differences according to the typchanges. Higher pay helps to reduce
the loss of recognition only among firms that hawperienced both ICT and managerial
changes, while the fact of having a permanent goblelp reduce this loss just among firms

that experienced ICT changes only.

Having to follow strict work targets reduces thelieg of fair work recognition of
elders and especially when they belong to chanfiings. The following explanation could
prevail: the issue for older workers facing a cleamsyto reuse personal work strategies that
they have forged along their professional pathpaidg them to new circumstances (Gaudart,
2000). This objective is undermined if the changkes place in a context of increasing

prescription to streamline, standardise and to drere strictly labour practices.

We also note that, when firms implement changesempe@cially changes in ICT tools
only, it is better for the feeling of fair work mgnition of older workers that they
(themselves, personally) do not use any compudei using old computer equipment in this

case is particularly detrimental. This could reffleoth the difficulties associated with age in
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the appropriation of new ICT tools and the symbwétue of new equipment in the process of

work recognition.

The firm size has a positive influence on the feglof fair work recognition of older
workers within changing firms and a negative onthimiinert ones. Therefore, when firms
are changing, it is better for the feeling of remtign of older employees that they evolve
within firms whose size is greater than 250 empdsyeather than in small structures. The
negative relationship between firm size and thdirfgeof fair work recognition for older
workers has been described by an empirical reseasily the European SHARE survey
(Lengagne, 2011). The author advocates the fattstimaller organisations have a greater
ability to favour a balance between efforts andamels because of more direct communication
between employees and thus a better common know/lefithe share of the work burden.
However, improved working and employment conditioms bigger structures could
counterbalance this common knowledge effect. Thiuspuld be the case that in larger
changing firms, the organisation of change managéemed sometimes the involvement of

the human resources department alleviate the vemdgnition loss for older workers.

Finally, there are specific factors that explaie tihserved loss of recognition within
firms that experienced either ICT changes onlyahBCT and managerial changes. Hence it
appears that the loss of recognition is lower wtten education level of older workers is
higher in firms that experienced only ICT changé&his overlaps with earlier results,
according to which the level and quality of initiahd further training - even before the
considered employer change - moderate the negafieets of age on the capacity to
appropriate technical changes (Salthouse, 1990addef & Greenan 2010; Marquié et al.,
2010; Paumes Cau-Bareille et al., 2011). On therdiand, and in a counter intuitive manner,

this loss of recognition is more important whereleol employees have opportunities to
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discuss with colleagues, perhaps because theseargeh encourage them to share their

dissatisfaction.

If we consider firms having experienced both ICTH amanagerial changes, we see that
the loss of fair work recognition is reduced whiea work collective changes, where the work
iIs not carried out under pressure and among oldekers with high seniority in the post.
Conversely, the loss of recognition is aggravatgdthe fact of working with the same
colleagues and under high pressure. These findargs consistent with more general
knowledge: when the time pressure at work is haltler workers always experience more
difficulties (Volkoff, Buisset, & Mardon, 2010) bause they have fewer opportunities to
mobilise the resources gained through their expeege even though these resources are
valuable to anticipate emergencies. This appliekaoning situations, because the training
times are then smaller, more difficult to plan, gaee, and preserve, because of lack of
sufficient staff for example. But research in ocatignal psychology have long shown that
older people sometimes need a learning time a litthger than the younger people (Czaja,

Hammond, Blascovitch, & Swede, 1989).

6. Conclusion

Our results suggest that changes in ICTs and / amagerial techniques have less
negative impact than what could be expected on @mwpk’ quality of working life,
especially among older employees. Indeed, betweenhiree dimensions of quality of work
life considered, only the feeling of fair work regotion is negatively correlated with
company changes - especially ICT changes - forroMwkers. Furthermore, the feeling of
work overload of younger workers is lower when camps change, especially when they

change their managerial tools.
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In this chapter, we have also explored the reasonsvhich the feeling of fair work
recognition is lower for older workers when theirmfs implement changes, and more
particularly ICT changes. The main result is thas foss of recognition is explained by the
fact that older workers have different behaviouesponses in terms of recognition depending
on whether they are confronted with changes and hbyodifferences in individual and
employment characteristics between older workershianging firms and older workers in
inert firms. However, some individual and employmeharacteristics counterbalance this
loss of recognition: higher pay, the fact of haveagpermanent job, of belonging to firms
which size is greater than 250 employees as wet@derate time pressure in work activity.
More specifically, when firms implement change$Gi tools only, it is better for the feeling
of fair work recognition of older workers that thdg not use any computers whereas using

old computer equipment is particularly detrimental.

