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Human resource practices, perceived employability and turnover intention: Does age matter?
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This paper investigates the age specificities in the link between employee's perceived external employability and turnover intention and how the use of human resource practices moderates this relationship. Results show that the use of motivation-enhancing HR practices induces a larger retention effect for younger and middle-aged employees than for older ones, whereas the turnover intention effects of flexibility-enhancing HR practices are stronger for the middle-age and older groups than for the younger groups. Moreover, the use of HR practices that stimulate employees' motivation, such as training, participation, voice and teamwork, plays a stronger role in retaining highly employable younger employees, while the use of HR practices that offer flexibility, such as flexible working time, teleworking and work-life balance, enables retaining highly employable older employees.

Introduction

Employees' turnover intention (or intention to quit, Böckerman and Ilmakunnas, 2009) is considered as an important work-related attitude -along with job satisfaction, organizational commitment, perceived organizational support, employee engagement and job involvement.

Turnover intention is shown to be the best predictor of actual turnover (e.g. Böckerman and Ilmakunnas, 2009;Van Breukelen et al., 2004), a subject of utmost importance due to the impending shortage of highly skilled workers, as employees with better skills and abilities will be those who tend to leave, whereas those who remain are the ones who cannot find other jobs.

Retention policy is thus a crucial element of human resource (HR) management, especially the retention of older employees who are the guardians of valuable expertise and knowledge (e.g. Sumbal et al., 2017;Delfgaauw, 2007a).

Employee age has been associated to organizational attachment, motivations and turnover intention. Studies on how to deal with turnover intention across the lifespan have provided inconsistent results. [START_REF] Healy | Age and voluntary turnover: A quantitative review[END_REF], looking at the bivariate link between chronological age and voluntary turnover using meta-analysis, reported that the age-turnover association was near to inexistent. [START_REF] Peltokorpi | Organizational embeddedness, turnover intentions, and voluntary turnover: The moderating effects of employee demographic characteristics and value orientations[END_REF] also reported any association between age as moderator in the relationship between organizational embeddedness and turnover intention. By contrast, conducting a meta-analysis of 49 studies published between 1990 and 2008, [START_REF] Ng | The relationships of age with job attitudes: A meta analysis[END_REF] found evidence that younger employees (under 50) are more likely than their older colleagues to leave their job, this relationship depending on moderators such as racial minority membership, organizational tenure or education level. [START_REF] Finegold | Age Effects on the predictors of technical workers' commitment and willingness to turnover[END_REF] indicated that, for the under-30s, satisfaction with opportunities to develop technical skills and pay linked to individual performance has a stronger negative relationship with the intention to leave their current job than for those over 45, reporting a statistically significant but small effect of age.

A c c e p t e d m a n u s c r i p t

We contribute to existing literature in several ways. First, we shed new light on the topic of subjective employment alternatives and turnover intention, considering the specificities of employees' age. We accordingly propose a first analysis of age-differentiated perceived external employability and turnover intention. Second, to the best of our knowledge, no former research has investigated what specific HR practices fit better with the work attitudes of employees belonging to different age groups, taking into account contextual factors such as perceived external employability. We thus investigate the role of HR practices in moderating the turnover effects of perceived employability among different age groups. Third, we are able to provide robust estimators of employees' turnover intention, taking into account their perceived employability and their use of HR practices. We take advantage of a large dataset of official employee statistics, referring to a sample of 16,896 observations representing the active population of Luxembourg's private labour market and containing a large set of job characteristics, socio-demographic characteristics and firm heterogeneity.

Theoretical background and hypotheses

Age-related changes in expectations and motives

Age may explain changes in employees' work attitudes by affecting their needs, their expectations regarding future prospects, and their values at a particular stage in life. Scholars have suggested explanations for why work-related attitudes, including the intention to quit, change with age. First, rooted in the life-span psychology and the socio-emotional selectivity theories [START_REF] Kanfer | Aging, Adult Development, and Work Motivation[END_REF][START_REF] Kooij | Age and workrelated motives: Results of a meta-analysis[END_REF], younger and older workers may differ in terms of emotional reactions. Changes in individual attitudes may be related to changes in people's subjective well-being and mental health. Older adults may be more likely to maximize positive emotional experiences than negative ones, so as to make the best of the limited time A c c e p t e d m a n u s c r i p t they perceive they have left (Carstensen and Mikels, 2005;[START_REF] Mather | Aging and motivated cognition: The positivity effect in attention and memory[END_REF].

