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KEY RECOMMENDATIONS  

Ageism in the labour market is pervasive and needs to be addressed globally and on the 

international (including international organisations and institutions), macro (including policies, 

welfare states, culture and design of services and products), meso (community, social groups, 

organisations and institutions) and micro (inter-and intra- individual) levels taking into account 

that all the levels are interlinked and embedded in each other. There is no single or quick 

solution to addressing ageism in the labour market. Combating ageism is a joint effort, and each 

measure can only be effective if the other levels are also moving forward towards inclusive 

solutions. Below is a summary of our key recommendations to address ageism in the labour 

market. 

 

• Introducing age-sensitive legislation and policymaking
• Applying a participatory approach and engaging 

relevant stakeholders in decision-making
• Influencing and supporting age management in 

organisations

International and 
macro-level 

solutions 

• Investigating and allocating resources for age-inclusive 
management

• Collecting information and ensuring cyclical 
assessment and analyses

• Applying a human-capital-centred comprehensive 
approach

Meso-level 
solutions 

• Investing in lifelong learning and development 
throughout the career 

• Creating diverse and intergenerational networks and 
social support systems

• Raising awareness and accountability of ageism and 
ageist actions 

Micro-level 
solutions 
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AIM AND OBJECTIVES 

This policy report aims to summarise the findings and knowledge gained by ESRs from the ITN 

EuroAgeism Work Package one into a coherent series of recommendations for policy on ageism 

in the labour market. The report is based on our extensive empirical and literature-based 

research and knowledge gained during the project on the roots, magnitude, forms, and effects 

of ageism in the labour market. The recommendations are based on international studies and 

the outcomes of the research projects conducted by ESRs in different countries (Poland, 

Sweden, Finland, Italy, Israel and South Korea) and represent multidisciplinary perspectives. 

The authors come from different disciplines, including demography, economics, social policy, 

organisational psychology, and criminology. 

This report presents our key findings on ageism, obstacles to employment and 

recommendations on tackling them. Our individual projects investigate: 

1) the macro and meso level perspective of the forms and magnitude of ageism and barriers to 

the retention of older workers in the labour markets in Poland, and whether HR (Human 

Resource) management acknowledges the need to retain older workers and provide in-depth 

analyses of the ongoing changes over the ten years, including the influence of the COVID-19 

pandemic; 

2) the consequences and the company and regional level mechanisms of  ageism in late working 

life by studying how age-related disadvantage in late working life vary across cohorts, gender, 

education groups, sectors, organisational structures, municipalities and regions in Sweden;  

3) the formation of career and retirement trajectories after redundancy in late working life and 

the dynamics of ageism and individual agency in career decisions to continue working and to 

withdraw from the labour market before reaching retirement age in Finland; 

4) the age dynamics and ageist practices in institutional interactions in two critical career stages, 

performance review and recruitment, and among key labour force actors, manager/employee 

and recruiter/job applicant. The focus is on encounters in real workplaces in Italy and Finland 

to reveal the grassroots of ageism as a relational, cultural and discursive phenomenon.  
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5) the impact of increases in retirement age on the employment-related outcomes of younger 

people in different contexts, systematically synthesising the existing evidence and empirically 

analysing the individual- and firm-level data available in South Korea.  

The Marie Skłodowska-Curie Actions funded project ITN EuroAgeism shows that fruitful 

research on ageism, as a complex, layered and multifaceted phenomenon, needs to integrate 

different countries, methods and theoretical approaches. Thanks to this report, we aim to 

translate science into policies. In addressing obstacles to and opportunities of employment in 

the labour market, this report can be beneficial for decision-makers in various government 

ministries and non-governmental stakeholders. It can be utilised at various stages of policy 

development. 

The following report is organised into four main sections. The introductory part includes the 

"background" section, which describes the state of art of ageism in the labour market and 

existing policies. The central part includes the "key obstacles to employment" section, which 

focuses on the challenges that ageism creates in the working life on macro (combining both 

international and national frameworks), meso (organisations and institutions), and micro 

(individual) levels; the "policy recommendations section", which summarises some of the key 

actions and policy measures that stakeholders should take to combat ageism at different levels. 

