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Introduction 

 

Transferring knowledge to the next 

generations is a basic principle of humanity, 

moreover a way to make an organization more 

successful. Nowadays organizations are using 

different ways to become more competitive, to 

increase not only productivity but also the job 

satisfaction of the young and older generation. 

One proven way is to use the knowledge and 

experience of the older generation. With their 

parental charism they transmit not only the 

confidence to young employees, moreover 

useful knowledge, their experience and know-

how. This situation is beneficial for both 

parties, and the organization also benefit from 

higher productivity, higher job satisfaction and 

higher loyalty of young employees. This creates 

a work environment enriched of an empathic 

and ethically valuable relationship (Backes-

Gellner and Veen, 2019). An essential 

precondition for companies’ high productivity 

is employees’ high performance while 

companies need to care for employees’ welfare, 
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job satisfaction, personal development and 

promotion. They strive to meet the 

requirements of career development of their 

employees and to uncover employees’ talents 

through talent management. One way to 

achieve is to harness the knowledge and 

experience of the older generation, a big and 

complex challenge for the whole business 

world. Such approaches are one of the most 

important conditions to face the changing 

times and competition. Companies challenge is 

to create harmonious work teams of different 

generations with different preferences and 

views and target for high participants’ job 

satisfaction to achieve best cognitive efforts 

and productivity (Vasconcelos, 2018). The 

demographic change with shrinking qualified 

personnel let baby boomers gaining great value 

and appreciation in Human Resource 

Management because of their great experience, 

knowledge, and special employees’ skills 

(Hübner, Kühl and Putzing, 2003). The main 

goal of this work is to provide data against the 

bias of older workers, adjust assumed 

misconceptions. The review outlined the 

theoretical framework and methodological 

considerations in terms of organizations and 

Human Resource Management with actual 

empirical findings according working teams of 

different ages. Subgoal is the analysis of the 

dependency between productivity increase 

and collaboration of different generations and 

pointing out the importance of reintegrating 

pensioners, today’s baby boomers, in 

organizations concerning newly hired and 

young employees, known as generation Z and 

Millennials. The efficiency of teams with and 

without retirees and the impact of 

collaboration on the personality and job 

satisfaction of young and older colleagues will 

be outlined. 

 

Methods 

 

The research fundamentally bases on literature 

review. The method of qualitative content 

analysis by Mayring and Fenzl (2019), an 

essential part of the literature analysis, was a 

supportive element to interpret the findings. 

The coding system MAXQDA developed by 

Kuckartz (2019) has been applied for achieving 

a structured analysis. Scientific methods as well 

synthesis, deduction and comparations were 

elements for the elaboration of the chosen topic 

intending to answer the following research 

question: ‘Is effective collaboration of 

different generations a tool for the success 

of the organizations?’ Performing extensive 

literature review and a qualitative literature 

analysis following databases/library 

catalogues have been analysed: Springer Link, 

SCOPUS, Research Gate, Google Scholar, Google 

Search, Wiley Online Library, Forbes, Harvard 

Business Review. Search terms as part of a 

targeted literature search have been created: 

reintegration of pensioners, performance 

efficiency of teams, impact on personality (on 

the Big Five factors), impact on job satisfaction, 

impact on productivity. Quantitative and 

qualitative data from scientific studies with 

cross-sectional, meta-analysis and longitudinal 

character have been collected and analysed. 

The main profession analysing field is Human 

Resource Management. Data included 

descriptive statistics and have been 

deductively analysed. Thereby tables, graphs 

and charts with nominal, ordinal and metric 

data of interviews and surveys have been 

collected and analysed. The surveys included 

employees and managers, aged 20 to 65 as 

probands. Elaboration of theoretical basics 

targeted on selected problems have been 

required for achieving the goals. All sources 

corresponding to the valid scientific 

requirement for the level of detail and quality of 

the elaboration have been classified as relevant. 