While young adults have been associated with more intense emotional reactions to negative stimuli and adversity at work, older people are likely to be more able to understand and control their emotions (Bruine de Bruin et al., 2014;Chapman and Hayslip, 2006). As a result, older workers are supposed to maintain better work attitudes and to be less likely to search for another job in the face of adverse events or working conditions.

Second, research on decision-making and social relationships across the lifespan has also indicated age-related changes in needs and work values, such as the importance of pay and promotion or work expectations [START_REF] Kanfer | Aging, Adult Development, and Work Motivation[END_REF][START_REF] Ng | The relationships of age with job attitudes: A meta analysis[END_REF]. While the prime-aged might be more oriented towards fulfilling social needs, young individuals might display greater motivation to fulfil their growth needs, such as pursuing more challenging opportunities, having new work goals and developing their career [START_REF] Ebner | Developmental changes in personal goal orientation from young to late adulthood: from striving for gains to maintenance and prevention of losses[END_REF][START_REF] Jans | Organizational Commitment, Career Factors and Career/Life Stage[END_REF]. In addition, older adults in their middle and later career periods, may occupy more attractive positions with higher power and status [START_REF] Kalleberg | Aging, Values, and Rewards: Explaining Age Differences in Job Satisfaction[END_REF], thus may be more likelyrelative to younger colleaguesto strive for stability, as they take on broader organizational roles and quality social relationships with colleagues, family and friends, which offer them fulfilment of their status and affiliation needs. Older adults may therefore lower their work-related expectations and have more realistic job expectations.

Third, linked to cognitive perceptions, older workers may feel that their employability is low because of the employers' stereotypes regarding the decline of job performance with age. 2 Indeed, age stereotypes influence employers' judgments but not only: from workers too. Raemdonck et al. (2017) indicate that activating negative age stereotypes tended to worsen 2 We thank an anonymous reviewer for pointing this important aspect.

A c c e p t e d m a n u s c r i p t memory performance, memory self-efficacy and views of ageing in old people. This means that avoiding negative stereotypes about older workers may have a positive effect on their learning and development and, in turn, their performance.

Relationship between perceived employability and turnover intention

Perceived employability represents the subjective perception employees have about their ease of movement [START_REF] March | Organizations[END_REF] and their job alternatives [START_REF] Mobley | A review and conceptual analysis of the employee turnover process[END_REF]. The employability paradox assumes that employee development is a risk for employer in the form of increased turnover intention (e.g. De Cuyper and De Witte, 2011). Empirical analyses show controversial results. [START_REF] Hom | A meta-analytical structural equation analysis of a model of employee turnover[END_REF] found a positive association between perceived employability and turnover intention, while no evidence was found by Berntson et al. (2010). De Cuyper et al. (2011) however showed that perceived employability and turnover intention become positive related when job resources are low (such as job control and social support from superiors and colleagues). [START_REF] Nelissen | Employee development and voluntary turnover: testing the employability paradox[END_REF], testing the employability paradox, found that perceived external employability induces turnover intention, but only in case of upward career development. Recently, [START_REF] Rodrigues | Evaluating the employability paradox: When does organizational investment in human capital pay off?[END_REF] find that high investment in career development practices reinforces the positive association between perceived employability and organizational attachment and the negative association between employability and turnover intention.

Age-related differences in the link between turnover intention and HR practices

Literature on strategic HR management (Böckerman et al., 2012;White and Bryson, 2013) often refers to HR systems such as motivation-enhancing practices (e.g. communication, teamwork, voice, up-skilling and performance appraisal) and incentive-related practices (e.g. teleworking and work-life balance). These frameworks provide a better understanding of the relationship between HR practices and employees' attitudes: each HR bundle is aimed at different goals in A c c e p t e d m a n u s c r i p t specific contexts [START_REF] Bal | From flexibility human resource management to employee engagement and perceived job performance across the lifespan: A multisample study[END_REF]. We analyse the bundle of HR practices regrouping all those that are aimed at enhancing the work environment and employees' motivation [START_REF] Martin | Do innovative work practices and ICT use motivate employees?[END_REF]): e.g. voice, participation, communication, training and teamwork. In line with [START_REF] Bal | From flexibility human resource management to employee engagement and perceived job performance across the lifespan: A multisample study[END_REF], [START_REF] Heywood | Schedule flexibility, family friendly policies and absence[END_REF] and Stirpe et al. (2017), we also take into account a bundle of HR practices enhancing the flexibility for employees: work-life balance, flexible working time and teleworking.

