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Abstract: Europe's population is aging and also in Slovakia and is therefore expected that 

this category of workers will increasingly numerous and labour market measures due to the 

aging of the workforce must take into account these developments. Generally for older 

workers considered employees over 50 years. In practice there are several problems in the 

employment of older people, deficiencies in the management of these human resources, 

unequal treatment and other risks in connection with work. The corporate governance is 

necessary to take into account the current problems of older employees, their job 

qualifications, specific problems of employment and labour risks and a proposal of 

measures for improving the situation of older workers in terms of the management 

company and from the perspective of the state. Post aims to identify and analyse some 

aspects of the protection of older employees in the sustainable management of human 

resources in the company and propose measures to improve the situation in this area. 

Keywords: age, employee, risk, work, management, sustainability 

1 Introduction 
The current civilization trans̋ormation is called the third wave (̋irst wave ľ the 
ǎrarian revolutionĽ the second wave ľ the Industrial Revolution)Ľ which 
proportionally exceeds the maturity ő new technolǒies with hǐh speed national 
borders and continents. It briňs a number ő positive as well as něative e̋̋ects. 
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Relatively static world ő work since the běinniň ő the β1st century in our 
country becomiň becomes irretrievably past. Labour market chaňes and chaňes 
at work require a hǐhly skilled work̋orce able to work with new in̋ormation 
technolǒyĽ to master new instruments and toolsĽ work̋lowsĽ use the new key 
competence. Prőessional careers in the contemporary world ő work have a 
di̋̋erent courseĽ direction and momentum. They are associated with the 
pre̋erences valuesĽ the interestsĽ abilities and needs ő individuals and internal 
career development depends on what opportunities exist in reality and how it is 
able to utilize the possibilities ő the world ő workĽ labour market opportunities or 
create them yoursel̋. In this context has the important role also the ǎe.Work and 
employment have undeřone considerable chaňes mainly in the past quarter 
century. The relationship between employers and employees has been weakened 
considerablyĽ as mass layő̋s; job and career switchiň have all become common 
occurrences. The implicit psycholǒical contract tyiň workers to employers has 
weakened. As a resultĽ workers today ̋ace a new and evolviň mix ő challeňes 
and opportunities in the ̋lexible economy. Żor some it briňs new opportunitiesĽ 
̋or others it increases risksĽ unemployment and disrupt career development. Ǎiň 
could be called as a process ő involution chaňes in physicalĽ psycholǒicalĽ 
socialĽ labour and health areas. [11] Accordiň to the ǎiň ő population in 
źurope and also in Slovakia; labour market measures due to the ǎiň ő the 
work̋orce must take into account these developments. The źurope β0β0 stratěy 
is also aimed at increasiň the employment rate ő the population ǎed β0ľ6Ő 
years to 7ő%. In order to achieve thisĽ źuropean citizens will have to work loňer. 
Development ǎencies workiň in the elderly is primarily in̋luenced by chaňes 
in the timiň ő retirement. Stratěy ̋or health and sa̋ety at work in the Slovak 
Republic in β0β0 also paid attention to the issue ő older workers. żenerally ̋or 
older workers considered employees over ő0 years 1 (̋or di̋̋erent purposes is a 
borderline ǎe older workers otherwise speci̋iedĽ usually over ő0 yearsĽ ě̌. In 
the ̋ield ő occupational health and sa̋ety is considered to be an older employee 
ő a natural person over the ǎe ő Őő or őő years. Accordiň Čornavičova is 
called the natural ǎiň ̌radually ̋lowiň continuous process ő chaňe ̌overniň 
body over time. InitiallyĽ the chaňe occurs quietly but in old ǎe the sǐns ő 
ǎiň accelerate. [6] Ǎiň can be associated with a decrease in physical 
per̋ormanceĽ reduced visualĽ auditory ̋unctionĽ more ̋requent něative emotions 
and survival ő burnout. [10Ľ1βĽ1γ]    In summary one can distiňuish biolǒical 
ǎiň ľ ǎeľrelated human ořans Mental ǎiň ľ associated with chaňes in 
personality traits and cǒnitive abilities Social ǎiň ľ related to the chaňe ő 
social status and li̋e ő the prǒram. Accordiň to demǒraphic ̋orecastsĽ the 
risiň proportion ő the population ǎed over őő in β0β0 to γ0% in β0ő0 to extend 
more than Őő%. [1ő] Our paper is ̋ocused on the problems connected with older 
employees at workĽ their protectionĽ risks and equal opportunities and dra̋t some 
ő measures ̋or the manǎerial work. 
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2 Issue of equal tretament 
In the Slovak Republic it is ő źquality in the Labour Code and the Antiľ
Discrimination Act.  

