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Abstract. The ageing labour force is the one of the main challenges for the labour market in Lithuania. The working career of
older employees very much depends on the policies and attitude of employers. Thus, the aim of this paper is to analyse the poli-
cies and attitudes of Lithuanian employers towards older employees. The data of Eurobarometer 76.2 in 2011 and the data of the
employers’ survey in Lithuania in 2014 were used for the implementation of the goal. The construction, trade, education, health
care and public administration sectors were selected on arbitrary basis. The respondents were surveyed by telephone. The sample
of the survey included 216 managers or staff managers. The employers in primary data of Eurobarometer 76.2 were defined as
general and middle managers. The data were analysed using the method of factor analysis. The secondary Eurostat data were used
for the analysis of socioeconomic context. The legal norms were analysed using national documents. The main findings of the
research reveal the general positive attitude of employers towards older workers in Lithuania. However, the existing workplace
practice gives little encouragement for prolonging the working career in older age due to obsolete cultural and legal norms.
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Introduction

European countries are facing an ageing population. This is
linked to the extension of working life and adaptability of
labour market to the change in the structure of employees
by age. Lithuania as other European countries faces ageing
population as well as the high emigration. Therefore the
lack of labour force is nowadays on the agenda of public
discussions. On the other hand, the strategy and discus-
sions how to prolong the working life of older employe-
es are not sufficient. Thus the analysis of the obstacles to
continue a career in the old age can provide new insights
for policymakers.

Among various issues related to the participation of
older employees in the labour market is the employer’s at-
titude and implemented policy. Various studies provided
findings of the relation between the decision of the em-
ployee to continue work in older age and the policies of the

employer towards older workers (Van Dalen et al. 2009,
Conen et al. 2012, Karpinska et al. 2013).

The attitudes of employers toward older workers were
analysed Skuciené et al. (2015). The contribution of this
research is to reveal the most significant points of the em-
ployers’ attitudes towards older employees as a basis of
employers’ ageing policy. Above mentioned research was
supplemented with data of Eurobarometer allowing com-
paring attitudes of employers and employees. The following
research questions were raised: What the attitudes and poli-
cies of the employers towards older employees are observed
in Lithuania? Are the attitudes discriminatory or favourable
for the older employees? Therefore, the goal of this research
is to analyse the policies and attitudes of Lithuanian employ-
ers towards older employees. For the implementation of the
goal, the following objectives are set: firstly, to analyse prior
literature on employers’ attitudes towards older workers;
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second, to review socioeconomic and legal background in
Lithuania; thirdly, to analyse the importance of the poli-
cies and attitudes of employers towards older workers and
finally, to analyse the attitudes of employers that character-
ize older employees.

1. Prior literature

Different perspectives explain the value of career continuity
of older employees. The analysis of the stereotypes is also
widespread in the academic literature analysing the attitu-
des of employers toward older employees. The results from
van Dalen et al. (2010) survey on perceptions of employ-
ers and employees of older workers™ productivity showed
that both employers and employees rate the productivity
of older workers substantially lower than that of younger
workers. They also showed the positive relation between
the age of the respondent (that of employers as well as
employees) and the perceived productivity of the same age
group. However, the authors discovered considerable diffe-
rences between the attitudes of younger and older workers
towards each of the productivity dimensions: older workers
were considered to have better social skills and to be more
reliable, more accurate, and more committed to their work
while younger employees scored much higher on such qua-
lities as new technology skills, mental and physical capacity,
willingness to learn, and flexibility.

The connection between the attitudes towards older
employees and the age of employers themselves was con-
firmed by van Dalen and Henkens (2017) in their recent
study: the older the managers the more positive attitudes
towards older workers they hold. The authors stress the im-
portance of the previous experience with the older workers:
increase in the occurrence of problems with older workers
tends to depress their assessment of soft and hard skills.
They also point that characteristics of the businesses add
little explanatory power. Indeed, there are evidences that
the size and the sector of the business are related to atti-
tudes towards employee. For example, the age stereotypes
are particularly strong in certain industries, such as finance,
insurance, retail, and information technology/computing
(Posthuma and Campion 2008). In a small and medium size
company the view on older workers is relatively more posi-
tive. Naegele et al. (2018) explain it by flat hierarchies and
close social embeddedness within the respective workforce,
the monopoly held by older workers on company-specific
knowledge, or the fact that older workers often hold key
positions within small companies. Research by McNair et
al. (2007) has shown that in small companies, the age of the
employee does not matter: older people have more skills,
experience at work, are more loyal and more concerned
with the client’s interests. Employers value older workers in
health, social care and transportation. Employers seeking