As a whole, our results suggest that changes imtdogies and organisations at work
might be less « age-discriminating » than what gmeeived ideas would let one suppose.
Older workers are just as frequently present im$invhich have managed such changes as in
those that have not. And as far as quality of wagHife is concerned, we find no differences
for the older workers between changing and inemdiin terms of learning opportunities at
work or feeling of work overload and a moderate gaphe feeling of recognition, in

particular in firms having implemented only new KCdompared with inert firms.

For sure, experience-related work strategies demdfased on a certain familiarity with
the task: it is most valuable to have accomplighedask itself or similar tasks repeatedly, to
know beforehand the effects of specific actionsome’s own well-being and one’s own
efficiency. Therefore, when an older worker encetmia new work environment because of
work being reorganised, or of technical change, le®eto consider a means of transferring

part of her previous strategies and/or developig anes. That is why senior workers, more
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than the younger ones, share the concern to deweltgntrolled” approach to the new
context, ways of doing things that will allow theto feel comfortable, and not let the job
become too tiring. These two concerns (to learrjdbeand to learn to feel comfortable with
it) partly explain why older workers require londearning periods than the younger ones,
and may feel ill-at-ease (or “ill-recognised”) cugithis period. This learning time allows the
fine tuning of a revisited balance between effordl @eward. But it does not mean that they

cannot adapt to “new” work environments.

Many studies in the field of work or learning hasrewn the effectiveness of operating
modes based on experience, and the substantialthele play in preserving well-being.
However the possibility for workers — especially thlder ones - to implement them and,
consequently, their chances of success, will depgmdhe organisation of work that is
chosen. Hence the overall changes in working cmmditmust be taken into account. In
particular, work intensification (Green & Mcintost)01) puts the importance of experience-

related strategies, but at the same time it hinttheis implementation.

Therefore, while it is important to take into cadesiation the potential deterioration of
well-being resulting from the various aspects afessional life, another component of the
age/ work/well-being relationship is just as esséntareer paths can favour or hinder
capacities to face changes (Shani et al., 20028. @ihe key questions in the coming years
will be whether the organisation of work in compnivill preserve and value professional
experience, by encouraging its development andridementation, namely when changes

are planned.
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Appendix 1: Diffusion between 2003 and 2006 of ICT and management tools used

in the composite measures of change

13 managerial tools 15 ICT tools
% of firms 2003 2006 % of firms 20038 2006

Contractual commitment to provide a

product or a service within a fixed 66.1| 68.5 | Website 61.2 73.3

deadline

Long-term relationships with supplier§  51.754.7 | Local Area Network (LAN) 61.8 66.7

Contractual obligation for certain Use of software or in-house

suppliers to provide the product or 51.5| 535 N 63.4| 65.3

L . application for HRM

service in fixed deadlines

Quality certification (ISO 9001) 36.3 41.4 | Intranet 47.9 57.8
Use of software or in-house

Satisfaction surveys of customers 32.88.7 | application for conception and | 47.4| 49.8
development

Autonomous teams or work groups 30.733.8 | Tools for data analysis 39.547.1

Tools for tracing the product or service  28.32.9 Electronic data interchange 36.2| 45.8
system (EDI)

Tools for labelling goods and services 28.30.8 | Database(s) on HRM 34538.5

Call or contact centres 25(528.0 | Extranet 25.0 30.2

Just in time production 229 24.3 | ERP 26.6 29.6

Methods of problem solving (FMEA) | 17/3 20.9 | Dat@Pases forconceptionand | ¢ ;| g o
development

. . atabase and application

Customer relationship management 9.7 14, 21.1| 28.6
interface tools

Env.lr_onmental (ISO 14001) or ethical 97| 129 Filing / automated data search 214 274

certification tools
Groupware tools 15.121.0
Process. modelling and ss | 127
automation tools

Source Survey on organisational change and computenisgd€OI 2006), INSEE, DARES, CEE
CoveragePrivate sector French firms with 20 employeemore, weighted statistics

28
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Appendix 2: Variablesincluded in theanalysis

Dependent variables, employeelevel:

Feeling of fair work recognition: When the employee makes a balance of what shgdto
the company and the benefits she gets back, ghiesttiiat she is fairly recognised.
Opportunities to learn new things at work: The employee’s job allows her to learn new
things at work

Feeling of work overload: There are moments at work every day or at lease @ week
when the employee feels unable to cope or overthade

Independent variables, employer level:

Employer level changes: Categorical variable deriving from two compositedicators
measuring respectively the cumulative implementatibmanagement tools and of computer
tools: ICT changes only, managerial changes ofly,dnd managerial changes and inertia.
Company size: From 10 to 249, from 250 to 999 and more tharDl€@ployees.

Independent variables, employee level:

Personal characteristics:

Sex Male, female.