2.1 Labour Code and the reality 
In Labour Code  Article 1 establishes basics and principles in § 1γ requires 
employers to comply with the principle ő equal treatment ̋or that speci̋ic rules 
are laid down in the Act. γ6ő/β00Ő Coll. on equal treatment in certain areas and 
protection ǎainst discrimination and on amendiň and supplementiň certain acts 
(Antidiscrimination Act) as amended.  The results ő a źurobarometer survey in 
β01β shows thatĽ in ̌eneralĽ is the most widespread ̋orm ő discrimination in 
Slovakia is discrimination based on ethnic orǐin (ő6%)Ľ ̋ollowed by 
discrimination arisiň ̋rom disability and sexual orientation (Ő6%). In the źUĽ 
The most common reason discrimination ǎe ̌reater than őő years (66%). [1Ő]  
This survey can be ̋urther deduced that ǎe discrimination in the workplace is the 
most commonly reported ̋orms ő ǎe discrimination. The results show that 
approximately one ő β0 people has personally experience with ǎe discrimination 
in the workplace (6%) and other one ő seven employers (1ő%) have witnessed 
such discrimination. It considers that older workersĽ employers do not perceive 
positive ̋or important reason ̋or leaviň work market. It is interestiň to note that 
in the selection ő candidates with equal skills and is quali̋ied by Slovaks criterion 
which penalizes the candidate most over ǎe őő years (6β%). We must accept also 
the ̋act that older job seekers őten apply ̋or the wroň jobs. [Ő] Such mismatch 
may be reduced by job search assistance and intensi̋ied counselliň. [ő] One 
dimension ő improviň job search would be to discourǎe older workers ̋rom 
applyiň ̋or jobs with de̋erred compensation and to help older workers ̋ind 
jobs with contemporaneous incentives.Żrom the provisions ő the Labour Code it 
indicates that the employer is in labour relations must treat their employees in 
accordance with the principle ő equal treatment in employment and prohibits 
discrimination ő employees accordiň to the ǎe. 

2.2 Age and employees perception 
In relation to the ǎe ő Labour code protect youň employees ľ employees under 
1ő years ő ǎe and children; older workers are not  special ̌roup ő employees 
like the youň. Żor older workers can also in connection with § Ř parǎraph. 1 
point. b) ő the Act no. ő/β00Ő Coll. on źmployment Services as amended 
considered an employee who is older than ő0 years. Pursuant to that provision ̋or 
disadvantǎed jobseekers considered citizen over ő0 years. [γ]  The ǎe limit ő 
older workers is not clearĽ howeverĽ and should be based upon the employment ő 
personnel. źxcept ő course work capacity is necessary to consider the mental 
condition ő the employee whether they can adapt to chaňe and it is necessary to 
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take into account the potential health problems. Such a border can be identi̋ied 
physical ǎe; but the moment how loň the employee subjectively ̋eels prőicient 
ő̋ice rěardless ő his physical ǎe; or objective ̋indiňs health. 
HoweverĽ while older workers in ̌eneral may be essentially as productive as 
youňer workersĽ the variation in productivity levels may be hǐher ̋or older 
than ̋or youňer workers.[ř] żoebel and Zwick (β01γ) obtain evidence that ǎeľ
productivity prőiles depend on speci̋ic human resource measures ̋or older 
employees. They ̋ind that the relative productivity contribution ő older workers 
is hǐher i̋ ̋irms provide speci̋ic equipmentĽ create ǎeľspeci̋ic jobs or 
implement mixedľǎe workiň teams. Workiň time reductions and speci̋ic 
trainiň do not appear to be associated with a higher productivity of older 

workers. [7ĽŘ] 

