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Abstract: At present, companies should definitely be able to adapt to their environment. It entails
being able to successfully predict and eliminate flaws and undesirable steps which may result in
negative consequences. It can only be executed by careful consideration of three basic enterprise’s
components which comprise the following: material resources, financial resources and human
resources. An effective corporate coordination and human resource management is a cornerstone
of the enterprise’s success while these components are of the same importance to this success. To
this end, the aim of this manuscript is to design innovative recruitment procedures when using
age management approach for a specific transport company; in particular, its human resource
management is taken into consideration. In the initial parts of the manuscript, an analysis of
quantitative and qualitative data is performed, wherein introduction into the addressed subject,
relevant literature review, as well as description of utilized data and methods within the conducted
research are elaborated. Consequently, in a case study section, the Work Ability Index (WAI) method
is used to focus on the chosen group of employees in order to profoundly investigate their work
abilities. The very examination of employees’ life cycle encompasses multiple age categories and
measures a decrease in their work ability level. As for the ensuing (final) parts of the manuscript, a
thorough evaluation of results obtained, appropriate discussion and, last but not least, conclusion
section are compiled, in which the most imperative findings of the performed investigation are
comprehensively summarized. Following the above, the purpose of this study is to compile a novel
methodological procedure in terms of using the principles of age management in human resource
management; specifically, in an opted transport company, and thus helping towards more effective
and sustainable corporate recruitment strategy.

Keywords: human resources management; age management; transport company management; Work
Ability Index

1. Introduction

Globalization has become a worldwide phenomenon. The term refers to interdepen-
dent processes which mutually face economic, technological, social, cultural and political
global challenges. The modern age predominantly focuses digital and automation develop-
ment. Worldwide trends indicate substantial changes in all spheres. If we look into human
resource management, it is apparent that this sphere has not resisted enormous alterations
(Egdell et al. 2020). The sector at issue has recently been turning away from its original
strategy and is nowadays more oriented on individuals which means that also the sphere
of human resources must comply with requirements posed by modernity and Industry 4.0
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(Kampf et al. 2017); the management of the present century emphasizes initiative, creativity
and keen interest in a specific thing. Bureaucratic administration has been completely
replaced with spontaneous coordination (Urbancová et al. 2020). The whole recruitment
procedure deals with several important subagendas. Decisions are made on collective
awareness; furthermore, employees’ motivation no longer emphasizes only external factors,
but internal aspects also play an important role. The performance of individual companies
depends on various factors. These comprise, e.g., (Mathis et al. 2016; Tonelli et al. 2020):

• position on the market,
• sector in which a specific company operates,
• geographical location,
• or quality of human resource management.

Additionally, it is namely the quality of human resources that nowadays poses enor-
mous challenges (Azhdari et al. 2019).

The whole society has been undergoing dramatic changes which also influence the
management in question. This issue includes without limitations demographic influences,
low birth-rate and dramatic transformations in the age structure of the population. Aging
population may have significant social and economic impacts on the whole society. The
productive age of people will probably last longer, with no prospect of the timely retirement
(Azhdari et al. 2019). Manufacturing and nonmanufacturing companies should thereby
address this crucial issue and find employment for people throughout all age groups; i.e.,
reaping benefit from a different age line-up of the working team (Pak et al. 2019). Individual
workers go through a specific lifecycle; as depicted in Figure 1.
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Figure 1. Worker’s lifecycle. Source: (Mathis et al. 2016).

To 19 years, individuals are economically dependent either on parents, or social
benefits. The economically active group includes citizens from 20–64 years, followed by
the elderly, after reaching the age of 65, which must be classified into the economically
dependent group. At the beginning of the productive life, individuals adapt to a process
which starts from a successful recruitment of employees and getting familiar with the work
life. Throughout the work life, an individual is subject to several changes in work duties
(Grah et al. 2019). He/she starts to plan a career and get to know him/herself. After some
time, worker’s social habits undergo dramatic changes such as starting and raising a family.
After this phase, another crossroad in the workflow emerges—a personal development and
risk of unemployment together with the round-the-clock care and support of the family.
The final stage is usually characterized by oncoming retirement from the labor market,
which may be caused either by company’s strategy, or worker’s individual plan (Kröll et al.
2017; Smrekar et al. 2019; Verheyen et al. 2016).

