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The main goal of the ''AGEADAPT | Adaptation Tools for Ageing
Workforce in SMEs'' project is to create learning materials for two
main target groups. Firstly, the small and medium-sized companies
(SMEs) that need to prepare for the changing age structure in order
not to struggle with their workforce in the near future and secondly,
people above age 55 and their need to update their knowledge in
independent usage of digital tools in work life. The project
consortium consists of 6 partners from 5 European countries, that is
Germany, the Czech Republic, Poland, Slovenia and Spain. By
cooperating together, the project aims to deliver innovative
educational materials based on different experiences and practices in
the area of age management. Moreover, several associated partners
are involved in the project as well.  

Europe’s population continues to age significantly. Although the total
population in the EU is projected to increase to 6.5 million by 2070,
the working population from 55 to 64 years is predicted to decrease
to an incredible 41 million. 

The aging phenomenon of the workforce, despite the fact that it is
caused by various reasons, always leads to the same - all participants
of the labor market (employers, employees and business environment
institutions) have to adapt to it. 

Assuming that the basis for the development of any management
solutions are the results of in-depth research in a given area, the
project assumes conducting an extensive research process. This
process includes the analysis of secondary data (desk research) and
conducting a series of 18 individual in-depth interviews (IDI)
regarding the situation of older people on the labor market and
solutions in this area.
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data (obtaining data from various sources)
researcher (conducting research by multiple researchers)
theoretical (reaching for many theoretical concepts to explain
phenomena)
methodological (combining many research methods)[1].

In order to ensure the highest quality of research and to reduce the
measurement error, it becomes fundamental to use triangulation in
the following four dimensions:

It is also important to ensure the possibility of comparing the
research results to other, similar problems, as well as the reflectivity
of researchers and awareness of the methods and expectations
used[2].

[1] Denzin N.K. (2017), Sociological Methods: A Sourcebook, Routledge Abingdon−New York.
[2] Glinka B. (2019), Badania jakościowe − analiza danych, prezentacja naukowa. Wydział
Zarządzania i Komunikacji Społecznej UJ, Kraków
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In 2019, the number of economically active seniors in Poland increased by
1.5% compared to the previous year, making it 7.6% of the total number of
economically active Poles. Older employees are perceived as people with a
stable life situation, mature, experienced and valued higher by clients.
However, unless the organization is aware that there is a problem related
to the age of employees, it rarely implements any age management
solutions. 

In Germany, 20% of all employees are over 55 years old. Nevertheless, older
people continue to have a below-average participation in working life,
most likely due to an insufficient implementation of age management
solutions. There still exist harming prejudices against older employees and
a reluctance to digitalization among the elderly. That being said, the
situation is improving, as companies take more and more actions to
support older workers.

In 2019, Slovenia saw an increase of 55+ workers by 3% compared to the
previous year. Employment of 55+ workers is still one of the lowest in
Europe, which can be explained by early retirement, existing work culture
and insufficient incentives to persevere in the workplace. Companies are
generally aware of this problem but often don’t undertake specific actions
to counter it. 

In Spain, there is a problem with the high rate of unemployment in people
over 55 years old, finding that the accumulated unemployment among
those over 45 years old reaches 30%. There exist numerous plans and aids
to support the employment of people aged 45+. Social networks are
increasingly being used to bring together the unemployed and also serve
as a means of sharing job offers, news, resources, initiatives, etc.

In the Czech Republic, participation of the elderly population in
employment has increased significantly, especially among women. Almost
9% of employees are currently aged 60 and over. Although they are
regarded as valuable, experienced assets at work, they face prejudice from
employers due to their older age. Thus, older workers seek to improve their
employment opportunities through retraining.

BACKGROUND SITUATION IN PARTNER COUNTRIES
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Polish experts pointed out that companies identify the skills, knowledge
and needs for new employees, mainly through interviews and tests. Based
on this analysis, an individual plan for the adaptation of older people to
work is prepared and an individual path is determined. As a means of
supporting the elderly, various activities were mentioned by the companies:
internships, adapting the workplace, flexible hours and trainings, among
others. 