The literature research identified 55 potential 

sources, 46 were identified as relevant and 

attached as references. Relevant data were 

collected, categorised and analysed. Figure 1 

shows the sequences of the process of 

structured content analysis related to the 

research question. The text work consisting of 

text review have been basis for the categories 

of the topic. Relevant sources have been 

analysed and classified into these categories by 

elaborating relation to each other. 
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Figure 1: The five phases of qualitative content analysis 

 
Source: Kuckartz (2019) 

 

Applying MAXQDA one main code, reflecting 

the subject ‘’Aging workforce’’, has created to 

nine ‘’first-level subcodes’’, reflecting by the 

upper term the importance of the research field 

within the labour market. Two ‘’second-level 

subcodes’’ have contributed to the contrasting 

topics ‘’advantage of older workers, which led 

to the section ‘’collaboration advantages’’ and 

‘’bias against collaboration’’ of two generations, 

which is enclosed by the section ‘’collaboration 

disadvantages.’’  Eight ‘’third-level-subcodes’’ 

have been emerged inductively and 

deductively. The present literature has been 

encoded by the method of structured content 

analysis. Thereby passages have been encoded 

in 1318 codings and subsequently analysed in 

relation to the research question. Synthesising 

all data, led to the following results and 

conclusion. Frequent individual studies and 

researches reflecting similar results could lead 

to an inductive relation with possible 

recommendations for companies against their 

bias. Overview of the created codes and 

subcodes, as well as their hierarchy, see Figure 

2.  

 

 
 

Figure 2: Hierarchical code-subcodes model by MAXQDA 

 
Source: own depiction  
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Theoretical background  

 

The topic ‘Effective collaboration of different 

generations as a tool for the success of the 

organizations bases on the existence of an age-

ing population longer staying at work that re-

shapes the labour market. Two key problems in 

terms of Human Resource Management are the 

rapid growth of companies that put pressure 

on the organization structure and culture 

(Srinivasan, 2012) and a lack of personnel 

caused by retired baby boomers. The need for 

collaboration of different generations is gaining 

momentum. The informal relationships in the 

organizations are under stress because of the 

need of hiring new employees. Informal groups 

of older workers, experienced and specialized 

on the early stages of the organization, are 

reaching their best form shortly before getting 

retired and if necessary, become reintegrated, 

while new young workers with higher qualifi-

cation and skills need the experience to collab-

orate. Some companies and leaders are consid-

ering older workers not as potential workers 

covering their personal demand. They have still 

existing bias. Other companies are promoting 

teams of older and younger workers transfer-

ring skills and experience to each other and in-

creasing companies’ success. Due to the mas-

sive acceleration of technological progress and 

digitization lifelong learning and training is 

compelling also for workers of older ages who 

will participate in work teams. Companies’ goal 

is to accomplish team effectiveness of each 

team. Success or failure of a team highly relies 

on the interaction level of all members. Effec-

tive teamwork is a latent learning outcome and 

the most desired skill required by employers 

(Wang, Zuo, and Bo, 2014). According to the 

research results of Mantoro et al. (2018) factors 

having significant impact on team effectiveness 

were identified. These factors are described as 

both, inherent human features related to per-

sonality and results of the leading force. Job sat-

isfaction and performance are the most 

weighting moderators of team effectiveness. 

Trust as secondary moderator of team effec-

tiveness belongs to the personality factor ‘’loy-

alty’’. According to the study of Oswald, Proto 

and Sgroi (2015) three different styles of an ex-

periment randomly selected individuals who 

were made happier. These treated individuals 

indicated approximately 12% greater 

productivity. Comparing the generation X and 

the free genes, different work values can be de-

termined. Free genes, born 1945–1960, are 

preferring work values like hard-working, reli-

ability, loyalty and are considering work as in-

evitable. In contrast, the generation X, born 

1980–1990, with work values like flexibility, 

high job satisfaction, duty based, work-life bal-

ance and are considering work as a challenge. 

The differences of these generations do not for-

cibly imply being incompatible for same work 

teams. 

 

The importance of two-generation collabo-

ration  

 

Related to the topic ‘Effective collaboration of 

different generations as a tool for the suc-

cess of the organizations’ a question entailed: 

‘‘Why should employers hire older workers?’’ 

According to several scientists, companies ben-

efit from older workers’ experience and skills 

they bring to job. An analysis by Maestas 

(2010), economist at Harvard Medical School, 

revealed that more than a quarter of retirees 

later resumed working. A more recent survey 

from RAND Corporation (2017) found almost 

40% of workers aged over 65 had previously 

retired (Meastas et al., 2019). Meastas outlined 

that integration of older workers helps solving 

problems immediately. Academical jobs are the 

most attractive in Germany, counted 21,2%. 

