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Abstract
This article analyses the role of age stereotypes in the employability of older people. Unlike in 
existing studies, we shift emphasis from a direct consideration of stereotypes, focusing instead on 
skill requirements during recruitment. Using five waves of an employer survey from Poland, we 
assess how the likelihood of recruiting people over 50 years old depends on the skill requirements 
of the post. This study uses a real-life framework by referring to existing vacancies and actual 
requirements that reflect labour demands at the scale of an entire national labour market. The 
results suggest that some requirements lead to age bias during recruitment, and the chances 
of an older candidate being hired are especially hindered in jobs requiring computer, physical, 
social, creative and training skills. By illustrating an indirect link between age stereotypes and 
age discrimination, this study contributes to an understanding of the mechanisms that reduce 
employability of older people.
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Introduction

One of the primary responses to a rapidly ageing population is a set of policies that 
increase employment among older age groups; nevertheless, one of the difficulties faced 
in developed countries is the low employability of older jobseekers (Patrickson and 
Ranzijn, 2003; Tisch, 2015). Employability, or the capacity to gain or remain in employ-
ment, relates to the set of skills offered by a job applicant, which can be used at work 
(Fugate et al., 2004). Unemployed people aged 50 or over have little chance of finding a 
job, and a much lower probability of changing employers than younger or middle-aged 
people (Gielen and van Ours, 2005; Heywood et al., 1999). Despite shrinking and ageing 
labour markets, employers are reluctant to recruit older candidates (van Dalen et al., 
2009). In a meta-analysis of this topic, Wanberg et al. (2016) demonstrated that the 
chances of re-employment after a job loss greatly deteriorate for individuals over 50. 
Questions on why people of a certain age are perceived to be too old to work, and what 
mechanisms drive the lower employability of older people, are priorities in the research 
agendas of ageing societies.

It is widely argued that the low employability of older people is triggered by adverse 
age stereotypes that motivate discriminatory practices by employers (Bytheway, 2005; 
Kirchner and Dunnette, 1954; Organisation for Economic Co-operation and 
Development (OECD), 2006; Perry and Finkelstein, 1999). Given the importance and 
popularity of this thesis, the evidence for it is surprisingly weak. Three approaches 
have been attempted so far in the related research. First, some authors have investi-
gated general attitudes towards older workers in different countries, primarily through 
surveys (Gringart et al., 2005; Harper et al., 2006; Lu et al., 2011; Ng and Feldman, 
2008; Posthuma and Campion, 2009; Taylor and Walker, 1998; Turek and Perek-
Białas, 2013; van Dalen et al., 2010) or qualitative interviews (Loretto and White, 
2006). They suggest that negative opinions about older workers almost universally 
correlate with unfavourable company practices or support for early retirement, and that 
little has changed in this respect in recent decades (Rosen and Jerdee, 1976). Based on 
these types of data, some authors then conclude that stereotypes have a causal role 
(Taylor and Walker, 1998), but the data show only a link between general attitudes and 
recruitment intentions regarding an abstract category of workers, with no clear impli-
cation for real-life behaviours. The second approach is to use quasi-experimental ques-
tionnaires (e.g. vignette or factorial surveys), with most studies finding that age 
stereotypes influence hiring intentions (in the US: Abrams et al., 2016; Fasbender and 
Wang, 2016; in the Netherlands: Karpinska et al., 2011; Oude Mulders et al., 2018), 
with a few reporting no relationship (in the Netherlands: Karpinska et al., 2013). The 
advantage of this approach is that information on individual older workers is incorpo-
rated during the analyses. However, its main disadvantage is its low ecological validity 
(i.e. approximation of real-world situations; Hughes and Huby, 2004). For example, 
Abrams et al. (2016) did not investigate employers; instead they asked workers to 
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imagine being an employer who must choose between two candidates. Other studies of 
employers report only general attitudes toward hypothetical employees, and not actual 
recruitment intentions regarding older workers. As for the first approach, hypothetical 
opinions predict behaviours poorly, especially if a company is not hiring at the time of 
the research and no preferences exist. The third type of research addresses this limita-
tion. Recruitment exercises arranged as field experiments show some forms of dis-
crimination against older candidates (e.g. older applicants receive fewer invitations for 
interviews and job offers than younger candidates). Such findings appeared in France 
and England (Riach and Rich, 2006, 2010), Australia (Gringart and Helmes, 2001), 
Sweden (Ahmed et al., 2012), Switzerland (Krings et al., 2011), Spain (Albert et al., 
2011) and the United States (Neumark et al., 2016). Although these studies provide 
reliable proof of age selection in real-life contexts, they can generally only hypothesise 
why it occurs. Above all, they do not offer evidence of the role of particular age stereo-
types in the likelihood of recruitment. Such experiments were also conducted in spe-
cific contexts, limiting their external validity. Large-scale, comprehensive studies that 
include different types of companies and jobs are required for this purpose.

In this article, we deepen our understanding of the role of age stereotypes in the 
employability of older people by showing that recruitment decisions are affected by age-
based opinions regarding skills. This study contributes to the literature in three ways. 
First, contrary to usual approaches, we shift the emphasis from stereotypes to skill 
requirements during recruitment. This offers a more realistic perspective of employers’ 
decision processes, during which the fit of candidates’ profiles to requirements is the 
most important element. Age discrimination does not necessarily result from conscious 
and explicit ageist stereotypes (Levy and Banaji, 2002; Stypińska and Nikander, 2018). 
As will become clearer in the following sections, age discrimination can operate indi-
rectly through the requirements that apply to the position. We ask whether the likelihood 
of recruiting people over 50 depends on the particular skill requirements defined by 
employers for their vacancies. If employers’ recruitment decisions were unaffected by 
age stereotypes, we would expect no relationship between skill requirements and age 
preferences. However, when specific requirements reflect stereotypes regarding older 
workers’ skills, we expect a positive or negative influence on the likelihood of employ-
ing older candidates. As we show in this study, the chances of older candidates being 
hired in Poland are particularly hindered in jobs requiring computers, or physical, social, 
creative and training skills. By avoiding direct opinions on skills of younger and older 
workers, we limit response biases related to the reporting of socially correct opinions. 
The results then provide more robust empirical evidence of the mechanisms that link 
age-based skill stereotypes with the employability of older candidates.

Second, in this study we analyse the role of age stereotypes in the real-life context 
of a labour market by focusing on the likelihood of recruitment expressed by employ-
ers in respect of existing vacancies, including consideration of their actual require-
ments. This realistic framework (i.e. not abstract or hypothetical) enhances the 
ecological validity of the research compared to vignette or general opinion studies 
(Hughes and Huby, 2004). Data came from five waves of a large, representative 
employers’ survey in Poland. Employers seeking workers described the positions 
offered and their requirements, including skills and age requirements. Using mixed 
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logit models, we analyse the likelihood of recruiting people over 50 years old, condi-
tional on a range of skill requirements.

