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Age management used by employers from Małopolska  

 

 

The labour market is a complex machinery in which one of the most important positions is 

occupied by people - their competences, skills, and abilities. For several years, with  

the increased demand for labour and a simultaneous decline in unemployment, Małopolska 

has been facing the employment gap. The economic situation is influenced by the low level 

of economic activity of the region's inhabitants, as well as the problem of an aging society.  

In this situation, it is necessary for specialists in the labour market to propose and 

entrepreneurs to undertake such remedial actions that, at least in part, will be able to 

eliminate the problem of the lack of employees. One of them may be the activation of people 

who have been professionally inactive so far, another - introduction of new management 

solutions that will actually improve the situation of individual employees, and ultimately 

contribute to their longer stay in the labour market. 

 

Diversity management is one of the concepts of organization management that allows  

the entrepreneur to focus not only on the client's needs, but also on the needs of  

the employee generated by age, gender, ethnicity, health or competences. Thanks to a 

properly selected and conducted HR management policy, i.e., one that allows the employee 

to use his skills and competences in a flexible way in the context of opportunities and 

predispositions, the employer can significantly extend the period of his professional activity 

and maximize the benefits associated with employing qualified personnel. 

 

The authors of the report, taking into account the above-defined deficits of the Małopolska 

labour market, decided to focus their attention particularly on issues related to age 

management, i.e., on this element of the concept of diversity management, which concerns 

the identification of health factors influencing economic inactivity, as well as other factors 

conditioning long professional activity.  

 

The study had 3 objectives: 

1) obtaining information on the situation of employees at risk of early professional 

deactivation, 

2) identification of age management strategies and tools used in companies, 

3) identification of good practices related to age management.  

 

The empirical part of the research was conducted on entrepreneurs from Małopolska and 

consisted of 3 elements: a questionnaire survey (CAWI), focus group interviews (FGI) and 

individual in-depth interviews (IDI). The study was carried out from November to December 

2020. 
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The CAWI (Computer Assisted Web Interviewing) survey covered 1,000 respondents.  

Of the 1,000 companies that participated in the survey, sharing their experience in  

the diversity management process, half were micro-enterprises, 1/4 small enterprises,  

1/5 medium-sized enterprises, and every 20th respondent represented a large enterprise.  

 

In order to obtain a more complete picture of the situation, the second element of  

the empirical research was focused group interviews (FGI) conducted on two groups of 6.  

The topics for discussion were the problems included in objective 3 of this study: 

• establishing the level of interest in support in the area of age management for 

companies that do not apply age management practices, 

• establishing the conditions for the application of support in the area of age 

management (testing incentives, expected scope of support, identification of factors 

prompting the use of age management tools, etc.) 

 

Another element was conducting 12 individual in-depth interviews (IDI) both with 

representatives of companies implementing an age management policy (6 entities), as well 

as with those that do not conduct such a policy (6 entities). The topics of the interviews raised 

the remaining issues included in the third objective of the study: 

 

• identification and description of good practices related to age management, 

• assessment of the effectiveness of individual diversity management tools in  

the company, 

• establishing barriers of the use of age management tools / practices. 

 

The most important conclusions from the study: 

 

The greatest impact on the early resignation of employees from their positions have: 

 

PHYSICAL FACTORS MENTAL FACTORS 

activities requiring eyesight concentration work under time pressure 

 

deteriorating health of employees professional burnout 

 

physical effort to move heavy loads excessive work stress 

forced, uncomfortable body position  

fast pace of physical work  
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29% of respondents indicated that women are more at risk of early professional deactivation, 

24% of respondents stated that they are men, and 47% of respondents believe that gender 

does not matter in this case. 

 

GENDER 

MAIN FACTORS 

CONDUCIVE TO 

DEACTIVATION 

THE NATURE OF COMPANIES WITH AN INCREASED 

RISK OF LOSS OF WORK 

WOMAN  
single woman caring for 

a dependent person,  

they operate in the industry of other services as 

well as finance, insurance and real estate, they are 

micro-enterprises, they operate on a local scale, 

they exist for less than a year, women constitute 

more than 75% of the workforce 

MAN 

performance of work 

as a skilled worker and 

having basic vocational 

education 

they operate in the construction and industry 

sectors, they are large enterprises, they operate on 

a European scale, they exist from one to two years, 

men constitute more than 75% of the crew 

 

 

 

Representatives of 2/3 of the surveyed enterprises admitted that they have harmful jobs,  

and only half of them declared that they undertook activities aimed at eliminating the related 

factors harmful to the employee. What is optimistic, 24% of respondents said that although 

their companies do not generate harmful jobs, they still take steps to eliminate harmful 

working conditions. 