Figure 3 demonstrates statistical data of the 

Federal Institute for Safety and Health Protec-

tion at Work published by Destatis Mikro-

zensus. They have recorded the proportion of 

employed people by age in Germany in 2017. 

Considering the total age groups related to 

their share of the working population, 58% of 

older employees are aged of 60-64. 55-59-aged 

employees counted 80%, 40-44-aged employ-

ees 86% and 30-34-aged employees counted 

83% of the total German employee population. 

Demonstrating the trend of the past 20 years, 

the proportion of older workers is higher than 

young workers. Moreover, older workers got 

more importance for companies, size of the 

company is not considered. 
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Figure 3: Employees by age in Germany 2017 (own depiction) 

 
Source: Federal Institute for Occupational Safety and Health BAuA, Destatis Mikrozensus (2017) 

 

Related to the research topic, results of 

Backes-Gellner and Veen (2013) confirmed 

that age diversity would lead to success and 

more productivity. According to the results 

of a large-scale employer-employee panel 

data set analysis with 41,815 observations 

within 12,448 groups, increasing age diver-

sity has a positive effect on companies’ 

productivity if a company engages for crea-

tive rather than routine tasks.  The scientists 

presented the regression results of fixed ef-

fect estimations with ‘company productiv-

ity’ as the dependent variable and the coef-

ficient of variation as a proximation of the 

explanatory variable ‘age diversity’. Longi-

tudinal observations within a period of max-

imum 10 years carried out that an increase 

in age diversity in creative companies is 

strongly positive correlated to productivity. 

The coefficient 0.289 means if age diversity 

in a company in a creative industry in-

creases by 1%, company productivity in-

creases by 0.289%. An 10% increase in age 

diversity (a percentage amount similar the 

maximum change in diversity over the 10-

year observation period in sample) in crea-

tive companies let increase productivity by 

approximately 3.5% in a year. This signifi-

cantly clarifies a higher increase compared 

to the aggregate productivity growth in Ger-

many of around 1% per year. Concluding, 

age diversity with integrated older workers 

is a source for productivity growth of crea-

tive task-based companies. The higher the 

worker’s tenure the greater their 

knowledge within companies’ internal work 

patterns and the more precise the workflow 

is, emphasizing the high rated informal 

knowledge collected by older workers over 

a long period of time. Figure 4 delivers in-

sight of learning types in job- and lifetime. In 

general, 66% of informal knowledge is part 

of total learning. Retirees fit into patterns of 

companies’ requirement because of having 

both, great informal (social-private environ-

ment) and formal (institutionalized) 

knowledge in contrast to young employees. 

Older workers can fill the personnel lack 

and serve as a big source of knowledge for 

younger employees. Other research results 

reflect that the quality and quantity of 

knowledge transfer depends on the rela-

tionship with colleagues (Baethge, 2003). 
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Figure 4:  Distribution of the most important professional learning contexts ("most learned")  

(N = 3746; figures in%) 

 
Source: Baethge, M. (2003), ‘Lifelong learning and work: further training competence and training behaviour of the 

German population’ 

 

Established literature under exploration test 

mode with 4 leaders and 7 pre-retirees in dif-

ferent industries through a face-to-face inter-

view (Wang, Zuo and Bo, 2014) revealed fac-

tors affecting knowledge transfer between in-

dividuals. The factors are separated into the 

group of pre-retirees between 50 and 60 years 

and the group of young employees between 29 

and 50 years. Categorised data results might be 

useful for companies creating beneficial work 

conditions for work teams of two different gen-

erations. Some observations are valuable for 

companies: 

 

1. Pre-retirees’ perceptions of younger employ-

ees have a positive effect on their intention of 

knowledge transfer. The more positive their 

perceptions are (young employees’ positive 

characteristics as active learning, good learning 

capacity, enterprising spirit), the stronger is the 

knowledge transfer intention of pre-retirees. 

 

2. If pre-retirees like the enterprise, they would 

like to transfer knowledge to the younger. 

 

3. If pre-retirees can get respect from younger 

people, they are pleased when younger em-

ployees make achievements with their help. 

 

4. Younger employee’s work attitudes are posi-

tively related to the pre-retiree’s intention of 

transferring knowledge; pre-retirees prefer to 

communicate with young and motivated em-

ployees having career ambition.  

 

Attractive motivating principles building up 

teams with two different generations are 

pointed out by the research of Noethen (2011). 