Third, unlike in existing studies (especially field experiments), we use large-scale 
data that show a representative image of labour demand at the scale of an entire national 
labour market. The evidence is therefore stronger because it covers a period of five years, 
mitigating period-specific fluctuations. By using one of only a few large-scale employ-
ers’ surveys conducted in central Europe, this study broadens the empirical base regard-
ing age discrimination. By assessing Poland’s labour market, we provide insights from a 
post-transition labour market, in which employability and employment rates for older 
people are among the lowest of all OECD countries. In 2014, Poland’s employment rate 
for the group aged 50–64 for women and men was 44% and 60.3% (compared to the EU 
average of 54.3% and 67.1%; Eurostat data), the average retirement age was 59.5 and 
62.2 (EU average: 61.8 and 62.9; OECD data), and the eligible retirement age was 60 
and 65, respectively. Poland is the sixth largest labour market in the EU and the largest 
in Central and Eastern Europe (with almost 17 million workers, of whom 4.4 million are 
50-plus; Eurostat data). At the same time, Poland is one of the most rapidly ageing 
European countries – by 2030 the share of the population aged 65-plus in Poland will be 
50% higher (EU average: 26%; Eurostat projection). There is not much evidence on the 
strength of age stereotypes and discrimination in Poland in comparison with other coun-
tries, but the available information suggests that it can be placed at around the European 
average (Stypińska, 2014; Turek and Perek-Białas, 2013; van Dalen et al., 2012).

Age-based skill stereotypes

Literature on ageist attitudes draws a distinction between cognitive mechanisms, 
expressed through age stereotypes, and behavioural mechanisms that take the form of 
age discrimination (Cuddy and Fiske, 2000; Stypińska and Nikander, 2018). Although 
age-based skill stereotypes do not automatically lead to adverse behaviours, the prevail-
ing opinion is that they constitute the basis for discrimination at work (Bytheway, 2005; 
OECD, 2006; Perry and Finkelstein, 1999). Early research into old-age stereotypes con-
ducted during the 1950s suggested that managers’ negative attitudes contribute to the 
employment problems of older people (Bird and Fisher, 1984; Kirchner and Dunnette, 
1954). Since then, numerous studies have investigated ageist opinions, but as Harper 
et al. (2006) argue, the general picture of an older worker has not changed that much. 
Despite cultural diversity, age-based beliefs are similar in structure and essence across 
countries (Chiu et al., 2001; Harper et al., 2006; van Dalen et al., 2009). One of the most 
harmful old-age stereotypes is low productivity (Ng and Feldman, 2008; Taylor and 
Walker, 1998; van Dalen et al., 2010). However, as a general work outcome, productivity 
cannot be required explicitly for a vacancy, and is thus less relevant for the study of 
recruitment than specific skill stereotypes. Numerous studies of age-based skill stereo-
types have revealed a stable set of opinions shared by employers and employees. Taylor 
and Walker (1998) point to stereotypes that create primary barriers to old-age employ-
ment (i.e. a lack of perceived trainability, low creativity, poor physical capabilities and a 
lack of ability to work with younger workers). Posthuma and Campion (2009) report that 
the most common old-age stereotypes include aversion to change, poor flexibility, poor 
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ability to learn and a high cost of employment. Positive opinions include responsibility, 
loyalty, fairness and engagement. In a meta-analysis, Bal et al. (2011) found that old age 
associates positively with reliability, but negatively with interpersonal skills and poten-
tial for development. Other authors found strong opinions regarding a decline in health 
and physical ability among older workers (Chartered Institute of Personnel and 
Development (CIPD), 2005; Ng and Feldman, 2013b). In a survey of Dutch employers, 
van Dalen et al. (2010) found that workers aged 50 and over are assessed lower than 
those under 35 on skills related to the capacity to deal with workloads, willingness to 
learn, adaptability, new technological skills, and flexibility, but higher on customer-ori-
ented skills, reliability, commitment and accuracy. Similar results were obtained from 
other surveys conducted in the Netherlands (Karpinska et al., 2013; van Dalen and 
Henkens, 2017), Poland (Turek and Perek-Białas, 2013) and other European countries 
(van Dalen et al., 2012).

Based on studies of age stereotypes, it is possible to predict that we will observe the 
effects of age stereotypes in recruitment contexts. If the likelihood of recruiting older 
workers is affected by ageist stereotypes, positive or negative effects of those require-
ments related to stereotypes would be expected. Contrarily, in cases of skills not sub-
jected to stereotypical beliefs, we expect no relationship between skill requirements 
and age preferences. We would then specify negative-, positive- and neutral-skills 
hypotheses:

H1. Employers are less likely to recruit workers aged 50 and over in jobs that require 
skills that feature in negative stereotypes about the capabilities of older workers.

H2. Employers are more likely to recruit workers aged 50 and over in jobs that require 
skills that feature in positive stereotypes about the capabilities of older workers.

H3. The likelihood of recruiting workers aged 50 and over is unaffected by skill 
requirements that are not featured in stereotypes about older workers.

Data used for this study are described in a later section, but it is useful to point out 
what skills are included among negative-, positive- and neutral-expected groups. 
Previous studies provide reliable grounds for expecting computer and physical skills, as 
well as creativity to be negatively associated with old age (CIPD, 2005; Conen et al., 
2012; Ng and Feldman, 2013a). The positive group includes managerial skills, independ-
ence at work and office skills (based on positive results for responsibility, accuracy, reli-
ability or engagement, see: CIPD, 2005; Gringart et al., 2005; Posthuma and Campion, 
2009; Turek and Perek-Białas, 2013; van Dalen et al., 2010). The neutral group includes 
analytical, mathematical and technical skills because these were not expected to feature 
in age stereotyping, given the lack of direct evidence in this respect. Additionally, social 
skills were included here due to the mixed results of previous studies (Bal et al., 2011; 
Turek and Perek-Białas, 2013; van Dalen et al., 2010).

Furthermore, we expect employers to have requirements regarding the trainability of a 
candidate – a set of skills, abilities, and attitudes that allow updating and acquisition of 
knowledge and competencies. This is suggested by evidence of strong stereotypes, 
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according to which the ability to learn and develop declines with age (Maurer, 2001; 
Posthuma and Campion, 2009; Taylor and Walker, 1998), as well as by economic theories. 
Human capital theory and the deferred payment model (Heywood et al., 1999; Hutchens, 
1988; Lazear, 1979) predict that companies focus on the training of younger workers as a 
more reasonable strategy from a career development perspective. In this sense, returns on 
investment regarding the human capital of older workers are lower due to shorter expected 
remaining working times. In contrast there is some suggestion that career expectancy is 
not that important when comparing younger and older workers. Younger workers change 
job more often, and such events are less predictable then retirement. Moreover, the highest 
returns from investments in human capital are in the first year or the first few years, 
implying that employers have no long-term expectations on this (Canduela et al., 2012). 
Nevertheless, data from many countries show lower rates of participation for training of 
older employees (European Centre for the Development of Vocational Training (Cedefop), 
2012; Lazazzara et al., 2013). Hence, we formulate the fourth hypothesis:

H4. Employers are less likely to recruit workers aged 50 and over in jobs that require 
a high degree of training.