The final part includes the "future actions" section, where we present suggestions for future 

lines of research to address the existing gaps that we point out in the central section. The report 

ends with the annexe, including charts and figures, acknowledgements, contributors' profiles 

and references.  
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BACKGROUND 

Ageism refers to prejudice, stereotyping and discriminatory treatment of persons based on their 

age. Ageism is very common, as existing studies show that every second person in the world is 

ageist (World Health Organization, 2021a). Age is often the ground for discrimination. The 

Eurobarometer survey in 2019 revealed that people feel more often discriminated against based 

on their age than gender (Eurobarometer, 2019) (Figure 1). In Europe, ageism most often occurs 

in the labour market and affects people aged 50 and over (Figure 2). The numbers are also 

similar in the United States, where three in five older workers have seen or experienced age 

discrimination in their workplace (Kita, 2019). According to the Organisation for Economic 

Co-operation and Development (OECD), age is the most common reason for workplace 

discrimination for all ages, especially for workers aged 50-64 years (35%) and older (42%) 

(OECD, 2020a)1.  

Figure 1. Percentage of respondents mentioning feeling discriminated against or experienced 

harassment on the following grounds during the last 12 months. Data are from the respondents 

who stated at least one discrimination case (multiple answers are possible). 

 

Source: EU-27, Eurobarometer 493, 2019 

Negative perceptions of ageing are deeply embedded in our societies and cultures, fuelling 

ageism, especially in the labour market. Individuals can experience ageism in employment on 

a societal level in policies, legislation, and practices, on organisational levels in recruitment, 

                                                 

1 Unfortunately, more elaborated profound evidence on the spread and magnitude of ageism in the labour market 
is still lacking. The surveys often have the upper age limit (especially in the labour force), disregard intersections 
of ageism with other grounds of discrimination, or even if data is collected – the analyses, utilisation, and 
dissemination practices lead to presenting the data on one "older age group". 
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management and retirement (Naegele et al., 2019), as well as on the individual level, either 

between individuals or by applying internalised negative images of ageing to themselves. 

Various studies have shown that different groups, including students, workers, HR (Human 

Resource) professionals, employers, and managers, hold negative beliefs, attitudes, and feelings 

towards older people (Previtali et al., 2020). 

Figure 2. Percentage of respondents mentioning feeling discriminated against in the following 

settings during the last 12 months from the respondents who stated at least one case (multiple 

answers are possible). 

 

Source: EU-27, Eurobarometer 493, 2019 

Ageism can seriously harm the formation of career trajectories from early on if people exclude 

themselves from or are denied access to employment and educational opportunities because 

they are considered too young or too old (Romaioli & Contarello, 2019; Vickerstaff et al., 

2015). Workers facing ageism at work are more likely to need more sick days, feel less 

motivated at work and are less productive (Wilson, 2006). At the same time, longer 

unemployment periods and perceiving ageing as a decline (partly due to ageism) can lead to 

pension poverty and health issues (e.g. Heisig & Radl, 2017; Vickerstaff & Van der Horst, 

2021). Lack of age-appropriate management and age diversity in companies can reduce worker 

engagement, work satisfaction and productivity and amplify staff turnover, loss of skills 

(Wilson, 2006), presenteeism, absenteeism and intergenerational conflicts. Manifestations of 

ageism in the companies also damage the company's reputation and exclude it from the benefits 

of the silver economy, limiting the relations with consumers in later stages of life, including the 
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provision of potentially profitable services and products. It is also important to note that 

societally, aims to merely extend working lives will not be achieved if workers are not given 

adequate opportunities to continue working if they wish and can. At worst, this can lead to 

increased inequality, unemployment, pension poverty and further strains on the welfare 

systems. 