She determined that more knowledge will be 

shared if the age difference between source and 

recipient is larger. A day-to-day knowledge 

share might constitute a feasible prevention 

strategy. If employees intend to leave, they 

share more knowledge, and if they expect to 

leave, they could involuntarily be encouraged 

by their supervisors to share their knowledge. 

According to the results of Foss et al. (2009), 

sharing knowledge depends on three catego-

ries of employee's motivation. Three motiva-

tion types are relevant: 1. intrinsic, 2. introject-

ing and 3. external. Intrinsically motivated em-

ployees assess the activity itself interesting, en-

joying and stimulating. Being introjectically 

motivated is concerned with maintaining and 

enhancing feelings of worthful in their social 

groups. Being externally motivated means that 

some external valued contingency drives his or 

her involvement in knowledge sharing. Intrin-

sic motivation has a very strong and positive in-

fluence on the transmission of knowledge, in-

trojected motivation has a slightly weaker, yet 

positive effect. External motivation is rather 

negatively related to the extent of knowledge 

sent to colleagues. Older workers’ paternal 
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behaviour and impetus transferring 

knowledge across generations is caused by 

their nature to be driven by intrinsic motiva-

tion sharing knowledge with a younger worker. 

Companies can use teams of different genera-

tions as a possibility to prevent knowledge and 

if they do not care about saving their 

knowledge, they generate a loss of knowledge 

very likely leading to a loss of their productivity. 

The demographic change with the shrinkage of 

qualified personnel, prevailing retiring baby 

boomers (Eckelt, 2014), was creating a remark-

able problem of gapless recruiting employees. 

Reflecting the labour market conditions and 

older workers’ potential of being member of 

working teams, the age-different workforce 

will get more importance. Analysing article’s 

topic, we will become aware of the factors, rela-

tions, team and working structures enabling to 

resolve the bias against older workers, realising 

that the ageing workforce and multi-genera-

tional teams could be successful applying spe-

cial leading recommendations.  

 

Results and Discussion 

 

Evaluating the performance efficiency of 

teams with and without retirees 

 

Age diversity of working teams will become a 

successful trend. Table 1 presents an overview 

of different characteristics of different genera-

tions. Different times have shaped people dif-

ferently and developed different features and 

characteristics. It could be assumed both, dif-

ferent generations are suitable to harmonize in 

job teams or they don’t. While generation Z is 

very professional in digital communication and 

technique, the generation of baby boomers are 

more likely unskilled in techniques and have 

demand to be trained. Baby boomers are con-

sidering work as an exciting adventure, the 

generation X is focusing work as a difficult chal-

lenge. While different individual features let 

recognise contrast they could be considered as 

supplement to each other if the individuals do 

not realise each other as a competitor and do 

not have bias against each other. 

 

Table 1: Generational work values 

 
Source: Srinivasan, V. (2012), ‘ Multi generations in the workforce: Building collaboration’ 

 

Generating respectful teams age diversity 

could lead to success and productivity. A six-

year research program by Wegge et al. 

(2012) analysed three different types of 

teams, administrative teams, financial ser-

vice teams and teams of car production with 

nearly 523 teams. Main moderating and me-

diating variables regarding potential bene-

fits related to age diversity were revealed. 

The results show that age diversity corre-

lates positively with the performance of 

groups performing complex decision-

making tasks. They proposed age-related 

deficits are reduceable by high task variety 

and possibly balanceable through selection, 

optimization and compensation strategies, 

prevailing conditions of complex task re-

quirements without time pressure. Wegge 

et al. (2012) found a significant correlation 

(r = .13) between age diversity of financial 

consultant teams and team performance 

e.g., selling numerous different financial 

products to private and small enterprise 

customers have valuable demand of skills of 
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complex and creative decision-making. 

Moreover, the benefits of team resources as-

sociated with higher age could be explained 

by organizational experience of older work-

ers. Effective interventions promoting suc-

cessful integration of older employees in 

workgroups are supporting conditions e.g., 

ergonomic design, issues, team composition 

and leadership processes in teams. As Srini-

vasan (2012) resumed, younger workers at 

their learning stage are more willing to 

learn new things and accept new ideas. They 

are not as flexible as older people with more 

life experience, mature and great problem-

solving skills. As western findings sug-

gested, Srinivasan (2012) realised the need 

of collaboration of older and younger em-

ployees to form a coherent and viable cor-

porate culture. According to Gowrishankar, 

Kanagaraj and Gokula Krishnan (2017), 32% 

of employee performance caused by age di-

versity of the workforce in organizations. 