Previous studies also show that the acceptance rate of older candidates differs due to 
the size and sector of a company, and the type of job offered (Perry and Finkelstein, 
1999; Posthuma and Campion, 2009). Staff shortages and difficulties with recruitment 
also encourage companies to accept older people (Henkens et al., 2008; Taylor et al., 
2012). We may also expect a relationship between preferences towards age and gender. 
According to ‘job-typing’ theory, when employers wish to recruit they have a clear pic-
ture of the ideal candidate, which could exclude some groups (Oswick and Rosenthal, 
2001; Perry and Finkelstein, 1999). Many studies find that older women are more likely 
than men to experience ‘double jeopardy’, involving ageist attitudes in recruitment due 
to potential misfit in two dimensions (i.e. age and gender) (Duncan and Loretto, 2004; 
Harnois, 2015).

Data and methods

Data

Data were obtained from five waves of the Human Capital Study–Employers Survey 
(HCS-ES) conducted in Poland between 2010 and 2014. HCS is the largest Polish 
employers’ survey (N2010–2014 = 80,017; N2010 = 15,841; N2011 = 16,158; N2012 = 16,000; 
N2013 = 16,005; N2014 = 16,013). It includes private and public enterprises of all sizes 
and from all sectors, excluding agriculture and public administration. The samples are 
representative at the national level and at each of the 16 regions in Poland (with n > 1000 
in each). Sampling was stratified by six main sectors, 16 regions and four size groups, 
and was split into random and panel sections. The random sample covered companies 
employing from 1 to 99 people (excluding self-employed) and was independent for each 
wave. The panel survey included all Polish companies with more than 100 employees 
who were contacted at each wave (12,002 companies participated in more than one 
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wave, and 551 in all five). Data were collected in 96% of cases via telephone interviews, 
supported in 4% of cases by personal or web-based interviews. The survey was part of 
the Human Capital Study, one of the largest labour-market research programmes in 
Europe (Górniak, 2015).

Dependent variable

Respondents were asked whether their companies were ‘currently looking for any people 
to work’, and those who answered affirmatively (approximately 17% during each wave, 
n = 15,408) identified and described the positions. Where a company was offering two 
or more jobs, one was selected randomly. Respondents were then asked about the char-
acteristics and requirements of the position, including skills and preferred age of candi-
dates. The dependent variable indicates acceptance of a worker aged 50 years or over 
(No/Yes), and was prepared based on an open-ended question about age preference for a 
candidate: ‘What is the minimum and maximum age of a person you are looking for, for 
this position?’. Respondents indicated both a low and high age, or could answer that one 
or both age limits were unimportant. Out of those recruiting, 67.3% (n = 10,371) pro-
vided a specific upper age limit as a criterion for employment – they received the value 
of 1 if the age was equal or higher than 50 and 0 otherwise. For 32.1% (n = 4941) of 
recruiting employers, the upper age limit was not important – they were assigned a value 
of 1 assuming that they would accept a 50-year-old candidate as well. There was a rate 
of 0.6% (n = 96) missing values.

Other possible analytical approaches, such as a sample restricted to employers with 
specific age preferences and two-stage selection models, returned almost the same 
results. We tested other threshold values for the dependent variable (e.g. 45 or 55 and 
over), and the results were consistent (see Sensitivity analysis). We chose the 50 and over 
value due to its embeddedness in social awareness as an indication of an older worker, 
and its standard use in public policies (OECD, 2006).

Skill requirements

Each employer was asked about the requirements for a candidate for a specific position. 
Skill requirements were measured with the question ‘Are these skills required for this 
position? If yes, at what level?’, followed by a set of pre-defined skills, with answers 
ranging from 0 (not required) to 4 (very high level). Training skills requirements were 
indicated using a separate question about planned initial job-training intensity, with a 
scale ranging from 0 (low degree, i.e. a newly hired person will be fully prepared to work 
and require no training) to 3 (high degree, i.e. she or he will receive full job training). The 
detailed wording of all items appears in Table 1. To provide better comparativeness in 
multivariate models, the variables were standardised into z-scores (mean = 0; SD = 1).

Control variables

The models were controlled for the size of the company (i.e. four groups with 1–9, 10–
49, 50–249 and 250 or more employees) and its sector of activity (six sectors). We also 
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included type of ownership (i.e. public or mixed, private) and region. ‘Training’ indi-
cated whether the company provided training to workers within the last 12 months. 
Recruitment problems were based on the question: ‘Has your company had any prob-
lems finding suitable candidates for this position? (No/Yes)’. We also controlled for gen-
der preference for the vacancy (men, women, gender not important).

An open-ended question was asked about the kind of vacancy referred to. Answers 
were coded into categories from the International Standard Classification of Occupations 
(ISCO-08). We used eight general ISCO categories, excluding category 6, skilled agricul-
tural, because this study does not assess the agricultural sector. For descriptive purposes, 
they were grouped into three classes of high-, medium- and low-skill jobs based on ISCO 
classification and the average number of years of education of the current workforce.1

Analytical approach

To estimate the likelihood of hiring a candidate aged 50 or over, we used mixed logit 
models. The maximum pooled sample from five waves of HCS-ES included 15,312 
observations of companies that were seeking employees and had expressed a preference 
for accepting a 50-plus candidate. Owing to the partly panel design of the study, these 
observations come from 12,914 different companies (11,168 with single observations, 
1746 with at least two observations, of which 152 with observations from four five 
waves). To account for the repeated appearance of some companies across waves, and to 

Table 1. Skill requirements – definitions.

Group Skills Question wording  

Negative-
expected

Computer Use of computer and internet 0 – not required
1 – basic level
2 – medium level
3 – high level
4 – very high level

Creativity Artistic and creative abilities
Physical Physical skills

Positive-
expected

Managerial Managerial skills and organisation of work
Independence 
at work

Organisation of own independent work 
and taking initiative

Office Organisation and performance of office 
work

Neutral-
expected

Analytical Searching and analysing information and 
drawing conclusions

Mathematical Performing mathematical calculations
Technical Service, repair and installation of technical 

equipment
Social Contacts with other people, both co-

workers and clients
Training skills Do you plan that the newly hired person will:

0 – be fully prepared to work and require no training
1 – receive a little job training
2 – receive more extensive job training
3 – receive full job training
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correct standard errors for within-correlations, we used a mixed (multilevel) random 
intercept model with observations clustered in companies (Heisig et al., 2017). Data 
were unweighted, but the models included sampling variables (i.e. sector, region and 
size). Characteristics of the sample are presented in Table 2. 

Table 2. Descriptive statistics of dependent and independent variables in the analysed sample.