Strategic HR researchers mostly adopt social exchange theory to explain how various aspects of HR practices affect employees' work attitudes. The idea is that HR practices can directly influence an employee's desire to move [START_REF] March | Organizations[END_REF]: employees who are satisfied with HR practices may have less motivation to leave their job, and hence turnover will be lower. However, according to the job demands-resources model [START_REF] Bakker | The job demands-resources model: State of the art[END_REF][START_REF] Schaufeli | Job demands, job resources, and their relationship with burnout and engagement: a multi-sample study[END_REF], employees' attitudes depend not only on the resources provided by HR practices such as flexibility, promotion, involvement and job control, but also on the demands induced by HR practices, such as stress and work overload, which could affect employees' well-being. Thus, HR practices may also induce adverse effects on employees' attitudes: employees experiencing positive HR practices may also perceive the pressure of increasingly higher performance that could, in turn, have adverse consequences on job strain [START_REF] Ramsay | Employees and high-performance work systems: Testing inside the black box[END_REF] and employees' stress, work pressure and anxiety (Wood et al., 2012). [START_REF] Jensen | High-performance work systems and job control consequences for anxiety, role overload, and turnover intentions[END_REF] examined relationships among HR practices, job control, employee anxiety, role overload and employee turnover intentions. They highlighted several negative consequences on employees' turnover intentions when HR practices are implemented with low levels of job control. Taking into account the "resources" provided by HR practices (e.g. empowerment, discretion and job control) and the "demands" (stress, overload and anxiety), empirical evidence consistently provides some support for positive relationships between HR practices and employees' attitudes such as job satisfaction, organizational commitment, A c c e p t e d m a n u s c r i p t motivations, organizational citizenship behaviour and pride (e.g. [START_REF] Knight | Training and employee mobility in the British private and public sectors[END_REF].

Regarding the role of age in these relationships, the meta-analysis of 83 studies provided by [START_REF] Kooij | The influence of age on the associations between HR practices and both affective commitment and job satisfaction: A meta-analysis[END_REF] underlines that the positive relationships are strengthened for older ages for flexible work schemes and weakened when HR practices relate to individual career development.

Only a few studies have explored the issue of age in relation to turnover intention and HR practices. Stirpe et al. (2017) assess the link between retention rate and HR practices, with the age structure in the workplace as a moderator. Bal and Dorenbosch (2015) also used workplace survey data to analyse the age-related differences in the relationship between HR practices and organizational performance, such as absenteeism and turnover.

In this article, we propose an analysis at the employee level to investigate age-related differences in the relationship between motivational practices and voluntary turnover. Since values, expectations and priorities are likely to change with ageing, as stated in the previous sub-section, we expect that some HR practices are less suitable for older workers [START_REF] Khilji | New evidence in an old debate: Investigating the relationship between HR satisfaction and turnover[END_REF]. Compared with their older colleagues, younger employees with their larger perspective regarding the future pay greater attention to the development of their career and to financial aspects. As the motivation-enhancing HR practices (quality circle, job rotation, participation, voice, teamwork and training) aim to provide opportunities for involvement and career progression, these practices may be more valuable for younger employees and influence their turnover intention more than for older ones. The underlying hypothesis is that the younger employees are more positive about the "resources" provided by motivation-enhancing HR practices and less adversely influenced by the "demands" generated by these practices: Hypothesis 1. Motivation-enhancing HR practices are more valuable for younger employees, in the sense that effects of these practices on turnover intention are stronger for younger employees than for older employees.

A c c e p t e d m a n u s c r i p t

By contrast, as older employees in their later career period may be more aware of the shorter time horizon, they may have more salient concerns about the stabilization and the quality of social relationships with colleagues, family and friends that offer them fulfilment of their social status and affiliation needs. They may therefore lower their work-related expectations and have more realistic job expectations. Accordingly, the use of flexibility-enhancing HR practices aiming at fulfilling these needs and motives may be more suited to retain older employees than younger employees: Hypothesis 2. Flexibility-enhancing HR practices are more valuable for older employees, in the sense that the effects of these practices on turnover intention are stronger for older employees than for younger employees.