to hire or retain older workers, recognizing the value of
their skills, knowledge and productivity in manufacturing
or in service sectors are taking measures such as adapting
the work environment (e.g. better lighting, larger computer
screens), applying the flexible forms of work (e.g. part-time
work), changing job roles to meet professional aspirations
(e.g. mentoring), providing the reward schemes that do not
penalize working retirees (Armstrong-Stassen 2007). While
motivating older workers to prolong the career the employer
along with the ergonomic and organizational decisions at
the workplace may utilize the knowledge about specific work
values attributed by baby boomers, X, and Y generation. The
generation of baby boomers that were born between 1946
and 1964 place less importance on status, they value less
“being promoted more quickly” than generation X. Prestige
work value was more important for younger generations (X
and Y) than the older generation (Baby Boom). People with
age also give greater value for work that is consistent with
their morals (Hansen and Leuty 2012).

Taylor and Walker (1998) provided evidences that
employment practices of older workers are related to em-
ployer’s attitudes. For example, recruitment, training and
promotion practices were related to the perceived train-
ability, creativity, cautiousness, physical capabilities of older
workers, likelihood of having an accident, and their ability
to work with younger workers. And perceived productiv-
ity, reliability, ability to adapt to new technology, interest in
technological change and flexibility of older workers had no
relationship with employment practices. As Van Dalen et al.
(2009) claims, general dispositional attitudes towards older
workers frame perceptions of the abilities of older work-
ers, and thus influence ageist practices at the workplace.
The forms of ageism at the workplace usually manifest in
hiring and firing decisions of employers, practices occur-
ring within the workplace (being paid less, being left out of
promotions, and being left out of companies’ modernisa-
tion processes), training, retention, and retirement practices
(Furunes and Mykletun 2010, Stypinska and Nikander 2018,
Abuladze and Perek-Biatas 2018).

Further literature review covers the employers’ stereo-
typical thinking towards older employees, although we are
aware of other origins of age discrimination in the work-
place such as specific workplace characteristics (organiza-
tional structures, management, the role of trade unions or
staff associations), and the macro-structural processes and
factors on a global scale.

Workplace age stereotypes are beliefs and expectations
about workers based on their age (Hamilton and Sherman
1994). Henkens (2005) discerns three dimensions of ste-
reotypes: the biased thinking about the productivity, the
reliability and the adaptability of older staff. Dordoni and
Argentero (2015) (ref. to studies performed by Posthuma
and Campion 2008, Bal etal. 2011) present four fields of age
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stereotypes, such as health, employability, age discrimina-
tion, and intention to retire. Although the stereotypes can
be both negative and positive, the scholars put more atten-
tion to the negative ones. Ngand Feldman (2012) detect six
most common negative stereotypes about older workers:
less motivated, generally less willing to participate in train-
ing and career development, more resistant and less willing
to change, less trusting, less healthy, and more vulnerable
to work-family imbalance.

Negative stereotyping and ageist behaviour towards old-
er workers may result from a perceived “lack of fit” between
the job requirements and the abilities of a worker (Naegele
etal. 2018). Negative stereotypes typically are held by em-
ployers regarding the productivity and other supply-side
characteristics of older workers (slower, resistant to change,
less well educated and hostile to technology) (Nilsson 2018).
Most stereotypes against older workers are on their lower
performance or lower ability to learn, their resistance to
change, their shorter tenure and being more costly. The no-
tion about less interest in training is the only empirically
supported stereotype (Ng and Feldman 2012).