% N

Accepts candidate 50+ No 37.9 5804
 Yes 62.1 9508
Company size 1–9 19.9 3043
 10–49 30.9 4729
 50–249 28.7 4392
 250+ 20.6 3148
Sector of company (NACE) Manufacturing, Mining 31.4 4796
 Construction, Transport 17.7 2710
 Trade, Services 20.3 3096
 Professional services 13.0 1987
 Education 8.1 1235
 Health, Culture, Public 

administration
9.6 1465

Experienced recruitment problems No 30.1 4513
 Yes 69.9 10492
Training for workers (past 12 months) No 28.1 4296
 Yes 71.9 10993
Type of ownership Public or mixed 19.5 2988
 Private 80.5 12324
Preferred gender Female 13.6 2087
 Male 43.8 6699
 Not important 42.6 6526
Occupation (ISCO): High-skill jobs 1. Managers 3.8 556
 2. Professionals 24.5 3577
   Medium-skill jobs 3. Technicians 11.5 1679
 4. Clerical, office 5.7 833
 5. Services and sales 13.3 1945
   Low-skill jobs 7. Craft (skilled manual) 24.9 3644
 8. Plant, machine operators 11.1 1620
 9. Elementary 5.2 765
Year of research 2010 21.9 3345
 2011 21.9 3355
 2012 20.5 3143
 2013 16.6 2541
 2014 19.1 2928
Total 100.0 15,312

Note: 16 regions (voivodeships) not shown. ISCO: International Standard Classification of Occupations; 
NACE: Statistical classification of economic activities in the European Community.
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Results

Descriptive statistics

The age of a candidate was unimportant to 32% of employers who were hiring. The 
remainder reported a maximum accepted age. The average value was 45 years (SD = 
9.5) and 44.0% of respondents accepted candidates aged 50 and over (in 2010, it was 
41.0%; 2011, 41.1%; 2012, 46.7%; 2013, 44.9%; and 2014, 46.8%). Assuming that 
respondents for whom the age range did not matter would accept a candidate of any age, 
acceptance of 50-plus increased to 62%.2 Nevertheless, the results suggest that four out 
of 10 job offers involved rejection of older people in advance.

Skill requirements differed according to the type of job offered (Table 3). For medium- 
and high-skill jobs, the most desirable were social skills (required in 78% and 86% of job 
offers, respectively) and independence at work (66%, 83%). Also in high demand were 
computer (47%, 66%) and analytical (46% to 71%) skills. In low-skill jobs, most impor-
tant were physical ability (51%) and independence (43%). The least desirable skills were 
creativity (10% in total) and office skills (15%). Initial training intensity was low: 31% 
of companies planned extensive or full job training for newcomers.

Multivariate models

We estimated three models, each having more than 14,000 observations from more than 
12,000 companies investigated across all five waves (Table 4). Model 1 includes year, 
region and control variables. Model 2 adds information about the occupation of a vacancy 
and preferred gender. Model 3 includes skill requirements. In addition to odds ratios (ORs), 

Table 3. Descriptive statistics of skill requirements (original values).

High-skill 
jobs

Medium-skill 
jobs

Low-skill 
jobs

Total 

 % high M % high M % high M % high M

Negative-
expected skills

Computer 65.9 2.73 47.2 2.10 6.6 0.56 36.2 1.66
Creativity 18.3 1.00 9.2 0.66 5.2 0.44 10.1 0.67
Physical 20.5 1.38 26.6 1.61 50.8 2.42 34.5 1.86

Positive-
expected skills

Managerial 32.6 1.60 18.1 1.07 7.9 0.68 18.0 1.06
Independence 
at work

83.0 3.06 66.4 2.71 42.5 2.19 61.4 2.60

Office 23.2 1.48 22.8 1.30 2.0 0.23 14.7 0.93
Neutral-
expected skills

Analytical 70.6 2.77 45.6 2.08 15.7 1.16 40.5 1.90
Mathematical 40.4 1.87 37.2 1.82 13.7 1.06 28.8 1.53
Technical 9.6 0.63 9.3 0.65 24.9 1.46 15.5 0.97
Social 86.3 3.16 78.0 3.00 39.3 2.17 64.9 2.72

Training skills 23.1 0.93 38.2 1.38 31.1 1.22 31.3 1.20

Notes: % high: percentage of companies requiring a high level of the skill. For skills: answers 3 ‘high’ and 4 
‘very high’ are combined. For training skills: answers 2 ‘extensive training’ and 3 ‘full training’ are combined. 
M: mean. N ranged from 15,224 to 15,312.
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Table 4. Mixed logit models for the likelihood of accepting a candidate aged 50+ (odds ratios).

Model 1 Model 2 Model 3 MMC

 OR OR OR

Size (Ref.: 1–9) (54.0)
  10–49 1.52*** 1.50*** 1.44*** 5.9***
  50–249 2.37*** 2.20*** 2.03*** 11.2***
  250+ 3.23*** 2.85*** 2.68*** 15.3***
Sector (Ref.: Manufacturing, Mining) (61.1)
   Construction, Transport 1.11 1.08 1.06 0.9
   Trade, Services 0.59*** 0.75*** 0.78** −4.0**
   Professional services 0.87 1.03 1.04 0.7
   Education 1.21 1.52** 1.45** 5.7**
   Health, Culture, Public administration 1.84*** 2.28*** 2.00*** 10.2***
Experienced recruitment problems 1.05 0.99 1.03 0.4
Provided training (last 12 months) 0.90 0.90 0.99 −0.2
Private ownership 0.92 0.99 1.02 0.3
High-skill  
jobs

(Ref.: Managers)
Professionals 0.66** 0.66**

(64.9)
−6.5**

Medium-skill 
jobs

Technicians
Clerical, office
Services and sales

0.76
0.57***
0.65**

0.71*
0.53***
0.51***

−5.2*
−9.9***
−10.6***

Low-skill  
jobs

Craft (skilled manual)
Plant, machine operators
Elementary

2.00***
2.13***
2.11***

1.18
1.21
1.23

2.4
2.8
3.0

Preferred gender: (Ref.: Female) (54.7)
 Male 0.90 0.91 −1.5
 Gender not important 3.24*** 3.37*** 18.5***
Negative-
expected skills

Computera 0.73*** −13.4***
Creativitya 0.90*** −5.9***
Physicala 0.81*** −10.4***

Positive-
expected skills

Manageriala 1.02 0.1
Independence at worka 0.99 −0.6
Officea 0.94 −3.2

Neutral-
expected skills

Analyticala 1.01 0.4
Mathematicala 0.98 −1.0
Technicala 1.06* 3.0*
Sociala 0.90** −6.1**

Training skillsa 0.88*** −6.1***
Intercept 1.25 0.74 0.91  
N of observations 14,959 14,299 14,217  
N of companies 12,633 12,179 12,122  
AIC 19,119.9 17,714.7 17,416.3  
BIC 19,363.5 18,025 17,809.5  

Notes: AIC: Akaike Information Criterion. BIC: Bayesian Information Criterion; MMC: min-max change in 
predicted probability (for binary and continuous variables: between the minimum and maximum value; for 
categorical variables: in relation to reference category). For reference categories, the average predicted 
probabilities are presented in parentheses. Not shown: year, region.
az-scores.
*p < 0.05, **p < 0.01, ***p < 0.001.
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we also present min-max change in probability (MMC) for the variables in Model 3. MMC 
is more convenient for interpretation of the effects as changes (in percentage points – pp) 
in the likelihood of hiring older people (Long, 1997). For binary and continuous variables, 
MMC is the difference between predicted probabilities for the minimum (in this case zero) 
and maximum (1 for binary, 3 for training, and 4 for other skills) values. For categorical 
variables, MMC shows the difference in relation to the reference category.