HR practices moderating the relationship between employability and turnover intention

HR practices satisfy the employee's needs, thus serving as an indication that the organization values employees' contribution. In turn, employees would respond by tending to remain within the organization [START_REF] Cole | Organizational identity strength, identification, and commitment and their relationships to turnover intention: Does organizational hierarchy matter[END_REF]. If employees feel that their organization is disrespectful towards them, they will express their intention to leave it. Organizational actions are interpreted by employees as symbolic of their organization's commitment to them, which, in turn, contributes to organizational support (Armstrong-Stassen and Ursel, 2009). However, while research has generally assumed that HR practices influence all employees in the same way, employees' motives and needs change with age (e.g. [START_REF] Kooij | Managing aging workers: a mixed methods study on bundles of HR practices for aging workers[END_REF][START_REF] Ng | The relationships of age with job attitudes: A meta analysis[END_REF]Zwick, 2015), suggesting that older workers may react differently to HR practices than their younger colleagues.

In Hypothesis 1, we suggest that HR practices that enhance employees' motivationsuch as job rotation, communication, voice, teamwork, training or quality circleare likely to be A c c e p t e d m a n u s c r i p t more valuable for younger employees, in that they may reduce their turnover intention more than for older employees. In this sub-section, we combine perceived external employability and motivation-enhancing practices in relation to turnover intention. We draw our argument from the unfolding model of turnover [START_REF] Lee | An alternative approach: The unfolding model of voluntary employee turnover[END_REF], highlighting that employees do not just intend to quit without events or "shocks" that force them to evaluate their job. If voluntary turnover leads to a better job with improved earnings or working conditions, employees perceiving themselves as having high employability will consider quitting as an option unless their employer mitigates the adverse turnover effect of job opportunities through appropriate HR practices. Accordingly, we consider whether the adverse turnover effects of perceived external employability for the younger age group could be mitigated by motivation-enhancing HR practices. The underlying hypothesis is that in the case of high ease of movement, the resources generated by these practicessuch as commitment, empowerment and improved career prospectsmay alleviate the adverse effect of employability in such a way that younger employees are less motivated to quit: Hypothesis 3. Motivation-enhancing HR practices mitigate the effects of high-perceived external employability or turnover intentions more for the younger group than for the older one.

In the same vein, we also relate perceived external employability and flexibility-enhancing HR practices to turnover intention. Hypothesis 2 suggests that older employees place more value on flexibility-enhancing HR practices than younger employees do, with the result that older employees are more likely than younger employees to stay with an organization when flexibility-enhancing HR practices are implemented. Here, we again draw our argument from the unfolding model of turnover [START_REF] Lee | An alternative approach: The unfolding model of voluntary employee turnover[END_REF] developed for hypothesis 3, to examine people intending to quit without any events or "shocks" that force them to evaluate A c c e p t e d m a n u s c r i p t their job. The idea is that if voluntary turnover leads to a job with better earnings or working conditions, employees perceiving high employability will consider quitting as an option unless the firm mitigates the adverse turnover effect of job opportunities through appropriate HR practices:

Hypothesis 4. Flexibility-enhancing HR practices mitigate the effects of high-perceived external employability on turnover intentions more for the older group than for the younger one. sector. This method prevents the bias problem linked to the fact that employees with bad working conditions or low job satisfaction were more likely to respond or not to the survey.

Three age groups 3 are used: (1) 16 to 29 (early adulthood) (n = 2,522 -16%); (2) between 30 and 49 (middle adulthood) (n = 11,454 -64%); and (3) age 50 and over (late adulthood) (n = 2,920 -20%). 4 The two first age groups refer to the "younger workers" category.

Variables

Intention to quit

Similar to [START_REF] Delfgaauw | The effect of job satisfaction on job search: Not just whether, but also where[END_REF], voluntary turnover is based on the question: "Have you tried to leave your current job in the last 12 months?" with three possible answers "No, not at all", "Yes, I have been looking around" or "Yes, I have intensively searched". As only less than 6 per cent of the weighted sample gave the third answer, a dummy variable for the intention to quit was constructed and the two last answers grouped together (33 per cent of the weighted sample).

Main variable of interest: Perceived external employability

The employability variable measurement is in line with Berntson et al. (2010) andDe Cuyper et al. (2011): "If you were to lose or leave your present job, do you think it would be difficult for you to find an equivalent job?" with answers on a scale from 1 to 4 (1 = very difficult; 2 = quite difficult; 3 = quite easy; 4 = very easy). Due to a low number of responses for some alternatives, the scale was recoded from 1 to 3. The mean of the employability measurement is 3 We do not have access to chronological age 4 The number of observations relates to the non-weighted number of employees in the sample, whereas the percentages are weighted statistics.