Most common positive stereotypes about older employ-
ees include the following: maturity, experience, responsi-
bility, reliability, stability, loyalty, customer service skills,
patience, more positive job attitudes, higher levels of orga-
nizational citizenship behaviours, dependability, and orga-
nizational commitment (Loretto et al. 2000, Posthuma and
Campion 2008, Ngand Feldman 2008, 2010, Bal etal. 2011,
Malinen and Johnston 2013). The balance of positive and
negative stereotypes towards older workers may depend on
the sector of economic activity. A more positive stereotyping
is found in the retail and health care sectors, whereas nega-
tive stereotypes occur more often in the educational sector,
public administration as well as manufacturing (Naegele
et al. 2018, ref. to Hess 2013). There are also differences
between public and private sectors: negative stereotypes
towards older workers are stronger in the public sector
compared to the private one (Henkens 2005). HR manag-
ers judge workers of similar to them age more positively
(Henkens 2005, Lazazzara et al. 2013, Principi et al. 2015).

The employer’s attitudes towards older workers are also
affected by broader cultural, socioeconomic context and
legal norms. Different welfare and cultural norms tend to
affect managers’ behaviour regarding workplace transitions
such as promotions and retirement (Radl 2012). Such social
policy rules as maximum recruitment ages and pension
schemes, other state policies towards older workers (social
and political organisation of labour, retirement, and social
assistance) can discourage employment of older people
(Taylor and Walker 1998, Stypinska and Nikander 2018).
As manyadvanced economies have government-supported
policies directed at older workers, it is very likely that em-
ployer’s attitudes towards such employees are more positive

in such economies (Conen et al. 2012). Also the state of
the business cycle within a sector influences the manag-
ers behaviour: for example, older workers are much more
likely to be rehired after mandatory retirement when the
organization face recruitment problems (Karpinska et al.
2013, Oude Mulders et al. 2016). In cases, when employers
encounter problems in recruiting new personnel, they may
be more likely to back away from retiring older employees
and shift their attention towards accommodation and in-
vestment measures.

The changes in the realities of labour market (longer
working life, more active participation of older people in
the labour market) co-exist with the stereotypes of the pre-
vious century and their reflections in the legal acts. The
scholars (Mikulioniené and Petkevi¢iené 2006, Rapoliené
2007) state that cultural and value-based environment in
the Lithuanian society is unfavourable for older people,
whereas older people themselves internalise negative atti-
tudes of society towards the individuals from this age group.
The “three-generation” model of labour law from the in-
dustrial period is still applied in Lithuania. The traditional
labour market regulation model has remained oriented to
demographically young population, where the major part of
working population maintains the minority of older people
who have reached the retirement age (ref. to Guillemard
2015 cited in Ambrazeviciaté 2018). Thus, statutory retire-
ment age has been understood as a necessary condition for
leaving the labour market up to now.

Stereotypical attitudes also lead to legal acts that
are, in principle, treated as discriminatory (Macernyté-
Panomarioviené 2008, Ambrazeviciaté 2018). The legisla-
tion in Lithuania provides for an upper age limit for employ-
ment and a maximum age limit for individuals applying for
certain posts. Having reached the retirement age, people can
be deprived of career opportunities, as they are not entitled
toadditional guarantees in the case of redundancies and lose
the guarantees applicable to unemployed people.

2. Research methodology

The two surveys were chosen to implement the aim of the
research. First, survey, which was implemented in 2014 in
Lithuania and the second the survey of Eurobarometer 76.2
in 2011 (European Commission 2014). The survey of em-
ployers was a targeted research and was devoted to the ana-
lysis of the attitudes of employers toward older employees.
As well as the Eurobarometer 76.2 was special and devoted
to the topic of ageing. The microdata of Eurobarometer 76.2
was used in the research.

The construction, trade, education, health care and pub-
lic administration sectors were selected on arbitrary basis
for the survey in Lithuania in 2014. The respondents were
surveyed by telephone. The sample of the survey included
216 managers or staff managers.



Business: Theory and Practice, 2019, 20: 476-484

479

The data analysis was divided into three stages seeking
to answer the following research questions:

Firstly, the responses to the question what socioeco-
nomic and legal conditions for participation of older em-
ployeesin the labour market are identified in Lithuania were
processed. Secondly, the responses to the question if the
attitudes of employers are important for the continuing of
working career in older age were studied. The third research
question aimed to identify what employers’ attitudes to-
wards older employees are observed in Lithuania

The secondary analysis of Eurostat data was applied
seeking to provide the answer to the first question.