Acceptance increased with size; companies that employed 250 or more workers 
showed odds more than two and a half times higher (ORModel3 = 2.68) and a 15 pp higher 
probability of responding affirmatively than micro companies. Industries with the great-
est acceptance rates were health, culture and public administration (predicted probability 
of 71%), and those with the lowest were trade and services (57%). Occupations with the 
highest acceptance rate were elementary professions (68%), plant and machine operators 
(68%), and craft workers (67%). The lowest rates were for services and sales (54%) and 
clerical and office workers (55%). Experience of problems during recruitment, providing 
training, and type of ownership had no significant effects. The results show no difference 
between vacancies requiring females or males. However, employers without gender 
preferences had a higher likelihood of accepting people aged 50 and over (ORModel3 = 
3.37; MMC = 18.5), meaning that respondents who do not discriminate on gender tend 
not to discriminate on age either. We can assume these respondents were less likely to 
hold a specific expected demographic profile for potential candidates, which resulted in 
a more inclusive approach. Additional analysis of interactions of gender preference with 
skill requirements or occupation showed no significant relationships.

The effects of skill requirements are shown in four panels in Figure 1. They were 
standardised to allow comparisons of effect sizes, with SD on the horizontal axis and 
predicted probabilities on the vertical axis. As hypothesised (H1), the first group of 
requirements had a negative effect. The strongest influence was computer skills. When 
the required level increased by 1 SD, the odds of accepting a worker aged 50 and over 
dropped by 27% (OR = 0.73). The value of MMC shows that for vacancies that 
required the maximum level of the skill, the predicted probability was lower by 13.4 
pp than for vacancies that had zero requirements for the skill. For jobs that demanded 
physical skills, older workers also had much lower chances of employment, with MMC 
= −10.4. Also, creativity had a significant negative effect, with MMC = −5.9. The 
second group was hypothesised to facilitate the likelihood of recruiting older workers 
(H2), but there was no significant effect in the case of independence at work, manage-
rial, and office skills. We expected no effect in the third group (H3), and indeed, ana-
lytical and mathematical skills did not affect employment. However, social and 
technical requirements were significant. Social skills had a negative influence – for 
vacancies that required very high social skills, the probability was lower by 6.1 pp 
versus no requirement. Technical skill had a significant positive impact, but the effect 
was relatively weak, with MMC = 3.0.

Results supported H4: companies that invested in training more intensively were less 
willing to accept older workers. The difference in the probability of a positive outcome 
between the minimum and maximum trainability requirements was −6.1 pp.

During additional analyses, interactions between skill requirements and job type (i.e. 
high-, medium- and low-skill jobs) were tested (Figure 2). For each occupational group, 
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the effects of skill requirements are presented with the average importance of the skills. 
Computer skills had the most negative effect on the likelihood of recruiting a candidate 
aged 50 and over, but their importance differed. In high- and medium-skill jobs, many 
companies required high computer abilities (66% and 47%, respectively), whereas in 
low-skill jobs this was only 7%. A negative effect for physical requirements was also 
universal for all types of jobs, but it was only in low-skill jobs that the importance of 
these types of abilities was very high. The most common requirements, in general, were 
social skills; their effect was negative for medium- and low-, but not for high-skill jobs. 
Creativity had a negative coefficient in high- and medium-skill jobs, but it was a rare 
requirement. Independence and analytical abilities – two common requirements, espe-
cially in high- and medium-skill jobs – did not affect likelihood of recruitment. Technical 
skills had a significantly positive effect in low-skill jobs only, although their importance 
was moderate. Additionally, in high-skill jobs, managerial abilities had a positive effect. 

Figure 1. Predicted probability of accepting workers aged 50+ conditioned on the level of 
skill requirement (z-scores).
Notes: Dashed lines indicate results not significant at p = 0.05. Estimations based on Model 3.
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The negative effect of training skill requirements was significant for medium- and low-
skill jobs, where it had moderate importance.

Sensitivity analysis

Sensitivity analyses were conducted to test the robustness of the results (Online Appendix, 
Figure A1). We tested a model restricted to employers who had specific age preferences 
(excluding those who accepted everyone), and models for dependent variables that indi-
cated acceptance for 45-plus or 55-plus candidates. We also used alternative statistical 
approaches (results available on request): a two-step sample-selection model (a partici-
pation model for the probability of having age preferences, and an outcome model for 
accepting 50-plus taking into account self-selection), and linear regression models with 
maximum accepted ages as a dependent variable. All approaches produce similar results 
and do not alter the main conclusions based on the models presented in Table 4.

Conclusions

We investigated whether the low employability of older people results from age-based 
stereotypes regarding skills. Using extensive survey data representative of the Polish 
labour market, we assessed the influence of skill requirements on the likelihood of 
recruiting older workers. Based on the relationship between cognitive structures and 
behaviours (Cuddy and Fiske, 2000; Stypińska and Nikander, 2018), we expected a 

Figure 2. Effect and importance of skill requirements for different occupational groups.
Estimations based on Model 3 performed separately for each occupation group.
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positive or negative influence of skill requirements that feature in age stereotypes, and no 
influence of requirements that do not feature in age stereotypes.

The results provide evidence that recruitment decisions are affected by age-based 
opinions, but the influence is significant only in the case of a few skill requirements. The 
requirement with the most negative effect was computer skills. If a job required good 
computer skills, the likelihood of recruiting a person aged 50 and over was 13.4 pp lower 
than if such skills were not required. This relationship was universal across all types of 
occupations, but it was especially prominent for high- and medium-skill jobs, in which 
the majority of vacancies required a high degree of computer skills. Old-age employabil-
ity is also significantly but moderately hindered in jobs requiring physical, creative and 
social skills. The adverse effect of physical requirement on old-age employability was in 
line with well-grounded expectations; similarly, creativity as a job requirement was evi-
denced as a drawback for the recruitment of older workers (CIPD, 2005; Ng and Feldman, 
2013a; van Dalen et al., 2010). Previous results for social skills were mixed, with studies 
reporting negative (Bal et al., 2011; DeArmond et al., 2006), positive (CIPD, 2005; van 
Dalen et al., 2010), as well as neutral (Turek and Perek-Białas, 2013) effects. In this 
study, the negative coefficient for social skills was significant only for medium- and low-
skill jobs. The only requirements that benefited older jobseekers were technical skills 
(expected to be neutral) and managerial skills (corroborating findings of studies of age 
stereotypes; Turek and Perek-Białas, 2013); however, these effects were rather weak and 
significant only in some types of jobs. Contrary to expectations, there was no positive 
influence of requirements regarding office skills and independence at work. The likeli-
hood of employing a person aged 50 and over was lower for jobs in which more intensive 
initial training was available, though the size of the effect was moderate. This finding is 
also in line with other evidence (Canduela et al., 2012; Cedefop, 2012; Harper et al., 
2006; Posthuma and Campion, 2009; Taylor and Urwin, 2001; Taylor and Walker, 1998; 
van Dalen et al., 2010).