Organizations ensuring uniqueness of age 

diversity of the workforce have the poten-

tial to accomplish reduced conflicts, high 

utilization of the humans at work, possibly 

support the person-organization fit, person-

job fit and person-group fit targeting for im-

proving the performance of the employees 

in an organization (Gokula, Reeves and Ren-

jitha, 2017).  

 
Figure 5: Abilities change with age 

 
Source: Ventrella, J. (2019), ‘Aging, brain, intelligence, mind, youth’ 

 

The study on the ability development by age by 

Ventrella (2019) support the advantage of hir-

ing older workers. People, aged of 60, are re-

spectful employees, reaching the zenith of 

knowledge in contrast to employees aged of 30 

who have nearly 50% of possible knowledge. 

Maximum of physical agility is being reached at 

age of 20-30, remarkable that physical agility of 

people, aged of 60, declines just by 20%. Older 

workers’ parental charisma does not create a 

climate of competition and inspire trust in 

young colleagues. Performance is more effi-

cient in working teams of different ages estab-

lished by the research results and longitudinal 

studies validating a significant positive correla-

tion. Detailed and complex results of 

Gowrishankar, Kanagaraj and Gokula Krish-

nan (2017) and Wegge et al. (2012) underlined 

performance efficiency in age diverse teams. 

Applying supporting conditions e.g., ergo-

nomic design, issues, team composition and 

leadership processes in teams, a successful 

integration of older employees in 

workgroups and a possible strategy of Hu-

man Resource Management, help increasing 

the performance efficiency of employees 

and productivity of companies. 
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Impact of reintegrated retirees on the per-

sonality of young colleagues 

 

A team is made up of individuals improving the 

relationship of team members or causing trou-

ble. Requirements of being a successful team 

depends on individuals’ potential of working 

together and being engaged. Personality cre-

ates individual behavior, triggers individual 

performance as well as productivity. Each per-

sonality has its own specifics, distinctive char-

acteristics, and different level of knowledge. 

Each personality is not suited for every job 

position. Personal competences need to pair 

with duties to increase productivity and job 

satisfaction. Najam-us-Sahar (2015) con-

firmed personality factors as predictor for 

productivity, agreeableness as strongest 

predictor of salary. Emotional stability and 

proactive personality are predicting job suc-

cess. Several studies pointed out the potential 

of the cooperation of different generations. 

Young workers can learn from older work-

ers, benefit from their experience and help 

enriching their own personality (Schawbel, 

2018). Reintegrated pensioners affect 

young worker’s personality, teaching 

younger workers how to resist struggles 

and setbacks, known as a burden in the pro-

cess of building careers. Older convey 

younger workers handling with complex sit-

uations and provide them with soft skills 

help building relationships for reaching 

success. Older workers can motivate younger 

being loyal, thanks to which team members 

want to invest in their education and develop-

ment (with the support of the organization). 

They can help younger workers improving 

their career, how to prevent same mistakes, 

how to manage corporate politics, espe-

cially of larger corporations. Older workers 

can train younger developing skills e.g., han-

dling conflicts in the workplace and gener-

ating the creative wisdom using those con-

flicts to solve problems and form stronger rela-

tionships in the aftermath. These features are 

classified as extraversion, agreeableness, con-

scientiousness, emotional stability and open-

ness, known as the ‘’Big Five Factors’’. The Big 

Five personality factors, an approach for the 

comprehensive description of human person-

ality considered to be the most empirically 

proven personality traits (differential psychol-

ogy). Central to this research approach is the 

so-called "lexical hypothesis", which states that 

all important aspects of human personality are 

reflected in the trait words of a language. Sev-

eral independent scientist groups defined the 

five factors based on empirical data. Ernest 

Tupes and Raymond Christal developed the in-

itial model based on work at the American Air 

Force Personnel Laboratory in the late 1950s. 