A c c e p t e d m a n u s c r i p t 1.99 with a standard deviation of 0.73. Table 1 presents the cross-tabulations of perceived external employability.

-INSERT TABLE 1 ABOUT HERE -

Independent variables: HRM practices

Several scholars have highlighted the need to simultaneously implement HR practices in order to strengthen their synergistic effects [START_REF] Ostroff | Moving HR to a higher level: HR practices and organizational effectiveness[END_REF], using a "bundle" [START_REF] Huselid | The impact of human resource management practices on turnover, productivity, and corporate financial performance[END_REF]. Bundles of HRM practices generate beneficial interplays of the elements of a system, such that an increase in the use of one practice enlarges the returns earned from increasing another. In line with the literature (e.g. Böckerman et al., 2012;[START_REF] Martin | Do innovative work practices and ICT use motivate employees?[END_REF]White and Bryson, 2013), we take into account 4 practices that enhance employees' motivation: voice, communication, training and teamwork. The bundle MotivationHR is an additive index capturing the intensity to which employers are committed to motivate employees in the workplace, taking the value 0 when none of the practices are implemented and 4 when all practices are available.

Following [START_REF] Bal | From flexibility human resource management to employee engagement and perceived job performance across the lifespan: A multisample study[END_REF], [START_REF] Heywood | Schedule flexibility, family friendly policies and absence[END_REF] and Stirpe et al. (2017), we construct an index referring to personnel policies that favour flexibility including 3 practices: teleworking, flexible work time and work-life balance. This index, FlexibilityHR, is additive, being equal to 0 if any practice is available and 3 if all are present.

Control variables

In line with research on turnover intention [START_REF] Cottini | Adverse workplace conditions, highinvolvement work practices and labor turnover: Evidence from Danish linked employeremployee data[END_REF]Böckerman and Ilmakunnas, 2009), control variables are also introduced: harmful working conditions, individual A c c e p t e d m a n u s c r i p t characteristics (gender, age, education, etc), job characteristics (permanent contract, tenure, occupations, etc.). 5 Appendix 1 gives the definitions of the variables and descriptive statistics. 6 All the variables derive from the same source, implying that our research holds the risk of being contaminated by common method variance. However, as the items for the construction of the variables are derived from different modules of the survey, the risks may be tempered.

Because of the nature of our dependent variable (turnover intention), we carried out a Probit estimation. The estimated marginal effects are presented in Tables 2 and3. As the Chow test is significant (p-value = 0.0015), we accordingly divide the sample into separate age groups in order to capture the age differences in turnover intention in relation to perceived external employability and HR practices.

Results

Table 2 presents results for the entire sample without distinguishing age groups.

-INSERT TABLE 2 ABOUT HERE -

The estimated marginal effect 7 of the interaction term between motivation-enhancing HR practices and employability is negative and significant (Model 3). The interaction term between flexibility-enhancing HR practices and employability is also significant and negative (Model 4). However, the results in Model 5where all the interaction terms are included - 5 The estimates may suffer from the omitted-variable bias such as personality traits that are likely to be linked to voluntary turnover. Unfortunately, we do not have this information in our dataset. 6 We do not report details on control variables nor discuss related research findings because of space limitations. 7 As the interaction terms in a Probit model are tricky to interpret, we interpret only the significances, not the magnitudes. These results are similar to the ones obtained with OLS models. For the sake of the paper's length, we do not report them in the paper indicate that HR practices aimed at motivation no longer mitigate the adverse effect of employability on turnover, as the interaction term is no longer significant.

Next, we address the main issue of this paper, which is to assess the age-related differences in the relationship between HR practices, perceived employability and turnover.

Table 3 reports results for the three age groups: the younger group (under 30), the middle-age group (between 30 and 49) and the older group (50 and above). Model 6 in Table 3 shows the results with only HR practices and employability, after controlling for other explanatory variables and controls. 8 Models 7 to 9 progressively include the two-way interaction terms between HR practices and employability.

In Hypothesis 1, we predicted that motivation-enhancing HR practices are more valuable for younger employees, in that these practices may induce retention effects that are greater for younger employees than for older ones. The results in Table 3 (Models 6 to 9) show that motivation-enhancing HR practices have a significant negative effect on the turnover intention of the younger and the middle-age groups. These practices are not associated with the turnover intentions of older employees. These findings provide clear evidence that there are age-related differences in the turnover effects of motivation-based HR practices. Hypothesis 1 is thus corroborated.