Recognition of the necessity to combat ageism has accelerated in recent decades, being included 

in key international commitments, such as the Madrid International Plan of Action on Ageing 

(2002) and the Lisbon Ministerial Declaration (2017). National governments globally have 

established legislation prohibiting age discriminatory treatment in the workplace, and the 

European Union has legal protection against age discrimination in place since 2000 

(2000/78/CE). In 2021, international organisations such as the United Nations (UN) and the 

World Health Organization (WHO) have taken concrete steps to move from age-sensitive 

policies and older person inclusion towards pinpointing ageism as a key policy target. The first 

Global report on Ageism (World Health Organization, 2021a) and the Decade of Healthy 

Ageing (World Health Organization, 2021b) summarise the existing evidence and provide a 

general framework for creating a world for all ages, among other solutions, recommending 

companies to build age-diverse and inclusive workspaces. However, these documents alone 

will not extinguish ageism from the labour market. Ageism is deeply embedded in our 

institutions and societies and requires long-term strategies and immediate actions on all levels. 

Today's labour market is in constant flux due to modernisation and development, digitalisation, 

robotisation, as well as the ongoing COVID-19 pandemic. Whether foreseeable or not, these 

changes also tend to exacerbate older workers' employment situation, highlighting the 

stereotypical assumptions and prejudices (Varlamova & Keskinen, 2020).  
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KEY OBSTACLES TO EMPLOYMENT 

Macro-level 

On the macro-level, we are concerned about welfare states, creation of policies, culture. In this 

section, we discuss the issue of age cutoffs as institutional ageism and as an obstacle to 

employment, especially for those nearing or past retirement age, and the issues homogeneous 

assumptions of older workers in policymaking pose to workers in diverse situations. 

Age cutoffs are often used in social security, pension, and labour market policies to target 

specific groups. Older workers are most often conceptualised as 50 or older (Harris et al., 2018). 

These forms of institutional ageism strengthen other linked forms of ageism and show that 

categorising people based on their age is acceptable in the context of the workforce. Age still 

defines access to retirement, unemployment benefits, occupational rehabilitation, and further 

training in many countries. Because of these arbitrary age limits, workers of a particular age 

may feel unappreciated, cast aside, and pushed out of the labour market. 

Treating people differently because of their age, imposing predefined social roles and creating 

labour market policies based on age also affects workers' employment patterns and economic 

conditions. For instance, in Finland, the criteria in deciding whether workers are rehabilitated 

or granted disability pension changes when the person turns 60 years (OECD, 2020b). 

Similarly, in Sweden, employment protection coverage ends at the age of 68. In addition, the 

lack of work-related benefits past 65 and guarantee pension after 65 years pushes people 

towards labour market exit with the assumption that after the age of 65, there is no connection 

to working life (Öylü, forthcoming). 

Age cutoffs in the pension systems and within labour market policies regulate retirement 

behaviour. These cutoffs can force workers either to continue working or to exit from the labour 

market depending on the individual's age. This can be especially hard for older workers with 

lower educational levels and physically demanding jobs, who may need to risk their health in 

order to continue working longer. The study in Sweden shows that the labour market 

participation is lower for older ages (Figure 3), lower educated and women. A large percentage 

of the primary educated exit the labour market even before the minimum age for public pensions 

using the sickness compensation for reduced working capacity. Participation in self-

employment increases by age, but mostly for men and higher educated. And 65 is the most 
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common age for both exiting and having employment breaks for all gender and education 

groups in Sweden (Öylü, forthcoming).  

Another issue that creates obstacles to employment on the institutional level is the assumption 

that workers of the same age share similar life situations. The intersection of diverse social 

categories and identities and the diversity of life trajectories, demographic and geographical 

backgrounds pose challenges to creating coherent, but targeted policies. For example, labour 

market policies are often created around men's career trajectories, with less regard to women's 

careers, care obligations and needs, especially in late working life (Krekula & Vickerstaff, 

2020). Recognition of older women's participation in informal economics is important to 

understand the push and pull factors to stay in employment or access disability and 

unemployment support.  

Figure 3. Share of employed (+50) in Sweden in 2018 by gender.2 

 

Source: Swedish Registry Data at ASC, 2018. 

