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New HR conditions towards an 

ageing and age-friendly working environment

Topic V: Influence of changing labour market opportunities:

Analysis of new scenarios, new ways of working and the labour market
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InCounselling partners

Germany

Poland

Croatia

Lithuania

http://www.unist.hr/
http://www.unist.hr/
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InCounselling50+ anchor

Working age population 2000 – 2060, absolute and percentage

Source: http://www.sozialpolitik-aktuell.de/infografiken-sozialpolitik-soziale-lage-

demografie.html
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InCounselling50+ methods

informal 

learning

network

learning

Comp. 

orient-

ation

self-orga. 

learning

II Face-to-

face 

training

III selforga. 

learning

(online 

course)

I Survey & 

interviews
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Survey results 50+ 

Survey:

- April - May 2017 

- 75 respondents

- employees 50+ of

SMEs in Southern 

Germany

- 75 % un-/semi- or

skilled

Empl. Trans

age 54,74 60,56

M # 25 # 14

F # 28 # 8

Cognitive
low

demanding

Lack of
know-how
activation

Equals to
forgetting of
knowledge
and know-

how

Low 
qualified & 

older
employees

Monotonous
& repitious

work

Training as

- cognitive input

- motivator

- maintainm. of

know-how & 

fitness
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0% 10% 20% 30% 40% 50% 60% 70% 80%

good and safe working conditions (including
finances)

employment security

promotion opportunities

self-development

good atmosphere

respect and recognition

belonging to a team

other

Expectations on the job

 employees 50+ (yes) employees transition (yes)

Survey results 50+ 
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Survey results 50+ 

Needs / 
orientation

From career
oriented...

...to emotional 
driven

Cognitions

Experience-
based know-

how

Physical, but 
no cognitive

decline (Ng & 
Feldmann)

Motivation

Less financial
remuneration

More 
recognition, 

acknow-
ledgment

HR activities

Adjust
work place & 
conditions, 
health care

More mental 
work (also 
trainings), 

appropriate
performance
measurement
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0,00

0,50

1,00

1,50

2,00

2,50

3,00

3,50

4,00

4,50

5,00

unskilled skilled autonom. manager

Motivator: Recognition & Respect

HR counsellor

Survey results practitioners 

0,00

0,50

1,00

1,50

2,00

2,50

3,00

3,50

4,00

4,50

5,00

unskilled skilled autonom. manager

Motivator: Good atmosphere

HR counsellor

Survey:

- April - May 2017 

- 4 HR practitioners

- SMEs in Southern 

Germany

- 5 Counselling

practitioners

- Social Security, 

PES
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Survey results practitioners 

=> Growing workload for HR practitioners and department

Knowledge / Information 
management*

Change management: 
organization‘s and employee‘s

transition processes

Retain and maintain human 
capital

(individual development, 
trainings, etc) 

Diversity management

Demographic change
= more age diverse 

staff
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Conclusion

• Training for employees, especially for older employees

• Older adults‘ preconditions for learning

• Integrate older adults‘ individual objectives

• Leverages motivation

• Maintains human capital

• Raise awareness in SMEs HR departments

=> To establish and work towards an ageing and age friendly

working environment
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Conclusion

Support HR practitioners: 

a. through external counselling support (Cedefop, 2011) 

b. training/further education opportunities for HR practitioners

1. Adapt methods and adjust already established tools / 

measurements

2. Consider overall staff‘s and employees‘ needs

3. Change leading style towards a more empathic manner & 

attitude
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Thank you for
your attention! Contact:

Lena Holder 

project‘s coordinator 

at University of Applied Labour Studies

Mail: Lena.Holder@arbeitsagentur.de

Tel.: +49 621 4209-163
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