2. Literature Review

Age inequality is becoming a particular problem for companies undergoing new
pension reforms. The identification of limitations and the determination of factors for
favorable age management in small and medium-sized enterprises were addressed in
particular by Loos-Baroin (2006). The subjective importance of age, which allows for
different perception of older workers in different sectors, was addressed, for instance, in
the research (Dujardin et al. 2014). Hennekam (2016) focuses on the performance of older
workers interconnected to internal and external career focus. Brillet and Gavoille (2014)
closely followed the previous research with their new challenges and issues. On the other
hand, Joniaková and Blštáková (2015) as well as Lacaze (2014) deal with the implementation
of possible synergies among generations and the exchange of knowledge between people at
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the end of the age continuum. The area of their expertise is to aim at the potential of young
people as well as the role of aging employees. As far as human resource costs are concerned,
this particular subject as well as benefits relying on aggregate national human resources
benchmarking data applied to older workers is examined in the literature (Brooke 2003).
The study is based on the ratio of duration of employment of older workers compared to
younger workers and utilizes this ratio as a multiplier of human resource costs.

The subject of human resource management per se has been presented in numerous
literary sources. For instance, as for road transport sector, Sukalova (2020) analyzes the
legislative impact on human resource management in road freight transport and identifies a
series of current issues relating to the workforce. Thereunto, even the article (Nor et al. 2020)
tackles a specific case study in association with road transport, wherein the impact of human
resource management practices on the employee commitment at road transport department
in the state of Perak, Malaysia is investigated.

In addition to the previous publications, whilst Petersson (2018) deals with the role of
human resources in the corporate strategy of a particular shipping company located in the
United Kingdom, the paper (Batarlienė et al. 2017) emphasizes the importance of Lithuanian
transport sector enterprises functioning in research processes of human resource management.
Moreover, the manuscript (Chalikias et al. 2014) describes the determining attributes of
employees’ recruitment and a choice of human resources in the elaborated literature review
as well as processed case study focused on an innovative-based pharmaceutical company.

In regard to the very concept of Work Ability Index (hereinafter referred to as WAI)
implemented in transport sector conditions, several publications have been elaborated as
well. For example, Kloimüller et al. (2000) examine the relation among subjective stress
factors and symptoms, WAI and age attributes. The objective of their research is to evaluate
whether subjective stress-inducing sources and symptoms correlate more with WAI or age
factors, whereby the sample of respondents comprises bus drivers from a public transport
system. Similarly to the previous one, even the article (Sampaio et al. 2009) highlights
work ability profile and aspects affecting it in a specific bus transportation company in Belo
Horizonte, Brazil. The applied methods of investigation encompass a sociodemographic
and occupational questionnaire, WAI and Job Stress Scale. On the other hand, Karazman
et al. (1999) and Ilmarinen et al. (1997) assess individual changes and differences in work
ability and work interest by using the WAI approach. As for the first authors, during the
20-days-long health promotion program, drivers of the Munich Transport Authority of
an average age of 50 years participated in and underwent such an experimental survey.
Regarding the second study, changes in the work ability of active employees over a period
of 11 years were monitored. Specifically, men and women in the same occupation evaluated
their work ability by using WAI instrument when considering physical and mental work
demands, diagnosed diseases, work ability prognosis, sickness absence, work impairment
from disease, as well as psychological resources.

Although multiple authors have discussed the topics of age management, human
resource management or Work Ability Index, none of them have ever outlined an analogous
combination of these aspects when utilizing similar data sets and by applying to the same
operation (sector), as we did.

3. Data and Methods

This paper involves a questionnaire survey to obtain relevant data for the research.
Respondents had a choice when answering, but also space for their own expression. Based
on this data, individual activities for the implementation of age management were targeted.
As aforementioned, the method of Work Ability Index (WAI) was used for the research
purposes, which is focused on selected employees of different age categories to examine
their work abilities (Ilmarinen 2009). The evaluation of an employee’s life cycle includes
individual age groups and measures the decrease in the values of work ability. The method
can be applied to individuals or even entire groups of workers. It can be combined for
individual departments if it is a larger company. From the resulting analysis, it is also
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necessary to implement measures that will support a healthy working life of the company’s
employees (Rašticová 2013).