As a response to increased life expectancy and ageing populations, many countries are currently 

renewing their pension systems through pension reforms. The most common measures are 

retirement age reforms, such as increasing the eligibility age for old-age pensions, increasing 

the early-retirement age, increasing the statutory retirement age, or eliminating early exit 

options or the mandatory retirement age. During these reforms, it is increasingly important that 

future policies are created as flexible and inclusive and not based on homogeneous assumptions 

about age. Increasing the institutionally establish age limits alone won't solve problems of 

inequality and ageism but may limit older persons' options and create more inequalities 

                                                 
2 Employed are considered all individuals that have at least on hour of paid work, including self-employment. 
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(Krekula & Vickerstaff, 2020). For example, in Israel, concerns have been raised about 

increasing women's minimum eligibility retirement age, which can harm women of low 

socioeconomic status who would find it difficult to continue working until a later age.  

Although, even if policymakers come up with policies that consider the diversity of older people 

and give options when to retire, opposition from the public sometimes makes it hard to move 

forward. For instance, in Israel, the attempt to increase the mandatory retirement age to 67 years 

failed in 2017. In 2016, Poland also lowered the retirement age to 60 for women and 65 for 

men, reversing an increase to 67 approved in 2012. Behind these unsuccessful attempts is the 

societal belief that older workers would take younger workers' jobs at least in the short run 

(Vestad, 2013), the attitude to retirement as a well-deserved leisure time and focus on short-

term political priorities without considering the long-term effects on the society and economy, 

including physical/mental health benefits of older persons (Kim, 2016) and fiscal sustainability 

of social security (Gruber & Wise, 2007). In addition, studies investigating labour market exit 

decisions and older workers' evaluations of extending working lives have highlighted that older 

workers themselves often justify their exit from employment by freeing up space for younger 

workers (Kosonen et al., 2020; Niska & Nikander, 2021; Vickerstaff & Van der Horst, 2021; 

Keskinen, forthcoming), which is perceived as an acceptable reason to retire early. 

At the same time, the conducted research (Kim, forthcoming) adds to the vast literature showing 

the lack of evidence base for most pervasive and spread ageist stereotypes. Only a few 

quantitative studies that examine the impact of an increase in retirement age on youth 

employment exist worldwide. Therefore it is groundless to say that older workers crowd out 

younger workers based on the existing empirical studies. On the other hand, if older workers 

retire early, they might be seen as a financial burden on the younger generations, which is 

coherent with the myth that retirees do not contribute to our society because they are not 

"productive" in the capitalist meaning of the world (Hopf et al., 2021).  

Meso-level  

Although age discrimination is prohibited in the EU, studies have frequently shown biases 

against older workers in hiring, retainment, training and career opportunities, and management. 

When we address the meso-level, we focus especially on communities, social groups, 

organisations and institutions. Experiencing or perceiving ageism on the meso level can result 

in an early exit, longer unemployment duration, less likelihood of re-employment, training, 
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downward mobility in re-employment and change in employment type among older workers 

(with not everyone having this opportunity). This section discusses the obstacles ageism and its 

intersections with other -isms create in accessing employment and at the workplace. 

In general, ageism inside organisations can be traced to two levels: organisational practices and 

policies and workplace interactions. Organisational policies and practices can define "team fit" 

and rule out older applicants, including the direct effect of fixed retirement age when 

individuals are pushed towards retirement. Employees of the organisation often mirror and 

internalise the attitudes translated by these practices and use them in their interactions at work. 

Different stereotypes can be present at the same time; in other words, discrimination can 

intersect different domains simultaneously. For example, women can be simultaneously 

discriminated against for their age as well as their gender, and, in hiring, their "older look" can 

be a base for triggering gendered ageism. 

At the border of employment: recruitment, re-employment and change of employment 

In recruitment, discrimination based on age is prohibited and illegal in EU countries. 

Nevertheless, older applicants have reported perceived discrimination in hiring practices 

(Previtali et al., 2020; Berger, 2009; Keskinen, forthcoming). Experimental studies (e.g., 

Zaniboni et al., 2019) show that job applicants over the age of 45 or 50 receive fewer callbacks 

and age stereotypes actively influence the evaluation of their resumes compared to younger job 

applicants, even if they have the same skills. At the same time, a detailed investigation of the 

intersections with different socioeconomic grounds and regional peculiarities should be 

conducted. For instance, in a more recent Italian study (Dormidontova et al., 2020), age 

discrimination in recruitment occurred only towards older workers with low qualifications 

compared to younger applicants. The intersection of age and education in recruitment 

emphasises that older persons with low educational levels might experience additional 

disadvantages. These disadvantages are rooted in the cultural expectations that older workers 

need to be proficient and experienced in a profession to be hired, restricting their possibilities 

of changing careers and re-education. Analyses of video recordings of real job interviews in 