 

WORKPLACE 

WITH THE HIGHEST 

DEACTIVATION PERCENTAGE 

FOR HEALTH REASONS 

  (IN %) 

HARMFUL JOBS MOST 

FREQUENTLY INDICATED BY 

ENTREPRENEURS 

(IN %) 

ACTIONS MOST 

FREQUENTLY TAKEN BY 

ENTREPRENEURS 

TO PREVENT HARMFUL 

WORKING CONDITIONS 

19% skilled workers 

mainly: 

industrial workers - 9% 

construction workers - 3% 

welders and metalworking 

workers - 5% 

printing workers - 2% 

electricians -1% 

 

19% office workers 

mainly: 

24% office workers 

mainly: 

secretaries and office 

workers - 15% 

warehouse workers - 5% 

 

18% operators and 

assemblers mainly: 

machine operators - 10% 

drivers - 7% 

 

providing appropriate 

equipment and security 

for work mainly: 

equipping with 

accessories 

and protective clothing, 

use of security 

measures  

 

activities related to 

training and 
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secretaries and office workers 

- 10% 

warehouse workers - 6% 

customer service - 3% 

 

14% of employees at simple 

work mainly: 

simple work in trade - 8% 

cleaners - 5% 

simple work in industry - 4% 

17% skilled workers mainly: 

construction workers - 5% 

printing workers - 5% 

industrial workers - 4% 

 

compliance with health 

and safety rules mainly: 

taking longer or more 

frequent breaks, 

e.g., during work at the 

computer 

 

other solutions rarely 

used (<5% of 

companies) mainly: 

physical activity, 

medical examinations, 

bonuses, holidays 

 

The interest in supporting the implementation of age management tools in one's own 

enterprise is as follows:  

• 24% of companies are interested in obtaining support in the implementation of the age 

management policy 

• 39% of companies are not interested in such support 

• 37% of companies do not know if they are interested 

 

The use of age management tools by individual companies is most often related to their level 

of interest in employee problems in the area of age and the willingness to improve their 

competences in this area. 65% of companies that declared that they are already making 

efforts to identify problems related to age management, were interested in obtaining 

additional support in the process of implementing changes.  

 

Personnel management is one of the key elements of the implementation of the concept of 

diversity management in the enterprise, reducing the negative factors influencing the length 

of the professional activity of individual employees. Greater activity in the application of 

personnel management policies is recorded in the case of large entities operating on a global 

scale, whose business profile is in the group of finance, insurance and real estate (sections K, 

L of the Polish Classification of Activities). 
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The factors most often included in the personnel policies of enterprises are: 

 

Source: Research, own calculations. 

 

83% of entities take into account at least one of the above-mentioned factors in  

the company's personnel policy. 

 59% of the surveyed enterprises declare taking any action to prevent premature 

resignation of employees from work. Among them, 36% take such measures for all 

positions, and 23% only for some. 41% of the surveyed companies declare no action in 

this area. 

 56% of the surveyed entities took measures to counteract unfavourable conditions in 

harmful workplaces, with 32% being companies that declared the presence of harmful 

workplaces, and 24% did not. 

 The larger the company, the higher is the tendency to take measures to prevent 

resignation from work for health reasons. Half of large companies protect employees in 

all positions, while only a third of medium, small and micro companies do so. The share 

of companies declaring no protection was 22% for large, 38% for medium, 42% for small 

and micro. 