2.3 Anti - Discrimination Act 
In the Slovak Republic it is ő źquality in the Labour Code and the Antiľ
Discrimination Act. Labour CodeĽ Article 1 ő the Basic Principles as well as in § 
1γ requires employers to comply with the principle ő equal treatment. The 
employer's labour relations must treat their employees in accordance with the 
principle ő equal treatment in employment and prohibits ǎe discrimination 
ǎainst (amoň other thiňs). In̋riňement ő the principle ő equal treatment 
would not work i̋ the di̋̋erent treatment is justi̋ied by the nature ő occupational 
activities or the circumstances under which such activities are carried outĽ i̋ this 
̌round constitutes a ̌enuine and determiniň occupational requirementĽ provided 
that the objective is lěitimate and the requirement is proportionate (Article 1 
Basic principles ő the Labour Code. [1Ľ β]  Pursuant to the AntiľDiscrimination 
Act respectiň the principle ő equal treatment consists prohibition ő ǎe 
discrimination.  The principle ő equal treatment in employment and similar lěal 
relations are rěulated in § 6ľŘ ő the Act. The principle ő equal treatment is 
applied under the a̋orementioned law only in connection with the rǐhts ő 
persons pursuant to special lěislationĽ in particular: 
 Access to employmentĽ occupationĽ other ̌ain̋ul activities or ̋unctionsĽ 

includiň requirements to recruitment and conditions and method ő 
selection ̋or employmentĽ 

 Ő employment and conditions ő work includiň remunerationĽ promotion 
and dismissal. 

 Access to vocational trainiňĽ advanced vocational trainiň and 
participation in active labour market measuresĽ includiň access to 
vocational ̌uidance services and chaňiň employment 

 Membership and activity in an ořanization ő workersĽ employers' 
ořanizations and ořanizations associatiň persons ő certain prőessionsĽ 
includiň the bene̋its that these ořanizations provide to their members. 

In terms ő occupational health and ensuriň its sa̋ety is important ̋or the 
demands ő workiň activities that he carries out are appropriate to its operational 

http://link.springer.com/article/10.1007/s12651-015-0195-4#CR47
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capacity and work capacity so as not to create an undue burden on any part ő the 
human bodyĽ which could result in a risk or even injury. It is always necessary to 
consider speci̋ic person individually in the context ő the work demands. It means 
to assess his competence in the relevant ǎe in all the main ̋unctions ő the human 
body with respect to the speci̋ic work to be per̋ormedĽ the requirements ̋or its 
per̋ormanceĽ the impact on workiň conditions and workiň environment. 

3 Risk assessment of older workers at work 
With ǎe are  the di̋̋erences between individuals deeper. In assessiň risks should 
be considered work claims with respect to the per̋ormance capabilities ő the 
individual and his health. As a result ő the ̌ap between individuals is necessary 
to adapt the workplace so as to address the needs arisiň ̋rom chaňes in 
̋unctional capabilities based on the needs and status ő each employee. żood 
desǐn work con̋orms to all ǎe ̌roups with speci̋ic re̋erence to older workers. 
Respect ̋or the diversity ő the work̋orce and its manǎement in the workplace is 
now an important aspect relatiň to compliance with health and sa̋ety at work.  

3.1 Specifics od risks according to the age 
The issue ő older workers and speci̋ic risk manǎement with rěard to the ǎe ő 
an employee is not in Slovakia is still at the required level. It is necessary to pay 
̌reater attention to the speci̋ic risks to older employees. Risk manǎement ő 
older workers need to be aware that a ̌roup ő ő0+ operate the same daňers and 
threats may be di̋̋erent but the likelihood ő accidents and their consequences. In 
implementiň corrective and preventive actionsĽ it is necessary to identi̋y the 
̋actors ő workiň environmentĽ identi̋y potential problemsĽ and identi̋y ̋actors 
increasiň the likelihood ő an adverse event. Żor the ̌reatest risks ő workiň 
environment ̋or older workers can be considered: 
 