Seeking to study related legal regulations in Lithuania,
the document analysis was implemented. The list of the
analysed documents is provided in Appendix (see: The List
of Documents).

The factor analysis was applied aiming to identify the
employers’ attitudes as a possible reason for exiting the
labour market. The first factor (the reasons presented by
the employers and employees) was compared. The data of
Eurobarometer 76.2 (European Commission 2014) were
used for the analysis of reasons to stop working.

Finally the attitudes of employers were analysed using
factor analysis. The employer refers to general managers and
middle managers in the primary data of Eurobarometer 76.2
(European Commission 2014). Only the first factor, as the
most important one for characterizing the attitude of em-
ployer was considered. As Eurobarometer 76.2 (European
Commission 2014) was devoted to the attitudes towards
older employees, the present analysis was limited only to
that particular group.

The data of survey conducted in Lithuania enables
comparison of the responses received from the employ-
ers belonging to different age groups. Thus the first factor
of the attitudes of employers towards older employees was
compared by age groups. Since the characteristics attributed
to the older employees by the employers under 55 years
were very similar, the attitudes of older employers (55+)

1400.0

towards older age employees compared to those of 26-35
year old age employers were selected for comparison and
presentation in the paper.

3. Socioeconomic context and legal norms

The population ageing in Lithuanian is related to the possi-
ble tension in the national labour market, especially to the
decline in working age population. The growing demand
for labour force is reflected in the positive general emplo-
yment indicators of older people: the employment rate and
activity rate are higher than the EU average. The female
employment rate is traditionally high in Lithuania. The
growth of total employed population has occurred mainly
due to individuals over 50 years old (see Figure 1).
Between 2010 and 2014 the share of employees aged 50
years and over has increased from 25% to 30% in total. Some
sectors, such as healthcare and education, are characterised
by the large share of older employees (50% or more).
Despite the favourable recent trends in Lithuanian la-
bour market, the potential of older workers is underutilized.
The data on involuntary part-time employment suggest
that many older workers would choose full participation
in labour market if the appropriate policies and workplace
practices were available (involuntary part-time employment
as percentage of the total part-time employment was 25%
in 2011 and 26% in 2014 in Lithuania for age group 50+,
Eurostat). Older workers have been earning less recently
as well. This can be explained by the overrepresentation of
older workers in declining sectors (Bouman et al. 2015). The
Eurobarmeter 76.2 (European Commission 2014) shows
that Lithuanians value the role of the 55+ in employment,
but less than their role in politics or in the care of grand-
children. According to a population survey (Skuciené et al.
2015), those working in the public administration and de-
fence, compulsory social security and education sectors
were the most likely to be active in labour market when
they reached retirement age. However, when analyzing the
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Figure 1. Lithuanian employees by age groups (Eurostat, total, in thousands)
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relationship between retirement age and factors influencing
inactivity, greater negative correlation was observed with
current employment, professional status, civil servant sta-
tus, and financial liability.

Older people face the difficulties coming back to the la-
bour market. Following the data of ILO, approximately 30
percent of jobless older workers are unemployed for more
than 48 months in Lithuania (Bouman et al. 2015). The pro-
portions of long-term unemployed in the group of women
show slower downward tendencies, which confirm the fact
that on the average older women face more challenges seeking
to regain position in the labour market after a longer break.

Legal norms in Lithuania are strongly related to an up-
per age limit for employment and a maximum age limit for
individuals applying for certain posts in Lithuania. Lower
age limits under certain conditions are established apply-
ing for a position within intelligence services (50 years), 60
years for a position of a notary, for a position in the Special
Investigation Service or the Internal Service. The age limit
of 62.5 years is set for some positions in the customs and for
bailiffs. The age limit that coincides with the official retire-
ment age provided for in the Law on State Social Insurance
Pensions' is applied in the service of civil protection. It
should be noted that the limit of 62 years and 6 months
complies with the established retirement age for men valid
by 2012. Starting with the year of 2012 the legal retirement
age hasbeen gradually increasing and will have reached the
limit of 65 years both for men and women in 2026.

