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Summary  

Ageing Workforce presents both challenges and opportunities. Challenges include health issues, a 

technological gap, age-related biases, and increased pension costs. On the other hand, older workers bring 

experience, loyalty, and stability, while multigenerational teams foster creativity. Flexible working 

arrangements and continuous education are essential for maintaining productivity and creating an 

inclusive work environment. 

Glossary 

1. Ageing Workforce: A demographic trend where older workers (typically 50+ years old) 

constitute a significant portion of the labor market, characterized by longer life expectancy, 

changing retirement policies, and the need for age-inclusive workplace strategies that value 

experienced employees' skills and address potential age-related challenges. 

2. Ageism: Discrimination, stereotyping, or prejudice against individuals or groups based on their 

age, typically targeting older workers in professional settings, which can lead to unfair treatment, 

limited opportunities, and marginalization in the workplace. 

3. Age-diverse teams: Work groups intentionally composed of employees from different age 

groups, designed to leverage varied perspectives, skills, and experiences to enhance 

organizational innovation, problem-solving, and overall team performance. 

4. Technological Gap: The disparity between different generations or individuals in their 

understanding, skill levels, and comfort with using digital technologies and emerging workplace 

tools, which can impact communication, productivity, and collaboration within organizations. 



 

5. Pension Costs: The total financial expenses associated with providing retirement benefits to 

employees, including contributions, payouts, administrative expenses, and long-term funding 

obligations for organizational or governmental pension systems. 

 

Understanding age discrimination laws and equal 

Opportunities in the Danube region  
 

Population ageing and demographic changes in the Danube region, which includes both EU and non-EU 

countries, lead to an ageing workforce. This trend requires employers to adapt employment policies and 

ensure equal conditions for all age groups. The European Union prohibits age discrimination through 

Council Directive 2000/78/EC, which is implemented in the legislation of the Danube countries with 

certain limitations when justified. 

 

• In Croatia, legislation obliges employers to treat all age groups equally and supports active measures 

for including older workers. 

• Hungary also prohibits age discrimination and focuses on employment programs for older people. 

• Romania promotes inclusivity, but older workers often face practical challenges, including employer 

prejudice. 

• In Germany, the "AGG" law protects older workers and provides flexible working hours and additional 

training programs. 

 

Despite laws, older workers often face prejudices, such as perceived lower adaptability, even though they 

bring experience, expertise, and stability.  Employers should recognise these advantages and implement 

policies like lifelong learning, flexible working hours, and mentoring programs. Creating an inclusive work 

environment that supports all age groups is crucial for the region's future economic development. 



 

Myths and Prejudices about Older Employees 

Myths vs. Reality 

 

• Myth: Older employees are not productive. Reality: They have a high work ethic and 

experience that compensate for physical challenges. 

• Myth: They are resistant to change, especially technology. Reality: With appropriate training, 

they are willing to learn and adapt. 

• Myth: They are often sick and cause higher costs. Reality: They rarely miss work due to their 

work ethic. 

• Myth: They hinder innovation. Reality: They bring a deep understanding and practical 

approaches. 

 

Causes of Prejudices: 

 

• Cultural factors and emphasis on youth. 

• Media creating negative stereotypes. 

• Lack of lifelong learning opportunities for older workers. 

 

Recommendations: 

• Educate employers on the actual abilities of older employees. 

• Implement mentoring programs for intergenerational collaboration. 

• Provide lifelong learning and flexible working conditions. 

 

Combating Ageism and Promoting an Inclusive Work 

Culture 

Ageism refers to prejudices and discrimination based on age, often directed toward older employees but 

can also affect younger workers. This can result in reduced motivation and limited career opportunities 



 

for all age groups. The goal of the lecture is to analyse ageism and offer strategies for building an inclusive 

culture that values employees of all ages. 

 

Examples of Ageism in the Workplace: 

• Assumptions that older workers are unable to learn new technologies. 

• Stereotypes about younger workers being less responsible. 

• Lack of training for older employees because they are considered to "no longer need it." 

Advantages of an Inclusive Culture: 

• Knowledge Diversity: Combining experiences of different age groups fosters innovation and 

diversity of perspectives. 