• Unnatural workiň positions demandiň position at work. 
• Physical e̋̋ort and manual handliň ő heavy loads. 
• Time stress / work under pressure. 
• Atypical workiň hours. 
• Climatic conditions. 
• Sensory stimuli by recǒniziň the sensory stimuli (lǐhtĽ soundĽ touchĽ heat). 
It should be noted that even older employees are able to learn and acquire new job 
skillsĽ unless we are ̌iven the opportunity and i̋ you choose the appropriate 
methods ő education. In terms ő occupational health and sa̋ety it should be 
noted that althoǔh the older employee is meetiň the demands ő workĽ it may be 
the burden ő the work at it subjectively hǐher than that ő youňer workers. 
Subjective response to the load in this case mani̋ested in the ̋orm ő ̌reater stress 
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the body and especially on the loňerľterm exposure can have něative e̋̋ects on 
health. [1ŐĽ1ő] 

3.2 Special rules for risk assessment 
Accordiň to the Act no. 1βŐ/β006 Coll. on health and sa̋ety at workĽ as amendedĽ 
the employer is oblǐed to carry out the risk assessment ő all work activities and 
an assessment ő resources to eliminate the risk or reduce it to an acceptable level 
value.In the employment ő older workers must be considered when assessiň the 
risk into account in addition to potential resources ̌enerated by the equipment or 
the environmentĽ and the possible reduction ő work capacity due to decreased 
̋unctional capacity. This can be a source ő undue increased burden ő the bodyĽ 
which can lead to health hazardsĽ respectively it may threaten the sa̋ety and 
security ő the technolǒical process. 
Some current lěal standards directly take into account the ǎe ̋actor in health 
protectionĽ ̋or example. żovernment Rěulation Nr. βŘ1/β006 Coll. on the 
minimum sa̋ety and health requirements ̋or the manual handliň ő loadsĽ which 
sets out indicative weǐht values ő loads dependiň on ǎe and ̌ender into 
accountĽ moreoverĽ the conditions ő work; provides data ̋or decision on tolerable 
burden on sta̋̋ ̋or the manual handliň ő loads. Annex β ő the żovernment set 
out an indicative weǐht values both hands li̋tiň and carryiň ő loadsĽ the 
maximum weǐht ő the load and the maximum daily mass ̋or chaňe ̋or the men 
and women ő di̋̋erent ǎes in the position ő standiň and with the ̋avourable 
and un̋avourable conditions lastiň more than one hour per shi̋t . Health Ministry 
Decree C.őŐβ / β007 Coll. on details ő health protection ǎainst physical stress at 
workĽ mental workload and sensorial stress at workĽ which provides values ő total 
physical activity with respect to ̌ender and ǎe raňe ő 1Řľ6ő years. [γ]   The ǎe 
raňe is divided into multiple ̌roupsĽ which take account ő the e̋̋ect ő ǎe on 
the physical ̋unction ő the human capacity established permitted level ő eneřy 
expenditure. Mental workload is assessed indirectly throǔh the characteristics 
and workiň environment in terms ő mental workload characteristics and 
subjective responses to employee workload. 

3.3. Main psychosocial problems associated with the aging 
Żunctional capacity evaluation and assessment ő work capacity / ability ő the 
body due to ǎe is the responsibility ő occupational medicine in the ̋ield ő 
physiolǒy and psycholǒy ő work.Particularly serious and increasiňly 
discussed becomes lěally psychosocial risks. These are especially: 
• Insecure employment contracts in relation to the instability ő the labour marketĽ 
• Increased vulnerability ő workers in the context ő ̌lobalization (mǐrationĽ 
relocation ő productionĽ broadcastiň to work abroad)Ľ 
• New ̋orms ő employment and new types ő employment and contractsĽ 
• Żeeliňs ő job insecurity and uncertainty about the ̋ailure ő the employerĽ 
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• Loň workiň hoursĽ 
• work intensi̋icationĽ 
• slimmiň manűacturiň and outsourciňĽ 
• Hǐh emotional demands at workĽ 
• Imbalance in work and personal li̋e. 
The risk assessment is necessary to take into account individual di̋̋erences in 
̋unctional abilityĽ health and other aspects ő diversity amoň employeesĽ such as 
disabilityĽ ̌enderĽ ǎeĽ immǐration status etc. Adaptation ő the work ő 
individual needsĽ skills and state ő health should constitute a continuous and 
dynamic process over the li̋e ő man on the basis ő appropriate risk assessment. 
This also includes the adaptation ő work health status and needs ő older workers. 
Ǎe is one ő the aspects ő work̋orce diversity. 

