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Google in Australia

If you casually check out the career
sites of major corporations, ...once in a
while, there will be a token, grey-haired
person. the message is clear. This is the
type of person who works here. If you
look like them, we want you to join us.

(Kelly, 2020; Forbes Online)
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Background

* Many organisations champion view that mature workers
bring expertise and experience

* Many mature workers want to remain in the workforce,
... yet ultimately choose to retire prematurely coiion etat. 2020)



Background

* The same company webpage may be perceived
differently, depending on one’s age oc«ta 2022

* What attracts (or discourages) potential job applicants
from different age groups?

» Cues on company webpages may— unintentionally—
Slgnal a IaCk Of flt (Connelly et al., 2011; Heilman, 1983), reSU|t|ng |n mature
workers self-selecting out of the job application process.
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Careers

Use your passion, skills and experience and stretch yourself in
pursuit of excellence.

Graduate program Accelerate your Diversity & inclusion | How to apply & FAQs
Job Search »

> career » > >



What we produce

Copper, iron ore, metallurgical
coal, nickel, and potash. Find

out about our resources mix
for now and the future.

Where we operate

Did you know we work in more
than 90 locations including
Australia, South America, the
United States and Canada?

Working with us

Thinking about your next
career move? While the world
relies on the resources we
produce, BHP relies on peopl...



Keeping you moving






Background

* Demographic attributes are powerful determinants of
perCepthnS Of Slmllarlty and fit(CabIe&Judge,1996; Jackson et al., 1991)

* Lack of fit predicted lower levels of expected success on
the job application (for women) entscne et al. 2021)



Hypothesis 1

Respondents’ age will moderate the relationships
between age diversity signalling and:

* Anticipated organisational fit

* Expected success

* Intention to apply for the job

The effect of age diversity signalling will be stronger for
older (vs. younger) workers.



Background

» Lack of diversity cues could signal lack of inclusiveness,
which is potentially unattractive to job seekers from all
demog raph IC groupsS (emerson & Murphy, 2014; Kulik & Li, 2015)

» Critical to manipulate multiple forms of diversity within
the same study, to reduce salience of target
demographic dimension (Murphy & DeNisi, 2021)



Hypothesis 2

Overall diversity signalling (age & ethnicity) will
positively influence:

» Perceived inclusiveness

 Organisational attraction

* Intention to apply



Theoretical Model

Jobseeker
Age

Website
Cue

Anticipated
Fit
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Participants

» Age-stratified online survey panel (young, middie-aged, mature)

* Excluded non-workers & those who failed attention checks

* N = 764 workers
* Age range: 18 — 74 years (M =39.2, SD = 13.3)
* 50.7% men
* 74.7% white
* 59.6% permanent employment
 Older participants tended to be white (p < .05)



Method

» 2 X 2 between-subjects design
 Age diversity cues (all young, mixed ages)
 Ethnicity diversity cues (all white, mixed ethnicities)

* All conditions are gender balanced
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We are always on the lookout for new people to

. . . '
The Supermarket Way join us and we have jobs at all levels!

Scroll down to meet some of our people and see the different roles we have!
We’re defined by a shared vision, purpose and

strategy. One that's behind every business

decision, big and small. At the core of every y Meet The Executive Team

conversation. And brought to life in the culture

we've created for our customers and our team

members who serve them.

Collectively, our vision, purpose and strategy are
the principles that guide us, inspire us and help

us to reach and exceed our goals, together.

A bo u t us Our vision is to become the most trusted retailer

in the country and grow long-term shareholder

For more than 100 years, Superm Sarah Jones Michael Lee Rebecca Johnson
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Our strategy is all about changing at pace,

Find all our retail jobs right here. From Store Team Member to

efficlency.and Innovating for.the futurs. outlining Leadership level opportunities, and everything else in between.
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Matthew Williams Jessica Taylor James Brown

Store Team Manager Personal Online Shopper Store Team Member
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We are always on the lookout for new people to

join us and we have jobs at all levels!
The Supermarket Way

We’re defined by a shared vision, purpose and

Scroll down to meet some of our people and see the different roles we have!

strategy. One that's behind every business decision,

big and small. At the core of every conversation. ; M eet Th e Executive Team
And brought to life in the culture we've created for
our customers and our team members who serve

them.

Collectively, our vision, purpose and strategy are the
principles that guide us, inspire us and help us to

reach and exceed our goals, together.
About us

For more than 100 years, Super the country and grow long-term shareholder value.

Our vision is to become the most trusted retailer in
Anita Devi Michael Lee Annah Moyo

Chief Executive Officer Chief Financial Officer Chief People Officer
been dedicated to delivering qu

service to families across the ¢ Our purpose is to sustainably help all people lead
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Our strategy is all about changing at pace, efficiency -~ Find all our retail jobs right here. From Store Team Member to
and innovating for the future, outlining how we will Leadership level opportunities, and everything else in between.

deliver for our customers and teams.

Our people are our biggest stre

Mohammed Singh Jing Li James Brown
Store Team Manager Personal Online Shopper Store Team Member




Measures

Anticipated fit (Herdman & Carlson, 2009; a = .90)

Expected success (Hentschel et al., 2021)

Intention to apply (Highhouse et al., 2003, a = .91)

Perceived inclusiveness (Chung et al., 2020 ; a = .83)

Organisational attractiveness (Highhouse et al., 2003; a = .84)



Perceived Age Diversity (0 -4)
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Cohen’s D = .45,
p <.001

Perceived Racial Diversity (0 -4)
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Cohen’s D = .63,
p <.001
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Regression results for Hypothesis 1

Dependent variable:

Anticipated Fit Expected Success Intention to Apply

(1) (2) (3)
Intercept 34877 64.428° 3.6397
(0.087) (2.208) (0.093)
Age Signal (Young=1; Age-Diverse=0) 03177 -2.445 020177
(0.090) (2.301) (0.097)
Participant Age 0.006 -0.084 0.009°"
(0.004) (0.103) (0.004)
R e S u ‘ t S Participant Age2 -0.0004 -0.004 -0.0005"
\ (0.0003) (0.006) (0.0003) y
Participant Race (White=1, Non-White=0) -0.023 2.945 0166
(0.075) (1.905) (0.080)
/Age Signal x Age 20.0147 0.061 200137 )
(0.006) (0.143) (0.006)
Age Signal x Age2 0.0017"° -0.008 0.0017"
(0.0004) (0.009) (0.0004)
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Results: H
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Results: H

There was main and interaction effect of age diversity
signalling.

Effect of age diversity signalling was stronger for older
and younger workers, than for middle-aged workers.

Both groups reported greater anticipated fit and intention
to apply, than did middle-aged workers.



Regression results for Hypothesis 2

Dependent variable:

Perceived Inclusiveness Org. Atractiveness Intention to Apply

(D 2 k (3)
Intercept 37177 3619777 34187
(0.052) (0.064) (0.069)
Age Signal (Young=1; Age-Diverse=0) -0.021 -0.099 -0.148
R e S u | t S (0.074) (0.090) (0.097)
Race Signal (White=1; Race-Diverse=0) -0.050 0.020 0.029
(0.073) (0.092) (0.099)
Age Signal x Race Signal -0.045 -0.046 0.016
(0.106) (0.129) (0.139)

No support for Hypothesis 2
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Conclusions

* Nonlinear effects of respondents’ age on outcomes

» Age diversity signally was favourably received by both
younger and older workers
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