• Increased Creativity: Different generations bring creative solutions. 

• Improved Work Environment: A culture that values all generations creates a sense of belonging 

and engagement. 

 

Strategies to Combat Ageism: 

• Education: Conduct ageism training for all employees and managers. 

• Intergenerational Mentorship: Establish programs where younger and older workers exchange 

knowledge. 

• Flexible Work Arrangements: Introduce flexible working conditions, such as remote work or 

reduced hours. 

• Fair Employment Policies: Apply a "blind" candidate selection process without indicating age. 

• Lifelong Learning: Provide continuous education and professional development for all 

employees. 

• Positive Communication: Promote the successes of employees of all age groups within the 

company. 

• Measurement and Monitoring: Regularly analyse employee data and experiences to eliminate 

ageism practices. 

 



 

Building Age-Diverse Teams 

Multigenerational teams include members of different age groups (e.g., Baby Boomers, Generation X, 

Millennials, Generation Z). Age diversity brings a wealth of experience and different perspectives, which 

is becoming increasingly important considering the ageing workforce in many sectors. The lecture aims to 

show how to leverage the strengths of multigenerational teams and promote collaboration among 

different age groups. 

 

Advantages of Multigenerational Teams: 

• Diverse Perspectives: Older members bring experience and a deep understanding of the 

industry, while younger members introduce innovation and technological skills. 

• Method Synthesis: Combining traditional and new approaches leads to creative and more 

effective solutions. 

• Knowledge Transfer: Older workers can mentor younger ones, while younger workers teach 

older ones about modern technologies. 

• Increased Innovation: Different views and experiences within the team encourage innovation. 

 

Challenges in Multigenerational Teams: 

• Stereotypes: There are prejudices about the flexibility of older workers and the responsibility 

of younger ones. 

• Communication Styles: Different generations prefer different ways of communication (in-

person meetings vs. digital tools). 

• Managing Expectations: Differences in expectations regarding working conditions and 

advancement. 

• Resistance to Change: Scepticisms toward new technologies and frustration with the pace of 

innovation. 

 

Strategies for Effective Management: 



 

• Intergenerational Mentorship: Establish programs for knowledge exchange between older and 

younger employees. 

• Respectful Culture: Encourage the appreciation of all team members, emphasising the unique 

qualities of each employee. 

• Skill Development: Organise training for collaboration, communication, and overcoming 

stereotypes. 

• Flexibility: Adjust schedules and working methods according to the needs of different 

generations. 

• Shared Goals: Clearly define team goals, highlighting the importance of each member's 

contribution. 

• Open Communication: Create an environment where everyone feels free to express their 

opinions and suggestions. 

 

Case Study about HEP 

HEP 

 
 

Country and Region: Croatia, Central and Eastern Europe 

Sector:  Energy sector, electricity generation and distribution 

Size and scope: HEP is a large state-owned company with over 11,000 employees. It operates nationally 

in Croatia and, through affiliated companies and projects, has a presence in neighbouring countries. 

Website link:  https://www.hep.hr/ 

 

 

 

 

https://www.hep.hr/


 

About the company:  

Hrvatska elektroprivreda (hereinafter “HEP”), founded in 1895, is one of the most significant energy 

companies in the region. It is responsible for the generation, transmission, distribution, and supply of 

electricity and also manages gas and heating systems. HEP plays a key role in Croatia’s energy security and 

infrastructure. 

 

The challenge: 

HEP is grappling with challenges stemming from its ageing workforce, as more than 30% of its employees 

are over the age of 50. This situation has resulted in several significant concerns: 

• A potential loss of specialised technical knowledge and expertise as senior staff members retire. 

• A decline in productivity due to the rising incidence of health-related issues among older 

employees. 

• A slower pace of adapting to new technologies among the older workforce, has complicated the 

shift toward digital business processes. 

 

The solution:  

To address the challenges of an ageing workforce, HEP implemented several strategic measures: 

• Mentoring programs: Senior employees took on mentoring roles, passing their rich technical 

knowledge to younger employees, ensuring knowledge continuity within the company. 