Italy demonstrated that older workers are at a disadvantage in interacting with recruiters 

because they cannot use their age as a ground to build a positive image of themselves as 

employees. At the same time, in interviews for the same positions, younger job applicants use 

their age to account for reasons to be hired, and recruiters support it. This forces older job 
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applicants to engage in more complicated accounts to support their employability, which does 

not produce support by recruiters (Previtali et al., forthcoming).  

Another intersection that needs attention is the one between age and health.  Dormidintova and 

colleagues (2020)  show that older workers were not selected for jobs that require demanding 

physical tasks on the assumption that older persons are not physically able to perform 

demanding jobs. The need for increased balance between health and job demands is a strategic 

element to support the performance of older workers. Still, there should not be an automatic 

overlap between age and workabilities. Hence there is the need to detach ageism from ableism 

(Previtali et al., forthcoming; Vickerstaff & Van der Horst, 2021). 

Inside organisations: retention and age management  

The prevalence of ageism is partly based on the lack of awareness of demographical mega-

trends and the effects of ageism on the companies' performance and short-term planning 

strategies. For example, according to the study conducted in 2020 in Poland, only 30% of 

companies reported the expected increase in the share of employees aged 50+ in the next five 

years. The ageing of the staff is not noticed in the human resource management of 42% of 

companies in the sample, and the extension of the retirement age is considered more 

problematic than beneficial by 46% of the companies. And only 19% expressed interest in 

additional information or training in the field of human resource management in connection 

with demographic changes (Varlamova, forthcoming). 

Regarding the workplace interactions, during the unfolding of an individual career, from the 

recruitment to the retirement and over it, a worker interacts with many diverse persons 

representing different roles. One of the most crucial relations is the one with the manager or 

employer (in a small company). The relations between older workers and managers are strategic 

for the development and advancement of individual careers, access to training as well as to 

ensure support and enhance well-being at work. Another critical relation is the one among co-

workers, where the power relations are more balanced. Research conducted on real performance 

review encounters in Italy shows that employees use older age to account for negative 

performance, mobilising shared normative notions of ageing inside the workplace linked to 

specific performance items (Previtali & Spedale, 2021). For example, older employees use age 

to account for negative performance on openness to others' ideas while they use it to sustain 

positive performance on leadership and decision-making. On the other side, managers use age 
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to praise the employees' performance on the sense of belonging by mobilising the comparison 

with younger colleagues or learning from mistakes by mobilising the comparison with older 

colleagues. Age stereotypes are used to sustain objective performance assessment; this 

decreases the objectivity and personalisation of performance appraisals and shows the deep 

roots of ageism in workplaces.  

Age management has been a neglected issue also during the COVID-19 pandemic. National 

governments and organisations have implemented containment measures that exacerbated the 

manifestation of ageism. Conducted research in Poland shows a slight decrease (or the temporal 

suspension) in training, career planning and encouraging employees to continue to work after 

statutory retirement age. At the same time, flexible working hours and possibilities of remote 

work increased considerably. Unfortunately, the measures aimed at reducing the scope of 

duties, workload, earnings, working hours, and the age limit for irregular working hours or 

possibilities of additional leaves are still rare in occurrence (Varlamova, forthcoming).  

Micro-level 

Ageist stereotypes are deeply rooted in our society, and we learn them throughout our lives, 

starting from when we are four years old (Levy, 2009). We then apply these ageist assumptions, 

often unconsciously, to others in interaction and to ourselves. This form of internalised ageism 

can be harmful to the formation of career trajectories as well as lead perceptions ageing as a 

decline. When we address the micro-level, we focus on individuals and interactions between 

them. This section discusses internalised ageism as an obstacle to employment and how 

individuals react to experienced and perceived ageism and age discrimination in the labour 

market. 