 In general, the use of age management tools in companies was most often declared by 

companies: 

− global scale of operations, 

− large, 

− operating in the finance, insurance and real estate industry, 

− with the participation of people over 60 years of age up to 5% 

− operating for from 2 to 5 years, 

− with the participation of women in the company's crew from 51% to 75% 

 The use of age management tools in companies was the least frequently declared by 

companies: 

− operating from 1 to 2 years,  

17%

3%

4%

4%

12%

12%

18%

22%

27%

38%

49%

53%

0% 10% 20% 30% 40% 50% 60%

nie uwzględniamy żadnego czynnika

orientacja seksualna pracowników

pochodzenie etniczne/kulturowe…

wyznanie pracowników

(nie)pełnosprawność pracowników

płeć

sytuacja rodzinna pracowników

zdrowie psychiczne pracowników (well-…

wiek pracowników

zdrowie fizyczne pracowników

wiedza pracowników

kompetencje pracowników
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− operating for less than 1 year, 

− operating on a local scale, 

− operating in construction industry, 

− with the participation of women in the company's crew up to 25%, 

− without employees over 60, 

− being micro companies. 

 

Among the actions taken by employers to prevent the loss of health of their employees, 

companies most often use such tools as:  

 

CO-FINANCING OF 

SERVICES AND 

EXAMINATIONS 

WORKPLACE 

REORGANIZATION 

FLEXIBILITY OF THE 

WORKING TIME OF 

EMPLOYEES 

20% co-financing of 

medical services 

21% ensuring the 

ergonomics of the 

workplace 

19% change in working 

hours 

17% co-financing of sports 

passes 

18% retrofitting the 

workplace 

15% reducing the number 

of working hours 

15% additional health 

tests 

  20% transferring an 

employee to another 

position 

    19% transferring to a 

position requiring less 

physical effort 

 

In the opinion of representatives of companies that have implemented age management 

elements in their own organization, when planning to use this type of solutions, it is necessary 

to focus on the analysis of data that the company has at its disposal as well as the experience 

and commitment of employees already at the preparatory stage. The proposed actions should 

take into account the needs of employees, and the planned solutions must be consulted with 

the employees. After introducing solutions, the key is to constantly verify the introduced 

solutions and improve the achievements.  

 

Companies that do not apply an age management policy emphasized that the implementation 

of such practices should be voluntary. According to the respondents, such solutions are costly 

and involve personnel. In the case of financial support from public entities, the optimal share 

of own involvement was estimated at approx. 20%. In addition, in the case of small 

companies, it is not possible to implement some instruments (e.g., transfer to another 

position, retraining of employees), which additionally puts into question the very idea of 

implementing age management in small companies. Implementing instruments for a small 
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number of employees (private healthcare, sports activities) results in high unit costs per 

employee, which also limits the availability of some instruments for small businesses. 

 

The main barriers related to the implementation of the age management policy in enterprises, 

indicated by representatives of Małopolska companies, are as follows:  

 

Source: Research, own calculations. 
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nie dostrzegamy żadnych barier

zwiększenie zakresu obowiązków działu HR

problem z monitorowaniem efektów zarządzania
wiekiem

niechęć pracowników do instrumentów z zakresu
zarządzania wiekiem

brak współpracy pomiędzy pracownikami różnych
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słaba integracja pracowników z różnych grup
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zarządzającej z zakresu zarządzania wiekiem

brak wiedzy i świadomości znaczenia zarządzania
wiekiem wśród zarządu/wyższego kierownictwa

kultura organizacyjna firmy

brak wiedzy i świadomości znaczenia zarządzania
wiekiem wśród pracowników

brak wsparcia ze strony zarządu/wyższego
kierownictwa

brak szkoleń z zakresu zarządzania wiekiem

niska samoocena pracowników

brak wystarczających funduszy lub ograniczone
fundusze

bariery mentalne wśród pracowników

niechęć młodszych pracowników do ulgowego
traktowania starszych pracowników/ przyznawania…

brak odpowiednich nawyków wśród pracowników (np.
do kształcenia się przez całe życie, dzielenia się…

stereotypy dotyczące wieku

wypalenie zawodowe i stres pracowników

niechęć

pracowników

do zmian

brak środków 
do zarządzania 
wiekiem

niedostateczne 
wsparcie ze 
strony 
kierownictwa

integracja 
pracowników
z różnych grup 
wiekowych

trudności 
wdrożenia 
instrumentów 
zarząd zania 
wiekiem