-INSERT TABLE 3 ABOUT HERE -

For Hypothesis 2, results in Table 3 show a significant negative effect of flexibilityenhancing HR practices on turnover intention for all age groups. This finding is somewhat surprising, as previous empirical and theoretical arguments lead us to expect a strong negative 8 Due to lack of space, we do not report results of other explanatory and control variables here. The results are available on request from the corresponding author.

A c c e p t e d m a n u s c r i p t effect for older employees. However, looking at Model 9, after including the interaction terms between HR practices and employability, flexibility-enhancing HR practices are no longer significantly related to the turnover intention of younger employees. That is, HR practices aimed at aiding flexibility have a stronger retention effect for middle-aged and older employees than for younger ones. Consistent with H2, there are age-related differences in the link between these HR practices and turnover intention.

Hypothesis 3 relates to whether motivation-enhancing HR practices mitigate the adverse turnover effects of high-perceived employability more for the younger group than for the older one. The estimated marginal effect of the two-way interaction term is negative and significant among the younger and middle-age groups, while no evidence is found for the older group, indicating that younger and middle age employees benefiting from HR practices such as participation, voice, teamwork or training are more likely than older employees to search for another job. H3 is hence corroborated as motivation-enhancing HR practices mitigate the adverse effect of perceived external employability differently, depending on employee's age.

For Hypothesis 4 (existence of age-related differences between flexibility-enhancing HR practices, employability and turnover intention), we examined whether practices aimed at increasing flexibility can mitigate the negative effect of employability on turnover intention, and to what extent this differs depending on age. Models 7 and 9 show negative and significant interaction terms between flexibility-enhancing HR practices and perceived external employability among middle-age and older employees, while no evidence is found for the younger group. The theoretical arguments developed above support the idea that HR practices such as teleworking, flexible working time or work-life balance are effective with regard to discouraging highly employable workers of older age versus younger ones to voluntary leave an organization. These HR practices are efficient in terms of retaining not only older employees but also middle-age ones. H4 is thus corroborated.

A c c e p t e d m a n u s c r i p t

Discussion and conclusion

The negative age-turnover relationship is well documented in the literature. However, to develop suitably differentiated practices to retain employees of different age groups, we need more accurate results in order understand people's mobility patterns across the lifespan [START_REF] Bal | From flexibility human resource management to employee engagement and perceived job performance across the lifespan: A multisample study[END_REF]. We contribute to existing literature on voluntary turnover by studying the link between turnover intention and perceived employability and the moderating role of HR practices in this employability-turnover link, while taking into account age-related changes in individuals' motives and needs. Our sample was enough large to be divided into sub-samples of age groups, allowing us to investigate turnover patterns related to different age groups.

HR practices differentially affect the turnover intention of younger and older employees. Specifically, motivation-enhancing HR practices induce a larger retention effect for younger and middle-aged employees than for older ones. By contrast, the turnover intention effects of flexibility-enhancing HR practices are stronger for the middle-age and older groups than for the younger groups. In addition, HR practices mitigate the adverse effects of perceived employability on turnover intention differently, depending on age. HR practices that stimulate employees' motivation, such as training, participation, voice and teamwork, play a stronger role in retaining highly employable younger employees, while HR practices that offer flexibility, such as flexible working time, teleworking and work-life balance, play a stronger role in retaining highly employable older employees. These findings are in line with theoretical arguments suggesting that specific HR practices tend to have a more notable retention effect for employee groups that benefit more from them (Stirpe and Zárraga-Oberty, 2017;[START_REF] Heywood | Schedule flexibility, family friendly policies and absence[END_REF]. For example, as motivation-enhancing HR practices provide opportunities for involvement and career progression, these practices are more valuable for younger employees and influence their turnover intention more than for their older colleagues. By contrast, as older A c c e p t e d m a n u s c r i p t employees in their middle and later career periods tend to strive more for stability and social relationships, relative to younger adults, HR practices aimed at offering them better fulfilment of social status and work-life balance discourage them from voluntarily leaving. This article suggests that policies for retaining highly employable staff with better skills and core competences are crucial from an organization's point of view. Hence, in light of the assumption that highly employable people are also high achievers [START_REF] De Cuyper | The management paradox: Employability and organizational commitment and performance[END_REF]Van der Heijde and Van der Heijden, 2006), the most productive employees would be the first to voluntary leave if appropriate HR practices are lacking. Our results strongly highlight the complexity of managing HR as a means to retain employees according to their age. Some HR practices appear to be effective for employees of the middle and older age groups, while other practices appear to be more efficient in terms of reducing voluntary quitting by highly employable younger workers. Managers should therefore pay careful attention to the varying effects of HR practices on retaining employees.