Relevant research for the purposes of compiling the manuscript took place over
the specific period from 1 November 2018 to 31 October 2019 and all the employees of
the examined transport company were included in the very questionnaire survey. As
mentioned above, WAI was applied over the same time period to chosen employees of
different age categories (see distribution below). This index was based on several partial
evaluations; i.e., current ability, work ability in relation to physical and mental demands
for work, reported diagnosed diseases, estimated damage to health condition, incapacity
for work in the last 12 months, own prognosis of work ability in the next 2 years and
mental resources of the investigated employee. WAI measured in such a way ranges from
7 to 49 points and four separate categories were designed to describe WAI value levels:
• First category “bad” range 7–27
• Second category “mid” range 28–36
• Third category “good” range 37–43
• Fourth category “excellent” range 44–49

Assignment of employees into age categories was performed once upon entering the
very research. Subsequently, such age groups were fixed and thus further research was
time-independent.

4. Implementing Age Management into a Transport Company: A Case Study

It is namely specific phases of the work life from which companies may considerably
benefit. The fourth phase presents the critical phase for all the organizations; i.e., workers
attain the mature age of their life, which also means an uneven or slowing work pace while
the risk of unemployment is significantly higher than at the beginning of the work cycle.
However, a lot of methods of dealing with the issue of human resource management have
recently been devised (Brooke 2003), (Rašticová et al. 2019). If we want to focus on this issue,
the method of age management is highly applicable. The cornerstone of this conception is
to achieve harmony between worker’s individual capacity and requirements for the job
he/she is doing. This idea considers all phases the individuals go through at a workplace,
heavily focusing on the age of the worker and covering the whole area of his/her work life
(Fisher et al. 2017). Age management tries to enhance employers’ understanding relating
to the family life of their subordinates and allows them to more rationally plan their whole
work life. This concept builds on maintaining a long-term working ability throughout the
work cycle. The motto for age management is recognizing the working capacity which can
be understood as health, abilities, education, knowledge and skills of a worker in his/her
working environment (Johnson et al. 2017). Age management can be defined as the human
resource management respecting the age, abilities and potential of workers and is classified
into three categories (Joniaková and Blštáková 2015):

• individual,
• organizational,
• social.

The social category includes without limitations ageing of the population which at
the same time presents a crucial issue of the social aspect. In this category, individual
states try to implement age management into separate companies which reflects the state
employment policy and labor market stability (Urbancova 2019).

The organizational category tackles the issue of organization when most of the modern
companies face a fast turnover and ageing of the workforce. Thanks to the change in the
approach towards staffing, this long-term job changing can partially be reduced by finding
a better use of the labor pool.

The individual category concerns individual employees trying to hold down a job
using different methods. An individual is influenced not only by innate factors, but also by
developed skills (Pranjic et al. 2019).
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The current labor market, as has already been mentioned, touches on various issues
including without limitations fast labor turnover and diversified population. As a result
of this marked inflow and outflow of workers, enterprises incur not only time, but also
financial costs relating to the education of new workers. There is no place for new projects
since the training and adaptation of workers to the working environment takes its time
(Freyer et al. 2019). Another problem is that there are only few people on the labor market
and a profound lack of experts. Job vacancies are usually filled with unsuitable applicants;
i.e., current workers are overloaded which results in underperformance of both—the
workforce and the whole organization. A lack of qualified workers causes orders to be either
cancelled, or not received at all. Bad cooperation with offices and other institutions poses
another big problem. If a company fails to find qualified workers on the national market, it
has to look abroad. Complex legislation and poor communication consume a great deal
of time to recruit a worker. The age management implementation brings considerable
benefits which could resolve these issues (Cheng et al. 2020), (Feißel et al. 2018). The most
enormous advantages are as follows (Feißel et al. 2018):

• increasing the competitiveness on the market,
• increasing the quality and stability of human resources,
• reducing costs,
• greater satisfaction of workers in a specific company,
• experienced workers pool skills with young employees.

4.1. Quantitative Research

This research was carried out in a specific transport company which can be classified as
a modern and profit-making enterprise in the Czech Republic which has been operating on
the market for more than 60 years and currently operates also on foreign markets. The area
of transport includes company’s workforce, marketing, accounting, investment projects,
information systems, transport and shipping. To the month of March 2021, the enterprise
employed 224 workers in total, out of which 199 are men and 25 are women, which is 89%
and 11%, respectively. Nonetheless, the survey itself involved only 25 randomly chosen
workers, out of which 20 are men and five are women, which is 80% and 20%, respectively.
Thus, 25 out of 224 represent a relatively small number of sampling respondents, however,
for the purpose of the study per se as well as application of WAI, this value is sufficient
and appropriate.