• Flexible work arrangements: Options such as reduced working hours and remote work were 

introduced, allowing older workers to gradually transition into retirement without causing a 

sudden loss of key personnel. 

• Lifelong learning programs: HEP provided training and development programs, allowing older 

employees to acquire new skills and adapt to modern technologies, ensuring they remain 

competitive and effective. 

 

 

 



 

The impact:  

HEP stands out as a strong example of how companies can effectively navigate the challenges of an ageing 

workforce. The company has successfully implemented strategies that not only address these challenges 

but also yield valuable outcomes: 

 

• Minimising knowledge loss: By introducing mentoring programs, HEP ensured that the valuable 

expertise of senior employees is passed down to younger generations, preserving critical technical 

skills within the company. 

• Retaining experienced employees: HEP’s use of flexible work arrangements allowed for the 

prolonged retention of seasoned employees, reducing turnover and lowering the costs associated 

with hiring and training new staff. 

• Enhancing productivity: Through lifelong learning initiatives, HEP empowered older workers to 

stay up to date with new technologies, improving their performance and efficiency across the 

board. 

 

HEP’s proactive approach not only secures business continuity but also facilitates the seamless transfer of 

crucial skills and knowledge to younger employees, making it an exemplary model for companies facing 

similar demographic challenges. 

 

Content Evaluation  

1. Which of the following best describes employers' obligations towards older workers under labour 

legislation? 

a) Hiring only younger workers. 

b) Hiring older workers only on temporary contracts. 

c) Ensuring equal opportunities without age-based discrimination. 

d) Mandatory retirement of older workers after the age of 65. 



 

2. According to the legislative framework in most EU countries, what is a key obligation of employers 

towards older employees? 

a) Offering them exclusively administrative positions. 

b) Providing safe working conditions regardless of age. 

c) Requiring them to work full-time. 

d) Encouraging early retirement to make way for younger workers. 

 

3. Which of the following is a legal requirement for employers regarding the training and development 

of older employees? 

   a) Older employees must be excluded from technological training. 

   b) Employers must provide equal access to training and development for employees of all ages. 

   c) Employers are not required to offer training to employees over 50. 

   d) Training programs should focus solely on younger employees. 

 

4. Which of the following statements represents a common myth about older employees? 

a) Older employees possess rich experience and knowledge. 

b) Older employees are less productive and cannot keep up with the pace of younger colleagues. 

c) Older employees can be excellent mentors to younger workers. 

d) Older employees often contribute to workplace stability. 

 

5. Which of the following misconceptions is often associated with the performance of older employees? 

a) Older workers cannot learn new technologies fast. 

b) Older employees bring stability to the team. 

c) Older employees can enhance team innovation. 



 

d) Older workers are capable of solving complex problems thanks to their experience. 

 

6. What is the key skill needed for effectively managing a multigenerational team? 

a) Favouring older employees in decision-making. 

b) Adapting communication styles to different age groups. 

c) Assigning more responsible tasks only to younger employees. 

d) Limiting interactions between generations. 

 

7. What is the best way to promote cooperation between older and younger employees in a team? 

a) Dividing tasks according to age. 

b) Implementing mentoring where older employees share knowledge with younger ones. 

c) Prioritizing one generation within the team. 

d) Focusing all training exclusively on younger workers. 

 

8. Which of the following elements is crucial for creating an inclusive work environment that values age 

diversity? 

a) Providing career development opportunities for employees of all age groups.  

b) Directing training programs only towards younger employees. 

c) Dividing teams according to age groups. 

d) Focusing exclusively on technical skills. 

 

9. Which of the following strategies would most contribute to creating a work environment that values 

age diversity? 

a) Applying a uniform management style for all age groups. 



 

b) Flexible work arrangements tailored to the needs of older employees.  

c) Prioritizing younger employees for promotions. 

d) Excluding older workers from digital training programs. 

 

10. What is a key strategy for ensuring that older employees remain engaged and productive in the 

workplace? 

a) Assigning older employee’s fewer responsibilities. 

b) Offering lifelong learning and reskilling opportunities tailored to their needs. 

c) Encouraging older employees to transition to part-time roles immediately. 

d) Limiting their participation in decision-making processes. 
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