The results regarding computer skills, creativity and training signal the problems that 
older people may encounter in evolving labour markets. Modern economies are less 
dependent on physical work, offering more possibilities for employment for people with 
reduced physical abilities (although 35% of job offers still require a high degree of physical 
ability). There is, however, a critical increase in demand for digital competencies, creativ-
ity, innovation and ability to learn as critical assets for firm-level performance (Ng and 
Feldman, 2013a). Previous research found negative old-age stereotypes related to these 
skills, evidencing the cognitive dimension of ageism (Cuddy and Fiske, 2000). The current 
study adds to the knowledge on behavioural ageism, suggesting that employers are also 
less willing to recruit older candidates if a job requires computer skills, creativity or train-
ing. These stereotypes directly hinder the employability of older workers and block the 
utilisation of their potential. Advancing age poses no strict and universal obstacle for 
acquiring and updating skills in new technologies (Wagner et al., 2010). Also, the common 
negative stereotype that older workers are less creative is at odds with some published 
evidence. For example, Ng and Feldman (2013a) show that older workers were more active 
in the generation, dissemination and implementation of innovative ideas in companies. 
Cognitive ageing also does not affect learning abilities of 50 or 60-year-olds in a way that 
would reduce the efficiency of training (Willis and Schaie, 2006; Zwick, 2012). However, 
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stereotypical views from employers on these matters might create barriers to employment 
and human capital investment. Moreover, employees’ willingness to enter training depends 
on self-confidence regarding learning skills, which can decline as a result of age stereo-
types at work (Maurer, 2001; Posthuma and Campion, 2009).

This study supports the thesis that in some areas, contemporary labour markets are 
old-age unfriendly and the potential of older staff is underestimated. In addition to the 
adverse effects of computer, physical, creative skills and training for the recruitment of 
older people, the results indicate that 38% of companies rejected candidates aged 
50-plus no matter what their qualifications were. A positive conclusion for older job-
seekers is that we find no evidence of discriminatory effects regarding a number of 
skills, such as independence at work or in the office, technical, managerial, analytical, 
and mathematical skills. Using employers’ data, we focus on the demand-side of the 
labour market, but attitudes of employers can change in reaction to the trends observed 
on the supply side. We may expect that ageing and shrinking labour markets will become 
more friendly to the greying workforce. Future cohorts will enter advanced age with 
different skills and attitudes, which will probably confront existing stereotypes, particu-
larly those related to computer skills. Additionally, increasing flexibility of working 
arrangements, such as distributed work, and improved working conditions should 
increase employment opportunities. Most of all, growing labour shortages might stimu-
late a change in attitudes of employers, who have to learn how to draw on the potential 
of older workers (Henkens et al., 2008).

A challenge for public policy-makers whose aim is to extend working lives is to sup-
port these changes and limit the adverse impact of old-age stereotypes. To achieve this, 
employers must be recognised as key actors whose attitudes and decisions shape the 
labour market for older people (Henkens and van Dalen, 2008; Vickerstaff et al., 2003). 
One argument for this thesis is provided by the poor results of public investments that 
aim to improve training in older age. Although the importance of lifelong learning for 
extending working lives is emphasised in the majority of strategic policy documents 
(Fleischmann and Koster, 2017; Formosa, 2012), little progress has been made in partici-
pation in education in older age in the last two decades. One of the reasons for this has 
been a narrow approach in policy programmes, which focuses primarily on individuals 
and neglects employers who decide who has access to training in companies (Canduela 
et al., 2012; Cedefop, 2015; Johnson et al., 2009).

The combination of discriminatory effects relating to computer, creative and train-
ing requirements suggests a general image of older workers who are unable to adjust 
to a modern economy and high-skilled specialisms. Consequences can be especially 
profound for countries such as Poland, which must use their human capital efficiently 
to develop economies able to compete with those of Western Europe. Neglecting the 
potential of the 50-plus population, when the old-age dependency ratio is projected to 
increase in Poland from 22.2% in 2010 to 37% in 2030 (Eurostat data), could hinder 
economic progress.

On a separate note, we wish to address the relationship between discrimination based on 
age and that based on gender. Our results show that employers who have a preference for a 
certain gender are also more likely to have a preference on age. This point is linked to the 
‘double jeopardy’ problem that is often found to be a burden for older women (Duncan and 



Turek and Henkens 17

Loretto, 2004; Harnois, 2015). Furthermore, there is a possibility of a gendered bias in 
occupational titles and skills requirements that benefit men (Estevez-Abe, 2005). For 
instance, the strong role of computer skills could be expected in some settings to work 
against women in that it is a predominantly male-oriented domain (Sieverding and Koch, 
2009). Going beyond this study design, these problems deserve further research.

The main strength of this study is a real-life framework that demonstrates whether skill 
requirements lead to age bias during recruitment. We investigated real employers, vacan-
cies and skill requirements in an entire national labour market. Instead of soliciting opin-
ions on the skills of younger and older workers, we focused on a tangible element of 
recruitment – skill requirements and hiring intentions. An important limitation, however, 
is that we had no information on real candidates who fulfilled vacancy requirements. 
Another limitation is a lack of information about wage offered for the vacancy, so we do 
not know whether older workers are preferred more for low- or high-paid jobs. Employers 
balance their expectations about productivity with the costs of employment, and, in the 
case of underpaid jobs, accepting a lower salary can be considered as a requirement for a 
candidate. Although this study is representative of the Polish labour market, generalisa-
tions to other countries are speculative. In Western Europe, which is characterised by 
higher employment rates for older workers and a different structure of the supply and 
demand of human capital, results might have been more favourable for older jobseekers.

We argue that age should be viewed in light of the meanings and expectations that 
employers impose on it. Despite progress with anti-age discrimination legislation 
(Neumark, 2009), which covers recruitment (e.g. prohibition of age as a factor for hir-
ing), age remains a candidate’s essential characteristic. It serves as a convenient though 
unreliable indicator of skills, productivity, costs and remaining length of career. As this 
study shows, age discrimination influences recruitment, but it often does so indirectly 
through the job requirements defined by an employer. Skill requirements influence the 
preselection of candidates based on age, and thus must be considered an element of 
discriminatory practices that decrease older workers’ employability.

Acknowledgements

The authors would like to thank Hendrik P van Dalen from NIDI for his valuable comments, and 
three anonymous reviewers for all their careful, constructive and insightful suggestions.

Funding

This work was supported by the grant from European Commission ‘Marie Skłodowska-Curie 
Actions – Individual Fellowship’ [748671 – LEEP – H2020-MSCA-IF-2016/H2020-
MSCA-IF-2016]. This article uses data from the Human Capital Study in Poland 2010–2015  
conducted jointly by the Jagiellonian University (Centre for Evaluation and Analysis of Public 
Policies (CEAPP)) and the Polish Agency for Enterprise Development (PARP).

Notes

1. The average number of years spent in education was 15.9 for high-, 13.1 for medium- and 
11.4 for low-skill jobs (based on HCS Population Survey 2010–2014).