The investigated employees were subsequently divided into five age categories which
are depicted in Figure 2.
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The chart above suggests that most workers are between 41 and 50 years (69 men and
eight women in particular) followed by the category of 31–40 years, which is represented
by 54 men and seven women. What must not be omitted either is the group of 51–60 years,
which raises the issue of ageing, represented by 38 men and six women. The smaller
numbers of lower age employees may cause serious problems in the future regarding the
age distribution of the workforce, considering the inevitable retirement of older colleagues.
Young people do not apply for job vacancies and if somebody does, he/she will not last
there long. Although the labor turnover is extremely high, the company has adopted a
neutral attitude towards the current situation. No preferential treatment has been given to
either category. The corporate management tries to offer its workers specific fringe benefits
(Cheng et al. 2020). All these benefits embrace the following (Kyriakopoulos 2012):

• meal vouchers,
• monthly contributions to additional pension or life insurance scheme,
• bonus in the form of 13th salary which equals to half of the regular salary,
• monthly remunerations for no absenteeism,
• company events,
• cultural and sport events,
• extra week of holiday,
• vitamin vouchers,
• recruitment contributions.

The company has recently been facing a long-term lack of workforce. To this end, it
offers recruitment contributions to attract potential applicants. The perennial problem lies
in a long-term lack of the workforce together with the rapid turnover of current workers. To
tackle these issues, an analysis relating to workers’ education was carried out, showing that
most workers completed their education by passing apprenticeship exams. In most cases,
the survey involved senior workers or technical and economic specialists with secondary
or university education. During their professional career, contracting workers are further
educated only through seminar and training courses conducted by the company. Other
forms of workers’ further education have yet to be applied. The analysis is suggested
in Table 1. The article aims to find a suitable position for workers in their advanced
working age within the specific company and come up with principal recommendations.
The corporation is strongly customer-oriented and always targets to the highest-quality
services. The company has also built up harmonious relationships with its customers and
has been trying to hold a dominant position on the market.

Table 1. Education of workers in the company.

Education Number of Employees (pcs) Number of Employees (%)

Basic 26 11.61
Vocational 130 58.04
Secondary 59 26.34
University 9 4.01

Total 224 100

Source: authors.

Age management has not been applied in the examined company yet. To implement
it, qualitative and quantitative research needed to be conducted first. Quantitative research
was carried out by a survey in order to investigate employees depending on their age and
subsequently divide them into several age categories (see manuscript Section 4.1), whereas
the qualitative research was conducted by structured interviews with chosen employees;
see details in the ensuing manuscript Section 4.2.

4.2. Qualitative Research—Application of Work Ability Index

As far as the qualitative research goes, to expound a forthright view and complement
data, semistructured interviews were held with chosen employees out of the ranks of
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ordinary workers, foremen, technical and economic workers as well as top corporate
managers. The interviews were conducted in compliance with rules stipulated by a human
resources officer, lasted approx. 30 min and were based on an area of eight specific pillars.
The research aims at gaining necessary information about what workers think about their
current job, their preferences and needs. These needs were included in various kinds of
questionnaires. The first of them was responded by all 224 employees of the company. The
questionnaire focuses on eight basic pillars of age management as follows (Joniaková and
Blštáková 2015):

• 1st pillar—knowledge of the issue of age: How long have you been employed in the
company and what is the situation in your family? How high is the staff turnover in
your company? How long does it take to train new employees for positions that are
left due to retirement? What is the age structure in your company?

• 2nd pillar—positive attitude towards age: Are you happy with conditions at the work-
place? How do employees treat younger and aging employees? Does the corporate
culture take into account all the generations in the workplace?

• 3rd pillar—management focused on the individuality and differences: What is the
most important for you? How does the corporate management take into account the
individual needs of employees? Does the company handle employee diversity in the
context of globalization, age and gender diversity?

• 4th pillar—the age strategy focused on effectiveness and quality: Would you ever use
an alternative if offered by the employer? Do managers take into account different
age categories of workers? Are these people treated equally in the company?

• 5th pillar—good work ability: Are you interested in further education and devel-
opment? What is the working ability of employees in different age groups? What
activities does the company apply in order to maintain work ability? How long does
it take for an employee to be exhausted?

• 6th pillar—high level of competences: Do you have an opportunity to professionally
develop? Is the company aware of the importance of lifelong learning? Do older
workers have the same access to education as younger workers?