At the individual level, age is always relational; we feel younger or older in relation to someone 

else or in relation to our own chronological age. From an individual point of view, the label 

"older workers" is not a statue achieved at a certain chronological age, as it is considered in 

many research and policies, but it is an identity attached to workers by discourses constructed 

at organisational and policy levels. This identity is constantly rejected or accepted through 

discursive practices, in a net of power relations and enacted in social relations. Looking at 

ageism as relational and discursive allows unmasking taken for granted assumption of old age 

and older workers that go behind attitudes but sustain "natural" ageist discourses and relations 

at work (Spedale, 2019). 
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Age is also a social construct that contributes to identity building, understanding societal 

interactions in relation to others, and defines our tasks and responsibilities in the society 

throughout the life-course (Nikander & Keskinen, forthcoming). In society, individuals share a 

social timetable of the life course (Elder, 1975) that defines the best and "right time" to engage 

in certain actions such as schooling, having children or retiring (see also Leonard et al. 2018 on 

chrononormativity in the labour market). Breaking from this normative timetable can lead to 

feelings of being too old or too young, as people deviate from the institutionally accepted order 

of sequences. Unplanned and unexpected breaks or changes in the working life can disrupt these 

sequences, especially when workers find themselves in need of changing jobs or re-educating 

to a new profession. In these moments, experiences of ageism from others and internalised 

ageism can contribute to career and retirement decisions negatively through misevaluation of 

one's capabilities and abilities (Keskinen, forthcoming). 

Perceiving or experiencing ageist thoughts, emotions and actions from others is hurtful and 

cause long term damages to ourselves 

by, for example, reducing preventive 

health behaviours (Levy & Myers, 

2005; Chang et al., 2020). However, age 

norms and age-specific policies also 

influence the individual evaluations in 

decisions to continue working or exit 

the labour market. For instance, 

research in Finland shows that existing 

age norms and age-specific policies 

contribute to the individual evaluations 

of one's career as individuals weigh 

their situations and career possibilities 

in relation to their age and proximity to 

reaching the minimum retirement age (or early exit option). Ageism and negative ideas of 

ageing and one's capabilities can demotivate workers, limit participation in the workforce and 

life-long learning possibilities, push older workers towards an early exit from the labour market, 

and restrict them to only apply for short-term, part-time and entry-level jobs despite their skills 

and experience (Keskinen, forthcoming). 

 

“So what sort of job can a person my age train 

into? These days, they train you up to almost be a 

practical nurse and caregiver for grannies, and 

I’m in no condition to be lifting grannies, you 

know, since I can’t even carry a bag of groceries. 

So I’d have to get educated up to at least a 

university level, and on top of that I’m already so 

old [laughs] that it just makes no sense, like I have 

in all honesty given up on that since it makes no 

sense … 

Mari, 57 years, Finland 

(Kosonen et al. 2020) 
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POLICY RECOMMENDATIONS 

To combat the complex, intersectional, often implicit, socially unchallenged, subconscious and 

highly prevalent phenomenon of ageism, the joint actions of all stakeholders and cross-sectorial 

collaboration and coordination is required. If we aim at an age-diverse and age-inclusive labour 

market to build sustainable societies for all ages, we need long-term strategies to address all 

components of ageism. The change of stereotypes and prejudice, especially internalised ones, 

require much time and effort. Concurrently none of combating ageism efforts will be productive 

being uncoupled from general mainstreaming ageing policymaking. To contribute to the labour 

market and have the potential and will to do it, older adults should be addressed as a 

heterogeneous group and given the possibilities to maintain activities such as social 

participation, informal care, voluntary and political participation, and provided with access to 

goods and services during their employment. The environment should support and promote 

active and healthy ageing, including employment as an important part. A schematic 

representation of policy recommendations to combat ageism in the labour market is presented 

in Figure 4.   

Figure 4. The general framework for policy recommendations to combat ageism in the labour 

market. 

 

These solutions need to be adjusted to the situation of each country, region or workplace, to 

account for differences in the available resources, the cultural and social prevailing patterns, 
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structure of the labour market, context of most frequent ageism occurrence and the intersection 

of ageism with other disadvantages. 