4 Chosen research results  
In relatively well developed Žilina rěion took place in β016 a survey 
questionnaire rěardiň equal treatment ő employees by βγ6 respondents older 
than őő years (  10ř workers mentally and physically 1β7). 1ő % ő them  are met  
a̋ter ő0 years with discrimination when lookiň ̋or work.  17% ő respondents 
met at work  with discrimination in the scheduliň ő the trainiň prǒramsĽ 1ő% 
were directly desǐnated ̋or the enterprise as unpromisiň. The pay ̌ap is β1% ő 
the respondents encountered discrimination when extra rewards. βř% reported as 
impossible promotion. γ7% ő physically workiň didn´t met with a tailored 
elimination ő speci̋ic occupational risk in relation to ǎe. 
In the simulated selection ő the sta̋̋ students ő manǎement  would pre̋ered by 
the same conditions and qualiőication ő applicants youňer workers under the 
ǎe ő Ő0 years; amoň older workers (over ő0 years) they appreciated the social 
and communication skillsĽ experience and expertise.The ̋lexibility ő youňer 
employees they considered to be the best advantǎe.Due to the robotics and 
automation industry in Slovakia in the next ten years we can expect that this will 
have an impact on employmentĽ which may be more relevant to older employees 
in production. The administration in turn will a̋̋ect the employment ő older 
workers prǒressiň dǐitization. It is necessary to consider by the creation ő 
work teams and ̋or the eventual redundant ő employees bene̋its ő older 
emploees: a loňľterm experienceĽ loyaltyĽ less critical attitudeĽ extensive personal 
and prőessional contactsĽ ̌ood knowleďe ő market competitionĽ psycholǒical 
maturity and reliabilityĽ responsibilityĽ low turnoverĽ ̋avouriň stable employment 
be̋ore buildiň a career and a ̌reater williňness to tolerate a certain restrictions 
on workiň conditions.  
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5 Measures to promoting active aging in the 
sustainable workplace 

Speci̋ic workiň conditions are determined at the enterprise levelĽ so just steps 
̋rom manǎement can be considered as very important and directly a̋̋ect work 
abilityĽ ̋unctional capacity and culture ő work. Improviň ő the ǎiň problems 
at work is necessary accordiň to the necessity to implement principles ő 
sustainability in human resources manǎement. 

5.1 Daily management measures 
The daily manǎement ő the enterprise should take into account ̋actors related to 
ǎeĽ includiň workiň conditions and individual work tasks to all employees 
rěardless ő ǎe could apply in the company in achieviň its own objectives and 
̌oals ő the enterprise. It is necessary to apply certain measures to support the 
workiň capacity ő older employees; ̋or example toolsĽ equipmentĽ technical and 
ořanizational conditions and the actual level ő health and sa̋etyĽimproviň 
workiň conditions and workiň environment (air quality and microclimate in the 
workplace etc.) Ő courseĽ  employer has to reduce the risk ő injuryĽto limit the 
manual trans̋er ő loads and protect  ̋rom harm̋ul and stay updated by adverse 
̋actors at the workplace. Another measures are limitation ő time pressure and 
implementation ̋lexibility in workiň hoursĽ improviň the planniň and the 
quality ő work. 