• 7th pillar—focusing on an effective organization of work and working environment:
Which fringe benefits are you most interested in? What is the influence of individual
aspects on your work performance? Are the assumptions and needs of employees of
different ages taken into consideration in the company when organizing work? How
are the health and functional capacities of older workers taken into account when
organizing work?

• 8th pillar—happy life: How do you evaluate your working condition? Do you think
that the company takes employee’s age into serious consideration? Is it possible to
get a job position in the company that takes into account the possibilities of older
workers? Does the company support employees with appropriate instruments during
the last years before retirement?

The qualitative questionnaire was then complemented with another survey focused
on assessing the work ability of employees by WAI method (Nasution and Erwin 2019).
Apparently, ageing of employees brings factors that reduce work effectiveness, including
without limitations reduction of the physical capacity, weakening of bodily and mental
functions, higher sickness rate, etc. The research provides information necessary to main-
tain required or the best possible work ability of employees. Other questionnaires examined
physical, mental and health disposition of specific workers. These were compiled in collab-
oration with the physician who provides the health and preventive care for the specific
company under strict conditions not to disclose personal data of the examined persons.
The research was heavily focused on the work ability compared to the most productive
life cycle; i.e., number of sicknesses, length and amount of sick leave throughout the last
12 months, the prognosis predicted by the specific worker (Mamcarz et al. 2019). The
received value of WAI was compared to the reference value which represents an average
value of the work ability of men and women of the same age while performing the same job
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(Hitka et al. 2018). The findings showed that Work Ability Index indicates average values.
Thereby, it is imperative to increase the work ability.

The survey covered 25 randomly chosen workers. Tables 2 and 3 summarize the
abridged version of WAI involving 20 men and five women of all age categories. To avoid
research bias, the company physician picked at random individual respondents.

Table 2. Values obtained upon applying Work Ability Index.

Gender Year of Birth Age WAI Current Condition Future Condition

Male 1982 37 44 Excellent Maintain
Male 1978 41 43 Fair Encourage
Male 1976 43 39 Fair Encourage
Male 1991 28 47 Excellent Maintain
Male 1983 36 48 Excellent Maintain
Male 1978 41 46 Excellent Maintain
Male 1973 46 43 Fair Encourage
Male 1969 50 39 Fair Encourage
Male 1968 51 41 Fair Encourage
Male 1976 43 45 Excellent Maintain
Male 1958 61 29 Poor Increase
Male 1972 47 44 Excellent Maintain
Male 1975 44 43 Excellent Maintain
Male 1998 21 48 Excellent Maintain
Male 1969 50 42 Fair Encourage
Male 1977 42 44 Excellent Maintain
Male 1980 39 41 Fair Encourage
Male 1985 34 45 Excellent Maintain
Male 1966 53 42 Fair Encourage
Male 1976 43 44 Excellent Maintain

Female 1983 36 44 Excellent Maintain
Female 1977 42 41 Fair Encourage
Female 1980 39 44 Excellent Maintain
Female 1971 48 42 Fair Encourage
Female 1980 39 41 Fair Encourage

Source: authors.

Table 3. Work Ability Index—summary.

WAI Male Female In Total (pcs) In Total (%)

29 1 0 1 4
39 2 0 2 8
41 2 2 4 16
42 2 1 3 12
43 3 0 3 12
44 4 2 6 24
45 2 0 2 8
46 1 0 1 4%
47 1 0 1 4%
48 2 0 2 8%

In total 20 5 25

Source: authors.

The table indicates specific differences that are caused by particular conditions rel-
evant to individual workers. The schedule shows that half of the workers lack greater
encouragement. Surprisingly, who also need positive stimuli are young employees (Pong-
pisutsopa et al. 2020). We attribute this lack of motivation to the physically hard work the
young have to do.

As a brief discussion regarding the tables above, the average resulting value in terms
of WAI is of 42.8, which indicates good work ability; the median is at the value of 44. It
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was found out that women work ability ranges from fair to excellent. It can be interpreted
as their work not being physically hard.

The values obtained using the WAI method were compared with the reference value
of foreign studies; e.g., (Ilmarinen et al. 1997; Ilmarinen 2009; Karazman et al. 1999; Smrekar
et al. 2019), which represent the average value of work ability for categories of men and
women of the same age and performing the identical type of work. As mentioned, the
work ability resulting value was measured at a value of 42.8 rendering that the examined
company disposes of relatively good work ability needed to be maintained. The median
of these results confirms that with the help of suitable programs, especially relating to
selected age categories, it is possible to get into excellent working ability. In particular, it
is about fortifying the mental and physical aspects of workers, or a combination of both
attributes. By appropriate programs, the company should foster preservation, or increase
of work capacity in order to improve work efficiency.