1. International and macro-level solutions to ageism in the labour market3 

 Introducing age-sensitive legislation and policymaking. Older workers need to be 

able to choose whether and how they want to extend their working life.  Abolishing age 

discriminatory frameworks in employment is the first step to ensuring that individuals 

are not excluded from working life based on their age. The second element is age-

sensitive analyses of legislation and regulatory frameworks, supported by international 

commitments and capacity building instruments for nations. This will ensure the removal 

of ageist provisions and barriers and allow screening of the new programs and legislation 

(evaluating their impact on persons at different life stages). Many countries and 

organisations still maintain strict mandatory retirement ages, at which older workers 

must withdraw from their occupations. Reaching the retirement age does not mean 

reaching an expiration date. International organisations and government bodies should 

advocate for removing ageist legal and regulatory frameworks that contribute to 

inequalities in old age as well as evaluate their own employment practices to eradicate 

ageism within their organisations to set the practices and standards for stakeholders and 

other institutions and companies.  

 Applying a participatory approach and engaging relevant stakeholders in decision-

making. The policy agenda needs to hear the voices of all interested parties and create 

opportunities for intergenerational contacts. For example, creating flexible and inclusive 

labour market policies do not serve only older workers today; it creates benefits for all 

groups, today and in the future. Engaging with older and younger workers and other 

relevant stakeholders provides opportunities and recourse to understand the diversity of 

work-life trajectories, intersectionality and give voice to disadvantaged groups. 

Moreover, promoting continuous exchange ensures intergenerational solidarity and 

creates opportunities and support for all, disregarding the age status. 

 Influencing and supporting age management in organisations. Policymaking cannot 

directly interfere with the private companies' management, but it can guide and initiate 

changes on the level of organisations. Labour market policies targeted especially towards 

the retention of older workers often focus on postponing retirement. Still, policymakers 

should also inspire age-inclusive management inside the companies and pay attention to 

                                                 
3 The full range of the recommendations on macro and international level is presented in Figure A1 in the Annexe. 
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older workers' possibilities for re-education and re-employment. Capacity-building 

programs, including targeted support for organisations that want to accommodate age-

management practices, accompanied with financial incentives and labour market 

monitoring, can provide a powerful impetus for change. Special attention should be 

directed towards ensuring employability and enhancing skills under the umbrella of 

lifelong learning with targeted attention to the more disadvantaged groups (e.g., persons 

with low education, carers, women. Provision of support services for targeted categories 

creates more opportunities to change careers throughout one's working life and reduces 

ageism within the labour market. 

2. Meso-level solutions to ageism in the labour market4 

 Investigating and allocating resources for age-inclusive management. It is necessary 

to investigate and allocate resources, including information, finances, and human capital. 

The battle with ageism cannot be won alone; thus, detection and utilisation of support 

available from other actors are essential. We recommend allocating human resources to 

the specific task of removing ageist barriers and ensuring age diversity, including 

introducing key performance indicators to managers or strategic positions to ensure that 

real actions in the directions are taken, and positive intentions are not buried under 

marketing campaigns and short-term actions. Age should be included in the Diversity, 

Equity, and Inclusion efforts (DEI), as a key element for diversity representatives, 

inclusion practices and equality achievements. Ageing needs to be a value and part of 

the corporation's internal and external branding pillars. As age is usually not treated as 

gender and race, there is a need to state its inclusion in DEI values and strategy clearly.  

 Collecting information and ensuring cyclical assessment and analyses. The 

company's age inclusivity should be assessed, including age representation and age-

disaggregated human resources statistics, level of management awareness, and direct and 

indirect effect of policies in place. The investigation should include both quantitative and 

qualitative analyses to ensure an in-depth understanding of the situation and that the 

voices of all the groups of workers are heard and considered. It is vital to build permanent 

communication channels and ensure the empowerment of all employees. Cyclical 

assessment of age equality and inclusion ensures the efficient evaluation and correction 

of organisational practices and prevents new ageism cases. 