2. Acceptance was 55% for 45 and over, and 19% for 55 and over. When employers without age 
preferences were included, acceptance was 69% and 45%, respectively.



18 Work, Employment and Society 00(0)

ORCID iD

Kène Henkens  https://orcid.org/0000-0002-3416-5191

References

Abrams D, Swift HJ and Drury L (2016) Old and unemployable? How age-based stereotypes 
affect willingness to hire job candidates. Journal of Social Issues 72(1): 105–121.

Ahmed AM, Andersson L and Hammarstedt M (2012) Does age matter for employability? A 
field experiment on ageism in the Swedish labour market. Applied Economics Letters 19(4): 
403–406.

Albert R, Escot L and Fernández-Cornejo JA (2011) A field experiment to study sex and age 
discrimination in the Madrid labour market. The International Journal of Human Resource 
Management 22(2): 351–375.

Bal A, Reiss A, Rudolph C, et al. (2011) Examining positive and negative perceptions of older 
workers: a meta-analysis. The Journals of Gerontology, Series B: Psychological Sciences and 
Social Sciences 66(6): 687–698.

Bird CP and Fisher TD (1984) Thirty years later: attitudes toward the employment of older work-
ers. Journal of Applied Psychology 71(3): 515–517.

Bytheway B (2005) Ageism. In: Johnson ML (ed.) The Cambridge Handbook of Age and Ageing. 
New York: Cambridge University Press, 338–345.

Canduela J, Dutton M, Johnson S, et al. (2012) Ageing, skills and participation in work-related 
training in Britain: assessing the position of older workers. Work, Employment and Society 
26(1): 42–60.

Cedefop (2015) Unequal Acess to Job-Related Learning: Evidence From the Adult Education 
Survey. Luxembourg: European Centre for the Development of Vocational Training.

Chartered Institute of Personnel and Development (CIPD) (2005) Tackling age discrimination in 
the workplace: creating a new age for all. October. London: CIPD.

Chiu WCK, Chan AW, Snape E, et al. (2001) Age stereotypes and discriminatory attitudes towards 
older workers: an East–West comparison. Human Relations 54(5): 629–661.

Conen W, van Dalen H and Henkens K (2012) Ageing and employers’ perceptions of labour costs 
and productivity. International Journal of Industrial Ergonomics 33(6): 629–647.

Cuddy A and Fiske S (2000) Doddering but dear: process, content, and function in stereotyping 
of older persons. In: Nelson TD (ed.) Ageism: Stereotyping and Prejudice against Older 
Persons. Cambridge, MA: The MIT Press, 3–26.

DeArmond S, Tye M, Chen PY, et al. (2006) Age and gender stereotypes: new challenges in 
a challenging workplace and workforce. Journal of Applied Psychology 36(9): 2184–2214.

Duncan C and Loretto W (2004) Never the right age? Gender and age-based discrimination in 
employment. Gender, Work and Organization 11(1): 95–115.

Estevez-Abe M (2005) Gender bias in skills and social policies: the varieties of capitalism perspec-
tive on sex segregation. Social Politics 12(2): 180–215.

European Centre for the Development of Vocational Training (Cedefop) (2012) Working and 
Ageing: The Benefits of Investing in an Ageing Workforce. Luxembourg: Cedefop.

Fasbender U and Wang M (2016) Negative attitudes toward older workers and hiring decisions: 
testing the moderating role of decision makers’ core self-evaluations. Frontiers in Psychology 
7: 2057.

Fleischmann M and Koster F (2017) Older workers and employer-provided training in the 
Netherlands: a vignette study. Ageing & Society 38(10): 1995–2018.

Formosa M (2012) European union policy on older adult learning: a critical commentary. Journal 
of Aging and Social Policy 24(4): 384–399.

https://orcid.org/0000-0002-3416-5191


Turek and Henkens 19

Fugate M, Kinicki AJ and Ashforth BE (2004) Employability: a psycho-social construct, its 
dimensions, and applications. Journal of Vocational Behavior 65(1): 14–38.

Gielen AC and van Ours JC (2005) Age-specific cyclical effects in job reallocation and labor 
mobility. IZA discussion paper no. 1670, July. Bonn: IZA.

Górniak J (ed.) (2015) Polski rynek pracy – Bilans Kapitału Ludzkiego 2010–2015. Warszawa: 
PARP.

Gringart E and Helmes E (2001) Age discrimination in hiring practices against older adults in 
Western Australia: the case of accounting assistants. Australasian Journal on Ageing 20(1): 
23–28.

Gringart E, Helmes E and Speelman CP (2005) Exploring attitudes toward older workers among 
Australian employers: an empirical study. Journal of Aging and Social Policy 17(3):  
85–103.

Harnois CE (2015) Age and gender discrimination: intersecting inequalities across the lifecourse. 
In: Demos V and Segal MT (eds) At the Center: Feminism, Social Science and Knowledge. 
Bingley: Emerald, 85–109.

Harper S, Khan HTA, Saxena A, et al. (2006) Attitudes and practices of employers towards age-
ing workers: evidence from a global survey on the future of retirement. Ageing Horizons 5: 
31–41.

Heisig JP, Schaeffer M and Giesecke J (2017) The costs of simplicity: why multilevel models 
may benefit from accounting for cross-cluster differences in the effects of controls. American 
Sociological Review 82(4): 796–827.

Henkens K and van Dalen HP (2013) The employer’s perspective on retirement. In: Wang M (ed.) 
The Oxford Handbook of Retirement. New York: Oxford University Press, 215–227.

Henkens K, Remery C and Schippers J (2008) Shortages in an ageing labour market: an analysis 
of employers’ behaviour. The International Journal of Human Resource Management 19(7): 
1314–1329.

Heywood J, Ho LS and Wei X (1999) Determinants of hiring older workers. Industrial and Labor 
Relations Review 52(3): 444–459.

Hughes R and Huby M (2004) The construction and interpretation of vignettes in social research. 
Social Work and Social Sciences Review 11(1): 36–51.

Hutchens RM (1988) Delayed payment contracts and a firm’s propensity to hire older workers. 
Journal of Labor Economics 4(4): 439–457.

Johnson S, Sawicki S, Pearson C, et al. (2009) Employee Demand for Skills: A Review of Evidence 
& Policy. Wath upon Dearne: UK Commission for Employment and Skills.

Karpinska K, Henkens K and Schippers J (2011) The recruitment of early retirees: a vignette study 
of the factors that affect managers’ decisions. Ageing & Society 31(4): 570–589.

Karpinska K, Henkens K and Schippers J (2013) Hiring retirees: impact of age norms and stereo-
types. Journal of Managerial Psychology 28(7–8): 886–906.

Kirchner W and Dunnette MD (1954) Attitudes towards older workers. Personnel Psychology 
7(2): 257–265.

Krings F, Sczesny S and Kluge A (2011) Stereotypical inferences as mediators of age discrimina-
tion: the role of competence and warmth. British Journal of Management 22(2): 187–201.

Lazazzara A, Karpinska K and Henkens K (2013) What factors influence training opportunities 
for older workers? Three factorial surveys exploring the attitudes of HR professionals. The 
International Journal of Human Resource Management 23(11): 2154–2172.