All experts concur in the assessment that age management is still in a very
early stage in Germany. Many SMEs haven’t developed tools and processes
yet. However, more employers are accepting that there is a need for
organized and dedicated effort toward older workers. Some important
factors motivating the elderly mentioned by experts are appreciation,
individual approach, training and inclusion of older workers in new
projects/activities.

Slovenian companies are aware that educating older workers isn’t possible
overnight and see an advantage in well-timed adaptation, mostly to the
needs of digitalization. Examples of companies’ good practice are mixed
working groups, formal mentoring for new employees and openness to the
involvement of retired former employees. Professional training wasn’t as
widely accepted by older workers, often due to approaching retirement age.

In Spain, all experts point out that the process of adaptation of older
employees to a new role is often not easy, especially when they encounter
digital tools. Specific activities proposed include individual coaching
sessions, accompaniment of the employee and activities inside and outside
the company. It is believed that it is essential to have the right attitude and
provide an optimal and appropriate environment.

The Czech experts´ experience in improving age management solutions in
SMEs is overall good. The seniors’ work is very welcome and valued due to
their knowledge and skills they can pass on to the younger generation of
workers. Being provided enough time with digital tools, they are coping
well. However, they prefer face-to-face communication and individual
approach, perhaps with a personal assistant.

EXPERTS' EXPERIENCE IN IMPROVING AGE MANAGEMENT
SOLUTIONS 
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When it comes to the need to improve age management solutions in
SMEs, our research shows that more projects targeting both older people
and potential employers can help. Financial incentives for potential
employers who want to hire older people and systemic solutions at the
level of the entire country or region would also be useful. Solutions at the
state policy level should provide clear information that it is worth staying
in the labor market for the elderly and that it brings benefits. European
countries should motivate older people to stay in the labor market as long
as possible. New channels to reach older people who often do not know
how to undertake social and professional activities would also be helpful.
SMEs wish for more information on age management. Activities to raise
the awareness of the owners and managers of SME would be very helpful.
Our research shows that a toolbox with proven methods for the
prolongation of the employability of older workers will be highly
appreciated. Among the solutions, it was indicated individual coaching
has been mentioned as an effective tool. In this context, the sharing of
knowledge and experiences between older and younger employees also
plays a very important role. Appropriately matched mentoring programs
can serve this purpose. We also need tools to detect the needs and
problems encountered by employees. When considering actions that can
be taken by employers in SMEs themselves, more flexible forms of
employment for older workers would be very useful, in this sense, if the
health capacity of older workers is reduced in order to provide employers
with the means to adapt jobs. Regarding the organizational level, the most
important factor for the necessary readaptation of the worker is good
communication and the relationship between the company and the
worker. Some guidelines are needed for employers on how to act in terms
of age management, so that their activities are not undertaken ad hoc, but
are permanent, long-term and deliberate.

Summing up, our research shows that in the field of age management in
SME organizations a lot has changed in recent years, but the needs are so
many that the range of possible actions is very wide.

NEEDS TO IMPROVE AGE MANAGEMENT IN SMES
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T h e  E u r o p e a n  C omm i s s i o n ’ s  s u p p o r t  f o r  t h e
p r o d u c t i o n  o f  t h i s  p u b l i c a t i o n  d o e s  n o t

c o n s t i t u t e  a n  e n d o r s e m e n t  o f  t h e  c o n t e n t s ,

w h i c h  r e f l e c t  t h e  v i e w s  o n l y  o f  t h e  a u t h o r s ,

a n d  t h e  C omm i s s i o n  c a n n o t  b e  h e l d
r e s p o n s i b l e  f o r  a n y  u s e  w h i c h  m a y  b e  m a d e

o f  t h e  i n f o r m a t i o n  c o n t a i n e d  t h e r e i n .