J.M. Digman proposed his five-factor personal-

ity model in 1990 and Goldberg expanded it in 

1993 to the highest level of a degree of organi-

sation (Goldberg, 1993).  
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Table 2: Characteristics of generations of three clusters of age 

 
Source: Rump, J. and Eiler, S. (2015), ‘The interaction of the generations in the workplace’ 

 

Young workers also have an impact on older 

colleagues (Rump and Eiler, 2015) e.g, they 

can support older workers applying new 

technologies. Youngers can help older 

workers becoming more flexible, develop-

ing a wider perspective towards the chang-

ing world and job. Increasing abilities and 

expanding horizon enrich older worker’s 

tech-savvy and technically proficiency 

linked with flexibility. Younger workers can 

encourage older workers taking a risk and 

reduce their hierarchical thinking by ex-

tending their entrepreneurial mindset. They 

strive for balancing work and can slow older 

workers down for balancing their energy. 

They help older workers pursuing their 

dreams that are not yet realized. Munnel 

and Wu (2013) results show no evidence for 

older workers having adverse effects on 

young worker's personality. Repressing 

youngers by older workers and disad-

vantage of building up collaboration teams 

of two generations were not confirmed. The 

previous dependencies are supportive fact 

that retirees are popular for companies to 

hire because of their life experiences and 

special expertise developed over a long pe-

riod of time. Vasconselos (2018) figured out 

that older workers tend to display wiser 

characteristics and qualities necessary for 

helping younger workers and for improving 

organizations. Positive and consistent evi-

dence of older workers’ capabilities related 

to creativity, innovation, quantitative and 

qualitative performance, soft skills, 

resilience, emotion regulation, engagement, 

motivation, job performance, job attitudes, 

training motivation, solving problems, so-

cial skills, and motivation to develop them-

selves continuously was exhibited. Moreover, 

Peeters and van Emmerik (2008) revealed that 

older workers have great potential to create 

value for organizations and numerous positive 

organizational outcomes such as increased em-

ployee loyalty, decreased employee turnover, 

retention of institutional knowledge, memory, 

as well as increased employee productivity. 

Older workers competence in regulating their 

emotions is a requirement for being mentoring 

roles for young workers (Scheibe, Spieler and 

Kuba, 2016). They might serve as role models 

and coaches in problem-solving and in success-

ful stress management. Such capabilities lead to 

the experience of lower strain at work (Hertel 

et al., 2015). Current analysis pointed out that 

reintegrated retirees have a positive impact on 

the personality of young colleagues, even more, 

younger and older workers of age diverse 

teams could benefit from each other if they re-

spect each other. If both parties are targeted for 

companies’ success and do not tend to com-

pete, they can usually catalyse an increase of 

positive personality factors and companies’ 

productivity. 

 

Evaluation of the impact of reintegrated re-

tirees on job satisfaction 

 

Job satisfaction, according to Niemiec and 

Spence (2017), is a charming or fantastic 



11                                                                                                    Journal of Human Resources Management Research 

_______________________________________________________________________ 

 

___________________ 

 

Katja ZOELLNER and Rozalia SULIKOVA, Journal of Human Resources Management Research,  