5. Evaluation of the Findings

Human resources have long been and will surely continue to be one of the pillars
of most companies (Liu et al. 2020). Not a single corporation could operate without its
employees on a long-term basis, let alone its development and making profits. Recruitment
procedures present a very important business area that deserves rapt and meticulous
attention (Hitka et al. 2018).

As aforementioned, this article provided quantitative as well as qualitative research
considering the work ability according to the age and gender. The quantitative analysis
involved a questionnaire survey focusing on the age distribution of workers (see Section 4.1)
(Warwas 2019). This investigation was followed by a qualitative inquiry dealing with
the satisfaction of workers with their working conditions aimed at important aspects of
respondents, where most of them entered financial remuneration and fringe benefits. Older
respondents very often mentioned job security. On the other hand, younger generation
emphasized a possibility of further education. What most workers considered as highly
important are relationships at the workplace, which was the topic of the second and third
pillar. Workers do not regard age categories of workers as important whatsoever although
some older employees admitted having worries about being overloaded with work and
duties. As for the age strategy, respondents agreed that older colleagues could be of a
great contribution to the younger ones. The survey also revealed that most workers would
welcome further personal development, rating their work ability as positive. The research
was followed by an application of Work Ability Index. This survey included 25 randomly
chosen workers throughout age categories. To fully evaluate this index, a medical service
provider compiled a questionnaire which the workers concerned should respond to.

The analysis of the work ability indicated that roughly 50% of respondents need active
encouragement to develop their work ability (Freyer et al. 2019). However, this evaluation
is strongly influenced by that the kind of performed job. White collar workers indicated
mostly excellent evaluation and this condition should prevail and be maintained for as
long as possible.

The research further revealed that older employees are a great contribution to the
company regarding their experience and well-organized work–life balance, as they share
experience with newcomers. What should not be omitted is both—their reliability and
acquired working habits. On the other hand, they tend to underperform. Their deteriorat-
ing state of health partially results from the physically demanding jobs the organization
requires them to do. The company currently takes a neutral attitude towards ageing;
however, careful consideration of the age could enhance company’s performance. The
medium-term employment predominates in spite of the violent labor turnover of work
mostly involving people in the middle-age category. These values are depicted in a map in
Figure 3.
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The follow-up quantitative research focused on the familiarity with the term age
management, so far known only to the HR director; the others were complete strangers to
it. Regarding programmes and fringe benefits, workers would mostly welcome part-time
work or flexible working hours (Burlea 2007). They also agreed upon reaping more job
perks which include the following:

• 13th salary to the full amount,
• medical vouchers,
• contributions to courses,
• contributions to children’s camps,
• encouraging corporate events focused on teambuilding (sport events or trips),
• holiday respecting the age (focus on the age),
• other fringe benefits.

The next pillar includes good work ability of employees and fair working conditions.
The evaluation suggested that middle-age and great-age workers are dispersed throughout
the positions of the company. Some workers responded that physically demanding work
presents a heavy load for their advanced age, stating that they would welcome flexible
working hours. The suggestions include:

• introducing a clearly defined and flexible intergenerational cooperation (mixed age
groups),

• encouraging intergenerational cooperation,
• lowering workload to older workers,
• an offer to cooperate with the company even after retirement,
• a possibility to train younger employees,
• etc.

A map in Figure 4 shows the current benefits which are offered by the company. The
workers would also welcome additional job perks according to age categories.
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The research showed that the company mostly employs workers at the age of around
40 years and on. Fringe benefits are blanket; i.e., they apply to all age categories the same.
The only further education provided is carried out by training courses. Older workers
also lack knowledge of modern technologies and are inclined to underperform. Even in
spite of these few handicaps, employing older people always brings enormous benefits
to the company such as familiarity with the workflow, reliability, experience and well-
organized life. To this end, an effective application of age management along with further
recommendations was submitted (Burlea 2009), (Feißel et al. 2018):

• education related to the age management,
• encouraging age diversification,
• benefits to support health and healthy lifestyle,
• extra holiday as well as holiday according to the age,
• possibility to assign older employees less demanding tasks,
• training and mentoring courses,
• imposing different requirements when recruiting new employees,
• providing benefits with respect to employees’ ages,
• making jobs more attractive to young workers,
• creating more opportunities for workers’ education and development,
• introducing efficient technologies to facilitate work for older workers,
• changes in work activities,
• introducing part-time workload for older workers,
• possibility to cooperate with the company even after retirement.