5.2 Measures in education 
In educationĽ the need to ̋ocus particular attention on trainiň in team skillsĽ 
trainiň quality and trainiň to improve prőessional knowleďe and skills.To 
maintain competence is constantly up̌radiň the skills and abilities Trainiň to 
work with di̋̋erent types ő special trainiň ̋or employees ̌ive older workers the 
opportunity to streňthen their skills. They should take into account the chaňes in 
ő the learniň process accordiň to the ǎe. Learniň stratěiesĽ educational 
conditionsĽ the use ő video materialĽ rest and timetables ̋or the acquisition ő 
knowleďe is between youňer and older employees di̋̋erent. The most important 
plat̋orm ̋or learniň is also sel̋ ľ learniň. Important is the access ő maňers: i̋ 
they eňǎe in li̋eloň learniň and support it by providiň trainiň opportunitiesĽ 
one major obstacle to educate senior employees removed. źducation is an 
important success ̋actor ő the active ǎiň.  

5.3 Motivation and communication 
Other measure is area ő motivationĽ dialǒueĽ valuesĽ attitudes and motivation.  
Some improvements are possible also in manǎement and leadership skills. People 
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should ̋eel that they can trust their employer; they expect support in challeňiň 
and di̋̋icult workiň situations. The dialǒue between manǎerss and employees 
should be a continuous processĽ not a oneľő̋ annual assessment interview. 
źmployees will notice and appreciate ̋air treatment and zero tolerance ő ǎe 
discrimination. It is necessary to develop manǎement and labour 
leadersĽespecially to improve communicationĽ cooperation and participationĽ  
planniň and the provision ő ̋eedback.  

5.4 Harmonization of work and private life  
We think that very important are also measures in the ̋ield ő harmonization ő 
work and private li̋e. It should also be borne in mind that is ultimately responsible 
̋or their employee’s valuesĽ attitudes and other personal ̋actors. To ̋ocus their 
minds on the jobĽ their internal opportunities and ̋amily mattersĽ it is necessary to 
create a betterĽ more sustainable balance ő work and private li̋e. We see ̌reat 
potential in usiň ő ̋lexible ̋orms ő employment. 

Conclusions 
Ǎiň is natural process in human li̋eĽ but briňs some problems into work 
career. Workiň conditions consist ő work environment (physicalĽ mentalĽ 
social)Ľ work ořanization and workiň conditionsĽ workiň timeĽ work and 
community work tasksĽ as well as manǎement. Research points to several 
shortcomiňs in the manǎement ő older workers; some ő them could be 
eliminated by lěislation more care̋ullyĽ but the ̋ocus problem solviň is based on 
enterprise manǎement. Manǎers and supervisors play an important role because 
they have the power to ořanize and work practices individual workloads. All 
decisions and chaňes in work pass throǔh their hands. They are also responsible 
̋or sa̋ety and health at workĽ includiň the assessment risks. In the risk 
assessment should be considered a ̋unctional individual di̋̋erences skills and 
health personnelĽ inability to workĽ ̌ender issues etc. workers and employees in 
all ǎe ̌roups are vulnerable to exposure to harm̋ul work.Whereas the adaptation 
ő work skillsĽ abilities and health status individuals should be a continuous and 
dynamic process based on reasonable risk assessmentĽ work adjustment health 
status and needs ő older workers by not impose an unnecessary burden. Important 
are also measures that promote the health ő employeesĽ ̋or example opportunities 
̋or recreationĽ reconditioniň staysĽ rehabilitation and so on. It is possible to 
promote a healthy li̋estyle in di̋̋erent ways e.̌. promotiň ő healthy eatiň at 
the workplace and so on. Undertakiň should be in the business the role and 
importance ő active ǎiň and to intěrate it into the main objectives ő enterprise 
policy and sa̋ety equipment; incorporate a prǒram to promote active ǎiň and 
workiň conditions ő workers over ő0. All internal corporate documents (work 
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rulesĽ ořanizational rěulationsĽ collective ǎreementĽ etc.) need to be handled 
with rěard to ̌ender equality and active ǎiň and the needs ő older workers. 
Proper business policy in this area and conscious approach all subjects ő human 
resource manǎement can briň positive e̋̋ects ̋or employeesĽ  ̋or the enterprise 
and  also ̋or the whole society. 
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̌erǎǒiku. Bratislava : VydavateĐstvo UKĽ 1řřŘĽ p.1ő6. 

[7] żoebelĽ C.; ZwickĽ T.: Are personnel measures e̋̋ective in increasiň 
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