Lazear EP (1979) Why is there mandatory retirement? Journal of Political Economy 87(6): 1261–
1284.

Levy B and Banaji MR (2002) Implicit ageism. In: Nelson TD (ed.) Ageism: Stereotyping and 
Prejudice against Older Persons. Cambridge, MA: The MIT Press, 163–199.



20 Work, Employment and Society 00(0)

Long JS (1997) Regression Models for Categorical and Limited Dependent Variables. Thousand 
Oaks: Sage.

Loretto W and White P (2006) Employers’ attitudes, practices and policies towards older workers. 
Human Resource Management Journal 16(3): 313–330.

Lu L, Kao SF and Hsieh YH (2011) Attitudes towards older people and managers’ intention to hire 
older workers: a Taiwanese study. Educational Gerontology 37(10): 835–853.

Maurer T (2001) Career-relevant learning and development, worker age, and beliefs about self-
efficacy for development. Journal of Management 27(5): 123–140.

Neumark D (2009) The Age Discrimination in Employment Act and the challenge of population 
aging. Research on Aging 31(1): 41–68.

Neumark D, Burn I and Button P (2016) Experimental age discrimination evidence and the 
Heckman critique. American Economic Review 106(5): 303–308.

Ng T and Feldman D (2008) The relationship of age to ten dimensions of job performance. The 
Journal of Applied Psychology 93(2): 392–423.

Ng T and Feldman D (2013a) Age and innovation-related behavior: the joint moderating effects 
of supervisor undermining and proactive personality. Journal of Organizational Behavior 
34(5): 583–606.

Ng T and Feldman D (2013b) Employee age and health. Journal of Vocational Behavior 83(3): 
336–345.

Organisation for Economic Co-operation and Development (OECD) (2006) Live Longer, Work 
Longer. Paris: OECD.

Oswick C and Rosenthal P (2001) Towards a relevant theory of age discrimination in employment. 
In: Noon M and Ogbonna E (eds) Equality. Diversity and Disadvantage in Employment. New 
York: Palgrave, 156–171.

Oude Mulders J, Henkens K, Liu Y, et al. (2018) Managers’ interview invitation decisions about 
older job applicants: human capital, economic conditions and job demands. Ageing & Society 
38(4): 839–864.

Patrickson M and Ranzijn R (2003) Employability of older workers. Equal Opportunities 
International 22(5): 50–63.

Perry EL and Finkelstein LM (1999) Toward a broader view of age discrimination in employment-
related decisions: a joint consideration of organizational factors and cognitive processes. 
Human Resource Management Review 9(1): 21–49.

Posthuma R and Campion M (2009) Age stereotypes in the workplace: common stereotypes, mod-
erators, and future research directions. Journal of Management 35(1): 158–188.

Riach PA and Rich J (2006) An experimental investigation of age discrimination in the French 
labour market. IZA discussion paper no. 2522, December. Bonn: IZA.

Riach PA and Rich J (2010) An experimental investigation of age discrimination in the English 
labor market. Annals of Economics and Statistics 99/100: 169–185.

Rosen B and Jerdee TH (1976) The influence of age stereotypes on managerial decisions. Journal 
of Applied Psychology 61(4): 428–432.

Sieverding M and Koch SC (2009) (Self-)evaluation of computer competence: how gender mat-
ters. Computers & Education 52(3): 696–701.

Stypińska J (2014) Age discrimination in the labour market in Poland – a socio-legal perspective. 
Emecon: Employment and Economy in Central and Eastern Europe 1: 1–21.

Stypińska J and Nikander P (2018) Ageism and age discrimination in the labour market: a macro-
structural perspective. In: Ayalon L and Tesch-Römer C (eds) Contemporary Perspectives on 
Ageism. Cham: Springer, 91–108.

Taylor PE and Urwin P (2001) Age and participation in vocational education and training. Work, 
Employment & Society 15(4): 763–779.



Turek and Henkens 21

Taylor PE and Walker A (1998) Employers and older workers: attitudes and employment prac-
tices. Ageing & Society 18(6): 641–658.

Taylor PE, McLoughlin C, Brooke E, et al. (2012) Managing older workers during a period of tight 
labour supply. Ageing & Society 33(1): 16–43.

Tisch A (2015) The employability of older job-seekers: evidence from Germany. The Journal of 
the Economics of Ageing 6: 102–112.

Turek K and Perek-Białas J (2013) The role of employers’ opinions about skills and productivity 
of older workers: example of Poland. Employee Relations 35(6): 648–664.

Van Dalen HP and Henkens K (2017) Do Stereotypes about Older Workers Change? Evidence 
from a Panel Study among Employers. Tilburg: Center for Economic Research (CentER).

Van Dalen HP, Henkens K and Schippers J (2009) Dealing with older workers in Europe: a com-
parative survey of employers’ attitudes and actions. Journal of European Social Policy 19(1): 
47–60.

Van Dalen HP, Henkens K and Schippers J (2010) Productivity of older workers: perceptions of 
employers and employees. Population and Development Review 36(2): 309–330.

Van Dalen HP, Henkens K, Conen WS, et al. (2012) Dilemma’s Rond Langer Doorwerken. 
Europese Werkgevers Aan Het Woord. Amsterdam: KNAW.

Vickerstaff S, Cox J and Keen L (2003) Employers and the management of retirement. Social 
Policy & Administration 37(3): 271–287.

Wagner N, Hassanein K and Head M (2010) Computer use by older adults: a multi-disciplinary 
review. Computers in Human Behavior 26(5): 870–882.

Wanberg CR, Kanfer R, Hamann DJ, et al. (2016) Age and reemployment success after job loss: an 
integrative model and meta-analysis. Psychological Bulletin 142(4): 400–426.

Willis SL and Schaie KW (2006) A coconstructionist view of the third age: the case of cognition. 
In: James JB and Wink P (eds) Annual Review of Gerontology and Geriatrics, vol. 26. New 
York: Springer, 131–151.

Zwick T (2012) Training effectiveness – differences between younger and older employees. In: 
Barabasch A, Dehmel A and van Loo J (eds) Working and Ageing. Luxembourg: Cedefop, 
36–54.

Konrad Turek is a postdoctoral researcher at the Netherlands Interdisciplinary Demographic 
Institute (NIDI-KNAW) and is affiliated to the Jagiellonian University, Krakow, Poland. He 
received a Horizon 2020 – Marie Skłodowska-Curie Individual Fellowship grant to study the 
role of human capital investments for retirement transitions. He also co-coordinated the Human 
Capital Study – the largest labour market research in Poland. His primary research interests 
include changing labour markets, population ageing, lifelong learning and destandardisation of 
working lifecourses.

Kène Henkens is Head of the Work and Retirement Department of the Netherlands Interdisciplinary 
Demographic Institute (NIDI-KNAW) and is Professor of Sociology of Retirement at the 
University of Amsterdam (UvA) and the University Medical Centre Groningen (UMCG-RUG). 
He has published extensively on issues regarding retirement and the ageing workforce.

Date submitted February 2018
Date accepted April 2019