Practical policy conclusions can be drawn from this study which provides evidence that HR practices may have differentiated effects according to the age of the employee. We show that the use of motivation-enhancing HR practices induces a larger retention effect for younger and middle-aged employees than for older ones, whereas the turnover intention effects of flexibility-enhancing HR practices are stronger for the middle-age and older groups. Besides, the use of HR practices that stimulate employees' motivation, such as training, participation, voice and teamwork, plays a stronger role in retaining highly employable younger employees, while the use of HR practices that offer flexibility, such as flexible working time, teleworking and work-life balance, enables retaining highly employable older employees. Such results have important public policy consequences in countries where the state tries to regulate the ageing workforce by providing specific incentives and financial support (in various ways: tax exemption, direct funds, etc.) according to which type of age group they want to help. In most A c c e p t e d m a n u s c r i p t cases, the help of the state will be oriented towards the very young to favor their labor insertion into the market place, or the older ones who could have difficulties finding another job if they leave the company before their age of retirement. Hence, all these public policy issues are tightly linked to the degree of involvement of the state (or local/regional collectivities) into firms' policies.

Yet our study suffers from a number of limitations. Potential measurement error may be important for the interpretation of the estimates. Using cross-sectional survey data, we are not able to account for measurement errors by using techniques such as instrumental variables, structural equation modeling or errors-in-variables modeling. Future research should take the effects of measurement error into account. A second one is linked to the fact that we do not distinguish specific to the job training vs general training. This part of the learning by working on the certain job is the specific human capital. The role of firm-specific vs general human capital does play a role on turnover intention and perceived employability if we extend [START_REF] Kriechel | The role of specific and general human capital after displacement[END_REF]'s results: workers of the more specific job activities are shown to remain longer unemployed and to get lower wages. Hence we believe that such workers have lower turnover intentions as they know that it will be very difficult for them to find another job, especially if they cannot reuse part of their specific human capital gained with their experience. Thus, training aimed at increasing general human capital may favor older workers' employability 9 . While most employers do not invest in older workers and older employees rarely receive on-the-job training (Armstrong-Stassen and Ursel, 2009), theory tells us that employees are reluctant to invest in firm specific skills because such investments may come at the cost of developing general skills, thereby reducing their attractiveness in the labor market 9 We thank an anonymous reviewer for pointing us the different types of training and their potential effect on turnover intentions.

A c c e p t e d m a n u s c r i p t (Coff and Raffiee, 2015). This is why these authors develop a theory that perceived firmspecific human capital may be more important than objective firm-specific human capital in influencing these outcomes pertaining to employee mobility and an investment dilemma. The type of training provided and the difference between objective and perceived firm specific human capital should be considered in future studies. Another avenue for further research is the synergistic effects of individual HR practices on employees' work attitudes or, in a more systemic approach, bundles or systems. Further analyses should also replicate our study in different settings and especially in other countries to ensure the generalizability of our findings. Notes: In each cell, the first entry is the number of observations, the second is the percentage proportion of the row total and the third is the percentage proportion of the column total.

A c c e p t e d m a n u s c r i p t 

Figure 1

 1 Figure 1 illustrates the moderating role of HR practices on the relationship between

  A c c e p t e d m a n u s c r i p t Data and methodology Data The data comes from a nationally representative employee survey for Luxembourg conducted in 2013 using the guidelines provided by the MEADOW Consortium (2010). The questionnaire of Working Conditions and Quality of Work Life survey was sent to a stratified random sample of employees ranging from 16 to 65 years of age, who had worked for at least twelve months in any workplace in the private sector with 15 or more employees. The dataset constitutes a large representative sample of 16,896 employees working in the Grand-Duchy of Luxembourg. It covers 68 per cent men and 32 per cent women and representing the active population of Luxembourg's private sector labour market. The employment protection legislation is above the one observed at the Organization for Economic Cooperation and Development (OECD)average and the unemployment rate is around 6 percent. The annual average wage is the highest in Europe. The labor market is characterized by a highly international, multicultural and multilingual working environment. More than half of the active population is cross-border employees from neighboring countries such as Belgium, France, and Germany. As in most of Western European countries, the private sector is characterized by the predominance of services. Hence, the paper gives results on employees' working conditions in a continental Europe service economy and includes not only Luxembourgish employees but also French, Belgian, German, and some other nationalities.The sampling design was based on the principle of random selection. The weights used in all of the following analyses ensure that the distributions, by country of residence, nationality, gender, age, white-and blue-collar workers, economic activity, and size class of the organization in which the employee works, are representative of people at work in the private