Number of years in educatibNumber of years in education starting from priynschools
Employment characterigtics:

Fixed term contractThe employee is on a fixed term contract.

Permanent contractThe employee is on a permanent contract.

Log of hourly wagelog of the net monthly wage divided by the usuanber of hours.

Job seniority and seniority square@omputed from the declared year when the employee
started to hold her current job.

Work organisation characteristics:

Training: The employee has taken training courses in thgemy in 2003, 2004 or 2005.
High work pace The work pace of the employee is set by demaredsling immediate
response.

Strict work targets The employee has to achieve set work targetshasdno latitude to
change them.

Strict quality proceduresThe employee has to follow strict quality procesu

Technical support on the jolsince 2003, the employee’s colleagues or her bloswed her
of gave her explanations, about the operationsightly complex piece of machinery, or the
course of a slightly complex procedure or about hmaeal with customers.

Operational supportwhen facing a temporary excess workload or wheanry trouble doing
a complicated task, the employee receives suppb#erenternal or external to the company.
Continuous improvementhe employee or his colleagues have made, inlake twelve
Months, suggestions to improve operations, proeagar machines and they have been taken
into account.

Informal discussionthe employee is able to discuss informally whegtgens in the company
with his colleagues.

Change in colleaguesover the past twelve months, some or most of éhgloyee’s
colleagues have changed.

Change in used ICTover the past twelve Months the employee’s coepatuipment or
software has changed.

Unchanged use of ICTshe employee uses ICTs, but equipment and sdaftvave not
changed over the past twelve months

Non user of ICTthe employee does not use ICTs at work
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Appendix 3: The decomposition method of Yun (2005)
In this paper, we perform the non linear decompmsitnethod proposed by Yun (2005)
in order to decompose the observed fair work redimgngap between older workers in
changing firms and their counterparts in inert 8rimto “explained” and “unexplained”

components. This decomposition can be done at ggggrend detailed levels.

Aggregate decomposition
The aggregate decomposition presents the samedsrthat of the traditional Oaxaca

(1973) and Blinder (1973) decomposition in wagecmsination research. In fact, the

difference in average probability of feeling faiofk recognitionl_j between older workers in

changing firms(j = C) and their counterparts in inert firnfg = NC) can be expressed as:

I_c - l_NC = [q)(XCﬁNC) - (D(XNCﬁNC):| + [(D(Xcﬁc) - CD(XCIéNC):| (1)
where X is a raw vector of individual, job and employeaddcteristics for an older worker

belonging to a firm of type [j =C,NC). /3"j is the corresponding vector of coefficients

estimates. ® is the standard normal cumulative distribution clion and “over bar”
represents the value of sample’s average. Thetdirst in square brackets corresponds to the
part of the fair work recognition gap due to diéfieces in the observed characteristics of older
workers between the two types of firms (the aggeegeharacteristics effect or the
“explained” component). It can be seen as the gahpe feeling of fair work recognition that
would be observed if the impact of the observedasttaristics were homogeneous depending
on whether or not firms have experienced changésg. Jecond term in square brackets
represents the part due to differences in coeffisiei.e. differences in the behavioural

responses of older workers to the observed chaistate depending on whether or not their
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firms have implemented changes (the aggregate iciesifs effect or the “unexplained”
component). This can be seen as the gap in thiedea fair work recognition that would be
observed if older workers had not differed in th&lsserved characteristics according to the
type of firms. The decomposition described in Elione at the aggregate level. However, in
this study, we are also concerned with decomposiegfair work recognition gap at a

detailed level.

Detailed decomposition
To evaluate the individual contribution of each relederistic included in the vector X to

the overall gap, we use the following detailed aeposition equation suggested by Yun:

K

o = W OX i) =0 (X chic) [+ 2 Wi OXc ) ~0(X o) | @

i=1

: [ (>_((I: B >_(;\Jc)ﬁ||\1c i X (ﬂc IBNC) [
thWy =——5 W, =— and » W,, =
" (Xc - XNc)ﬂNc g X (ﬂc IBNC) IZI: z

The weights W,, and WAi/} are, respectively, the individual relative conttions of

characteristic i (i=1,..., K) to the aggregate ch#rastics, and coefficient effects.

Yun uses normalised regressions in computing weightorder to tackle the identification

problem that occurs when the detailed decompositifothe aggregate coefficients effect is
undertaken. In fact, normalised regressions hagetivantage of being invariant to the “left-
out” reference category in computing the contribmtof dummy variables to the detailed
coefficients effect. Moreover, the method of Yuremomes the “path dependence” problem
implying that in non linear decomposition the indegent contribution of one variable to the
overall difference depends on the order in which thher variables are entered into the

decomposition.
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