The applicants for the public service have to be not older
than 65 years. The maximum age limit is not applicable
to public servants of political confidence and alternate
servants. The national normative documents also outline
limitations for individuals over 65 years to be elected (ap-
pointed) to the posts of heads of the majority of universi-
ties or scientific institutions, or to the positions of heads of
departments and their deputies. However, such an applicant
can be elected or appointed with the approval of the council
of scientific institute of university.

It can be concluded that retirement age deprives older
people still willing to engage in the labour market of ad-
ditional guarantees. Having reached the official retirement
age, jobless people lose the status of unemployed and are
notsupported, i.e. not possessing the status of unemployed
they cannot actively engage in active labour market policies
(e.g. payment of the subsidy is terminated if an individual
has reached the old-age pension age). Moreover, the analy-
sis of the practices in the public employment service show
that unemployed people of pre-retirement age are more
frequently directed to public works and they are never prac-
tically offered measures for training or professional develop-
ment. As provided for in the Labour Code, the individuals

! The established retirement age equals 62 years and 4 months for women
and 63 years and 8 months for men in 2018 in Lithuania.

of pre-retirement age (who will be entitled to the old-age
pension in not more than three years and whose continu-
ous length of service at that workplace is at least ten years)
have the right of priority to retain the job in the case of re-
dundancy. However, the employees, who have reached the
official retirement age and who have become entitled to the
full old age pension working in the employer’s enterprise,
are deprived of such right.

To sum up, the age norms of the industrial period of the
20th century have existed in Lithuania together with contem-
porary trends in the labour market: the demand for labour
forceisincreasing, and the older employees are asactive in the
labour market as ever. However, the national legal documents
still provide for maximum age limits for individuals willing to
getemployed or to extend their working age in some spheres
of publicsector (including higher education were the require-
ment of being highly productive is applied). Having reached
the retirement age, people can be deprived of their career
opportunities, they are not entitled to additional guarantees
in the case of redundancies and lose the guarantees applicable
to unemployed people. The favourable labour market condi-
tions are not sufficient for wider economic participation of
older population due to the obstacles embedded in the legal
rules (such as age norms).

4. Employers’ policies towards older workers

The following reasons for stopping working career were
indicated as the most significant ones: exclusion from trai-
ning, pension/tax system, absence of gradual retirement
schemes as well as the view of employers. The latter reason
was regarded as similarly important by both employers
and employees (see Table 1). Such a finding grounds the
importance to clarify the attitudes of employer towards
older employees.

The data of the survey performed in Lithuania in 2014
show that more than one third of the employers most
frequently referred to “retirement” as a reason for older
employees’ exit from the labour market. Other significant
reasons included health problems of older employees or
“too hard work”. The provided responses confirm the spread
of age norms, when the official retirement age is regarded
as a sufficient reason to bid farewell to an employee. They
also show that the employers are not ready to take the re-
sponsibility for the health-related problems or coping with
workload issues of older workers.

The data of survey in Lithuania in 2014 also show that
only one fourth of the employers (26%) pointed out that they
encourage their elder staff members (55+) to continue their
professional career longer. More than half of the respondents
(53%) do not tend to motivate older employees to extend their
professional career and about 17 percent do that partially. The
respondents from the health sector more frequently motivate
their older personnel to extend their working life compared
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Table 1. The most significant reasons why older employees stop working: the attitudes of employers and employees (source:

Eurobarometer 76.2)

sampling adequacy.

Employers Employees
Variables in the factor Correlation coefficients Variables in the factor Correlation coefficients
Exclusion from training 0.771 View of employers 0.789
View of employers 0.764 Exclusion from training 0.755
Pension/tax systems 0.581 Places not adapted 0.597
No gradual retirement 0.515 - -
Kaiser-Meyer-Olkin measure of 706 Kaiser-Meyer-Olkin measure of 84

sampling adequacy.