  Bal, P.M., & Dorenbosch, L. (2015). Age-related differences in the relations between individualised HRM and organisational performance: a large-scale employer survey, Human Resource Management Journal, 25(1), 41-61.Berntson, E.,Näswall, K., & Sverke, M. (2010). The moderating role of employability in the association between job insecurity and exit, voice, loyalty and neglect. Economic and Industrial Democracy, 32, 215-230. Böckerman, P., & Ilmakunnas, P. (2009). Job disamenities, job satisfaction, quit intentions, and actual separations: Putting the pieces together. Industrial Relations, 48(1), 73-96. Böckerman, P., Bryson, A., & Ilmakunnas, P. (2012). Does high involvement management improve worker wellbeing? Journal of Economic Behavior & Organization, 84(2), 660-680. Böckerman, P., & Ilmakunnas, P. (2020). Do good working conditions make you work longer? Analyzing retirement decisions using linked survey and register data. The Journal of the Economics of Ageing, 17, 1-11. Bruine de Bruin, W., Strough, J., & Parker, A.M. (2014). Getting older isn't all that bad: Better decisions and coping when facing "sunk costs". Psychology and Aging, 29(3), 642-647. Carstensen, L.L., & Mikels, J.A. (2005). At the intersection of emotion and cognition: Aging and the positivity effect. Current Directions in Psychological Science, 14(3), 117-121. Chapman, B.P., & Hayslip, B. (2006). Emotional intelligence in young and middle adulthood: Cross-sectional analysis of latent structure and means. Psychology and Aging, 21, 411-418. Coff, R., & Raffiee, J. (2015). Toward a theory of perceived firm-specific human capital. The Academy of Management Perspectives, 29(3), 326-341.

Table 1 . Employability and turnover intention

 1 

	Employability

Table 2 : Marginal effects of HR practices as moderator in the link between employability and turnover intention Turnover intention

 2 

		Model 1	Model 2	Model 3	Model 4	Model 5
	Employability	0.034***	0.034***	0.035***	0.032***	0.040***
		(0.006)	(0.006)	(0.006)	(0.005)	(0.007)
	MotivationHR		-0.022***	-0.025***	-0.023***	-0.023***
			(0.005)	(0.005)	(0.005)	(0.005)
	FlexibilityHR		-0.024***	-0.019***	-0.020***	-0.020***
			(0.006)	(0.006)	(0.006)	(0.006)
	MotivationHR*Employability			-0.036*		-0.028
				(0.019)		(0.020)
	FlexibilityHR*Employability				-0.041*	-0.035**
					(0.017)	(0.018)
	Observations	16,896	16,896	16,896	16,896	16,896
	Wald chi-square	2282.74	2345.05	2145.04	2078.85	2198.25
	Pseudo R 2	0.185	0.184	0.198	0.210	0.204
	Robust standard errors in parentheses. *** p<0.01, ** p<0.05, * p<0.1				

Table 3 : Marginal effects of HR practices as moderatoring the link between employability and turnover intention according to age

 3 

	Turnover intention

Note: Standard deviations are reported in parentheses for non-binary variables.

Acknowledgements

This research is part of the WorkAgeing project supported by the Fonds National de la Recherche, Luxembourg (contract FNR/C16/SC/11344520) and by core funding from LISER from the Ministry of Higher Education and Research of Luxembourg. The authors are grateful to two anonymous reviewers for their valuable comments on previous versions of the paper.

 Stirpe, L., & Zárraga-Oberty, C. (2017). Are high-performance work systems always a valuable retention tool? The roles of workforce feminization and flexible work arrangements.

European Management Journal, 35(1), 128-136. Sumbal, M.S., Tsui, E., See-to, E., & Barendrecht, A. (2017). Knowledge retention and aging workforce in the oil and gas industry: a multi perspective study.