Upon changing the conditions older employees would not have to look for a dif-
ferent job. The company would not have to deal with the lack of workforce, which
would also facilitate the work of human resource management throughout the company
(Kyriakopoulos 2011).

6. Discussion

Following the above manuscript section, this article focused on the human resource
management in a specific transport company. Competent human resource management
is reflected in employees’ satisfaction throughout all the age categories (Hitka et al. 2017).
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Individual work life periods tend to change with the age. It is namely in developing the
potential of separate work cycle phases where age management can be applied.

Generally, the examined enterprise, as well as a lot of other companies, currently faces
a distinct lack of workforce on the whole labor market and ageing of its employees (Čiutienė
and Railaitė 2015). Quantitative and qualitative research conducted in the previous paper
parts showed that it is specifically the effective application of age management that could
be of a great contribution to enterprises.

In our study, these two research investigations were complemented by Work Ability
Index which indicated that the work performance ranges from fair to excellent in the
company examined. This desirable trend should therefore be maintained. By introducing
the principles of age management, various companies could cut labor turnover in the pro-
ductive age by strengthening employees’ motivation to stay (Fuertes et al. 2013). Another
great contribution of the performed research lies in a more effective use of the potential of
older workers which would also result in reducing absenteeism of older employees (Sippli
et al. 2021).

Based on the executed research steps, and compared to other literature sources, the
designed procedure could be regarded as the novel methodological guideline for the
purpose of applying the principles of age management in human resource management
when using WAI approach, and thus, it may help towards more effective and sustainable
corporate recruitment strategy.

7. Conclusions

Human resource management respecting age, i.e., age management, without limita-
tions, includes satisfaction of employees in companies irrespective of their age. Individuals
throughout their work life periods are regarded as a great opportunity and considerable
potential which may be benefited from within single work life periods. Age management,
on the contrary, rejects stereotypes of age categories, gender, ethnic groups, etc.

As mentioned in previous parts of the manuscript, its objective was to propose an
innovative recruitment methodological guideline when using age management principles
for a specific transport company; namely, human resource management of a given com-
pany was considered, the Work Ability Index being applied to aim at a selected group of
employees in order to examine their work abilities in detail. The very investigation of a
life cycle of employees consisted of multiple age categories and identified a drop in a level
of their work ability. The undertaken survey covered 25 randomly selected employees
(chosen by the company physician to avoid research bias), out of which 20 men and five
women of all the age categories participated in the research. As for the very findings, the
WAI mean resulting value was of 42.8, which entails relative favorable and positive work
ability. The median value was quantified at a level of 44. Furthermore, half of the total
work ability had to be encouraged. It also was ascertained that the work ability of women
varied from fair to excellent. It can be demonstrated by the fact of their work not being
physically hard.

Among other things, the conducted research, thus, proves the difficulty of the question-
naire survey and Work Ability Index in the practice environment, as well as coordination
of the occupational physician. Workers did not want to devote working time to conduct
research and surveys due to the disruption of their work process. On the one hand, they
had to finish their duties later, and recovery after the interruption is difficult for them,
since they are less focused on the activity being performed. Notwithstanding, our research
shows that it is necessary to pay special attention to the employee personal development
at each stage of his work cycle.

Based on the elaborated literature review as well as compiled research study, and
the achieved results, even though a wide array of scientific publications have discussed
the issues of age management, human resource management or WAI, none of them have
designed the same combination of these topics in one single unified methodology when
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applying alike data set and by implementing to the suchlike enterprise, as our study did.
That is what the novelty of our research consists in.

As for recommendations for future research in an addressed subject, special attention
and more profound analysis should be paid to, e.g., the following: financial evaluation
of the WAI instrument application, assessing an effect of training and mentoring in the
field of age management, encouraging age diversification, benefits to support health and
healthy lifestyle (even extra holiday), influence of making jobs more attractive to younger
workers, creating more opportunities for workers’ education and development, impact
of introducing part-time workload as well as efficient progressive (smart) technologies to
facilitate work for older workers, and so forth.
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