Bartlett’s test of sphericity

Approx. Chi-square 22507 122.733

Approx. Chi-Square 44103 672.492

df 28

df 28

Sig. 000

Sig. .000

to the employers from other analysed sectors. The negative
responses (i.e. “do not motivate”) are most frequently received
from the employers in the trade, construction and public
administration sectors. The employers from the enterprises
or institutions, where higher education prevailed among
personnel, motivated older staff members to extend their
working life more often than others.

The employers, who encourage older employees to con-
tinue their professional career longer, were requested to elabo-
rate on the applied motivational measures. However, most
frequently the employers did not indicate any measures for
integration of older employees to the labour market. The ob-
tained responses allow concluding that retention of a job place
(its non-abolition) for an elder employee is already regarded
asan encouragement to extend his or her professional career.
Such measures as combining work and retirement, application
of flexible forms of work and life-long learning of employ-
ers that are widely spread in foreign enterprises (Conen et al.
2012) are not popular among Lithuanian employers and only
subsidised employment is slightly better known.

The employers in the survey in Lithuania indicate
that lifelong learning is the most efficient measure of
state policy on retaining older people in the labour mar-
ket. They also express a rather positive attitude towards
subsidised employment, anti-discriminatory legal acts
and combining work and retirement. According to the
employees, the least efficient measures are project initia-
tives which target at stereotypes. Moreover, the majority
of the respondents have never heard of such initiatives. In
this regard, the attitude of Lithuanian employers differs
from the one shared among employers in the Netherlands,
Germany and Poland. The latter consider wage subsidies to
be the most efficient measure, and from Italian employers,
who appreciate laws preventing age discrimination most
(Conen et al. 2012).

Despite the fact that training received the most favourable
evaluation from the employers in the survey, they seem not to

have any plans for training older employees. The information
on vocational education and training (European Centre...
2013) shows that Lithuanian employers provide training for
employees less frequently than the EU average, and their finan-
cial contribution is lower compared to other member states.

The conclusions of previous research on the influence of
economic (labour market) context on employers’ decisions
(Karpinska etal. 2013, Oude Mulders et al. 2016) have been
partially confirmed during this survey. The respondents
of the survey were requested to point out measures that
they would apply facing staffing challenges. Encouraging
the older employees that have reached the retirement age to
continue their working life is indicated as the second most
popular measure (after pay increase). In addition, more than
one third of employers would hire former employees, who
are retired, when facing staffing problems.

Referring to retention of older people (from 56 years
old to retirement age) in the labour market, the numbers of
hired and fired employees in the analysed enterprises sig-
nificantly differ (Chi-square, p-0.00) by the size of enterprise
and the status of companies or institutions. Medium and
large enterprises of 100 employees and over more frequently
dismissed employees from the abovementioned age group
taking into account the last 12 months. The ratio of hired
and fired employees aged 56+ in the enterprises and institu-
tions with fewer than 100 employees was equal. Business
enterprises more frequently employ staff members from the
aforesaid age group. Meanwhile, the ratio of employed and
dismissed employees in budget and public institutions is
significantly less favourable to older individuals.

Such unfavourable policies of budget and public in-
stitutions on older personnel are evidenced also at the
highest institutional level: in 2018 the Ombudsperson of
Equal Opportunities identified factors that violate equal
opportunities in the Order of the Minister of Education
and Science of RL., i.e. promotion of discrimination against
older teachers.
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5. The employers’ attitudes towards older employees

The employers’ stereotypical attitudes may lead to unfa-
vourable organizational behaviour towards older emplo-
yers. Kunze et al. (2013) indicates that negative attitudes

Table 3. The most significant characteristics prescribed to
older employees from the perspective of younger (26-35) and
older (56 and over) employers (source: The employers survey
in Lithuania 2014)