 Applying a human-capital-centred, comprehensive approach to managing 

employees. The human-capital-centred, holistic, life-course oriented, gender-sensitive 

                                                 
4 The full range of the recommendations on the organisational level is presented in Figure A2 in the Annexe. 
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and evidence-based approach should be applied to managing employees. In general, 

human resource management should acknowledge the difference between chronological 

age and subjective age (the subjective perception of how old employees feel at work 

regardless of their chronological age) and eliminate the usage of chronological age from 

all the practices and levels of communication. Dividing the workforce into generations 

with sharp boundaries based on generations is meaningless and can actually reinforce 

stereotypes.  

3. Micro-level solutions to ageism in the labour market 

 Investing in lifelong learning and personal development throughout the career. 

Education is a resource that can protect and prevent workers from experiencing ageism. 

Investing in life-long learning is a way to support individuals' careers and develop skills. 

Moreover, education increases awareness of the complex political and power dynamics 

of ageism in the workplace. Employers and active labour policies should provide access 

to educational opportunities. Still, it is equally important that individuals frame their 

own careers as a life-long learning process and reject internalised ageist assumptions 

that may exclude them from training and education opportunity in formal or informal 

networks. 

 Creating diverse and intergenerational networks and social support systems. 

Researchers have long emphasised the need for intergenerational contact to combat 

ageist assumptions and stereotypes. Having meaningful exchanges with persons of 

different ages lowers prejudice and stereotypical thinking. Individual workers should 

refrain from stereotypical assumptions that lower their interest in collaborating with 

people of different ages. They should be aware of age stereotypes and prejudices in their 

social interactions and, for example, refrain from ageist jokes and use inclusive 

language. Social networks are a key resource to prevent ageism: having support from 

peers and managers increases job performance and satisfaction. Social contact also helps 

in coping with unemployment, as older workers found more interesting and relevant job 

opportunities through their social contacts than through traditional job search methods. 

 Raising awareness and accountability of ageism and ageist actions. Being aware that 

ageism exists, what it means, how it operates, and how to prevent it are the first 

resources to stop thinking, feeling, and acting as ageist towards others and ourselves. 

As shown in the report, ageism has many detrimental effects at the individual level in 

the workplace; it lowers job engagement and decreases well-being. Being aware of these 

effects and being provided with resources to act against them is the step towards making 

a change.  
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FUTURE ACTIONS 

Ageism in the labour market is one of the most common and particularly serious obstacles and 

challenges to sustainable development, intergenerational solidarity, the economic prosperity of 

the organisations, and the active and healthy ageing of workers. Ageism is deeply rooted in 

legislation, regulatory frameworks, policies, language, and everyday practices. It is widespread 

because of its intrinsic nature and current social acceptability. Thanks to analysis carried out in 

the MSCA-ITN EuroAgeism project, it was possible to raise awareness, assess the impact of 

ageism and existing frameworks on different age groups, investigate the roots, manifestations, 

and consequences of ageism in the labour market, and try to change the narratives and suggest 

policy solutions. The key policy solutions are presented in the current report. However, the 

project's possibilities are not limitless, and much had to be left outside the scope.  

We encourage further research on ageism in the labour market, with a specific focus on 

investigating inequalities and intersectionalities in different stages of life and its cumulative 

impact on the late work outcome (gender, abilities, health status, ethnicity, education, 

employment status, socioeconomic situation, life history), and more research on low- and 

middle-income countries; we urge for improvement of availability and quality of data, ensuring 

that data from the labour market is collected, disaggregated, analysed, utilised and disseminated 

from all ages; and we call for addressing age limitations in surveys, and the lack of information 

about older people in institutions and intersection of ageism with other grounds of 

discrimination. Research on ageism in the workforce can also benefit from studies implemented 

through observational, ethnographical, qualitative and naturally occurring data. Looking at 

everyday dynamics of relations in the workplace can shed new light on hidden and take for 

granted ageist dynamics that sustain ageism and are not addressed by age-inclusive 

management. Finally, we encourage actors on all levels to take actions against ageism, 

recognise the heterogeneity of the workforce and create a world for all ages. 
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ANNEXE 

Figure A1. The extended international and macro-level recommendations for combatting 

ageism in the labour market. 
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Figure A2. The extended meso-level level recommendations for combatting ageism in the 
labour market. 
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