56 and over 26-35
t isites f di i tent: i
In aylcre;l fprereql{;l e“s or sg.rea mg:gilsnll a ﬂ:enterlfn;lse Variables in the | Correlation | Variablesin | Correlation
cvel what causes the “cascading contextual ellect ot top factor coefficients | the factor | coefficients
mar.lagement age stere9types on tbe d.lscilmmatory be- Ability to master
haviour of lower levels in the organization”. However, our new information 0851 N il 0,800
research reveals positive employers’ attitudes towards older related to the ’ esponsibiity ‘
employees. The main characteristics prescribed to older | specifics of work
employees by the employers were very favourable for par- Creativity 0.791 Commitment 0.804
ticipation in the labour market (see Table 2). The findings ] to work '
based on Eurobarometer data confirm the results from the Mastery of new
research of Loretto et al. (2000), Posthuma and Campion t?dmeIOg.lcal Lovalty t
(2008), Ng and Feldman (2008, 2010), Bal et al. (2011), izluf;;l:;‘t"n' 0.751 W‘(’)’igac‘; 0.762
and Malinen and Johnston (2013) who stated that positive related. etc.)
stereotypes about older employees include the following: knowledge
maturity, experience, responsibility, reliability etc. Experience 0.716
Discipline 0.629
Table 2. The most significant characteristics prescribed to ol- Autonomy 0.591
der employees (55+) from the employer’s perspective (source: Endurance 0.590
European Commission 2014 Eurobarometer 76.2) -
Kaiser-Meyer-
Variables in the factor Correlation coeflicients Ofﬂgllrln Mlialsure 539 KMO 794
Open to new ideas 0.731 OA deiluf oy 8
ey -7 Bartletts Test of Bartlett’s Test of Sphericity
Up to date 0.716 Sphericity
Flexibility 0.688 Approx. Approx.
Productivity 0.587 Chi-Square 200918 Chi-Square 630636
Cultural competence 0.501 df 105 d_f 105
Kaiser-Meyer-Olkin Measure 358 Sig: 000 Sig. :000
of Sampling Adequacy. ’
Bartlett’s Test of Sphericity
Aborox. Chi-Sauare 18857007.936 after retirement age could be explained by strict age norms,
DIf’P : d o : which are formed by national legal rules.
Sig. 000

The similar positive characteristics towards older em-
ployees can be observed in the data of survey in Lithuania
in 2014. The respondents could choose from the list of
different characteristics of employees (both positive and
negative). All these characteristics, which were indicated
by Lithuanian employers are related to experience. The
qualities that employers prescribed to younger employees
were related more to responsibility and discipline (Table 3).
However, the list of main characteristics towards young em-
ployees is longer.

Despite the overall positive evaluation, the survey data
revealed that employers do not prescribe any character-
istics to the employees after the legal retirement age. The
contradictory findings about positive view towards older
employees in Lithuania and unwillingness to encourage
the participation of older employees in labour market

Conclusions and discussions

The attitudes of employers towards older workers frame
the perceptions of the abilities of older workers and the
employment practices in workplace. Usually employers
manage their employment practices of older workers based
on negative or positive stereotypes. The kind of stereotype
depends on the previous experience, economy sector or
size of enterprise. The attitudes of employers towards older
workers are also influenced by state policy.

Although the Lithuanian labour market is characterised
by demand for labour force and an increasing economic
participation of older people, they experience obstacles to
enter labour market after unemployment span, to access
better quality jobs, to improve their productivity through
learning. The legal acts still provide age limits applying for
certain positions or posts mainly in the public sector; retired
jobseekers are not supported in the labour market.
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Our research findings allow us to state thatlegal norms
have strong influence on the employment practice in
Lithuania despite the positive attitude that employers hold
towards older workers.

The attitudes of employers towards older workers in
Lithuania cover the maturity, experience, and creativity and
these findings confirm the findings of Loretto et al. (2000),
Posthuma and Campion (2008), Ng and Feldman (2008,
2010), Baletal. (2011), Malinen and Johnston (2013) about
common positive stereotypes.

However the research findings reveal that retirement age
had strong stereotypical pattern on employers’ employment
behaviour: the employees of retirement age practically fall
out of the employers focus evaluating the characteristics of
employees. Other findings also confirm other ageist prac-
tices of Lithuanian employers: half of them do not encour-
age older employees to extend their working life; they do
not apply any measures to facilitate older personnel’s inte-
gration in the labour market; retention of a job place for an
older employee is already regarded as an encouragement to
extend his or her professional career in itself.

The limitation of research is that the relation between
thelegal and cultural norms towards older population in the
broader or social context was not studied. The impact of the
societal norms on employers’ behaviour was not analysed
either. These aspects may be the focus of further research.
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