DOI: 10.5171/2021.448396 

passionate kingdom, a result of the appraisal of 

one's job or method studies. Boamah, Read and 

Laschinger (2017) describes job satisfaction as 

a kind of commitment level which is related to 

business effectiveness. Judge et al. (2017) con-

cludes if employees are satisfied with their jobs, 

it creates charming pressure within organiza-

tion, motivate employees doing job well so that 

organizations can get excellent achievement of 

employees. According Kaliski (2007) job satis-

faction is a worker’s sense of achievement and 

success at work. It is generally perceived to be 

directly linked to productivity as well as to per-

sonal well-being. Job satisfaction implies doing 

a job someone enjoys, doing it well and being 

adequately rewarded for efforts. Job satisfac-

tion further implies enthusiasm and happiness 

with the work. Job satisfaction is the key ingre-

dient that leads to recognition, income, promo-

tion, and achievement of goals, lead to a feeling 

of fulfilment. Companies with high levels of job 

satisfaction tend to have higher profitability 

and productivity, a rule investigated by the 

science of management. Companies are 

striving for job satisfaction of their work-

force and job environment and targeting for 

increasing productivity. Achieving the best 

results by coaching work teams much re-

search has been done in terms of job satis-

faction, workforce and the ageing work-

force. Each research integrated different de-

terminants/variables (age, socio-economic 

and cultural conditions) and applied differ-

ent research methods and conditions re-

lated to the time of investigation and size of 

the sample; a reason for difficulty comparing 

different study results in detail. However, most 

studies were similar in their results relating to 

job satisfaction in the ageing workforce consol-

idating the positive interdependence of both 

terms. Longitudinal research of Riza, Ganzach 

and Liu (2016) collecting data from 21,670 par-

ticipants across 40 years in two nationally rep-

resentative samples indicated that people be-

came generally less satisfied if their tenure in 

an organization increased. Aged people who 

transitioned from organization to organization 

could increase their satisfaction in contrast to 

younger colleagues while job rewards medi-

ated this relationship. Birdi et al. (2000) ex-

amined job satisfaction, stress and boredom 

in nine different European countries among 

employees in a longitudinal study and fig-

ured out the distribution of job satisfaction 

by age. They resumed that a young worker’s 

degree of job satisfaction is high, diminishes 

by age of thirties and raises again by the age 

of fifty and sixty. Lindström’s study on diverse 

workforce (2014) published a survey of his lon-

gitudinal study with the topic ‘Nordic Question-

naire for Monitoring the Age Diverse Work-

force’ and shows similar significant relations 

between job satisfaction and employees’ age. 

He examined the private and public working 

sector of Sweden by a sample of n = 42,318 re-

spondents aged 34-64 between 2000-2005. 

Workers aged over 55 exhibited the highest 

score of job satisfaction (3,09) and commit-

ment (3,50) in contrast to workers aged un-

der 34, scored 2,88 of job satisfaction and 

3,26 of job commitment.  

 

Research data of Wiwi Widarsih, Madhako-

mala and Supriyati (2018) supported organiza-

tional culture, personality and job satisfaction 

have a direct positive effect on performance. 

Job satisfaction indicates higher value, meas-

ured by 0,367 correlation factor, to job perfor-

mance while job-satisfaction increases with 

higher age and in turn catalyses job perfor-

mance, as support to the subject of the re-

search topic.  

 

Drabe, Hauff and Richter (2014) enlight-

ened the international context of job satis-

faction in ageing workforces in the U.S., Ja-

pan and Germany. The most important de-

terminants creating job satisfaction are in-

teresting jobs and good relationships with 

management across all countries and age 

groups. Good relationships with colleagues 

and management and emotional values, in-

dependent of job status or rewards, are the 

important stimuli increasing job satisfac-

tion of older German employees (> age of 

50). Income and interesting job are less im-

portant to older employees’ job satisfaction. 

Relations to colleagues and emotional val-

ues let increase job satisfaction of employ-

ees from U.S. and Japan, of both age groups. 

Good relationships with management are to 

be equally important for job satisfaction 

among older and younger workforces in 

Germany, Japan and the U.S. 

 

Job satisfaction of older employees is par-

tially driven by different factors than job 

satisfaction of younger employees. The re-

sults are partially dependent on culture and 

nation. Older workers of these three nations 
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and especially young workers of Japan and 

the U.S., indicate increased job satisfaction 

as result of a good relationship with col-

leagues and with management. Most studies 

revealed curve linear relationship of age 

and positive emotional outcomes e.g., job 

satisfaction of senior workforces, emphasis-

ing results of van Dalen et al. (2010), Bar-

slund (2019) and Gratton and Scott (2016). 

Comparing similar studies, longitudinal 

studies with high number of respondents, 

paying attention to motivation and work 

values may differ from parameters e.g., age 

groups, assessing factors creating job satis-

faction (stress and well-being), but share a 

main point of view: ‘’Older workers have a 

good potential of promoting job satisfaction 

in job teams of different generations.’’ They 

are well equipped and trained to produce an 

encouraging inter-human climate. They 

have the potential to infect younger work-

ers with their qualities. Bersin and 

Chamorro-Premuzic (2019) affirmed that 

people over 40 improve the inter-human cli-

mate, are three times more likely creating 

successful companies based on their patient 

and collaborative natures. They are often 

more stable and trained team players with a 

great loyal and paternal attitude. Their atti-

tudes attract younger colleagues and pre-

vent competition from depressing col-

leagues. Countless older individuals are em-

ployed, back from retirement and happy 

with their careers. Considering the study re-

sults, older workers have a proven positive 

impact on job satisfaction of team workers 

in age diverse teams. 

 

Conclusion 

 

The results of the literature analysis cleared out 

the reliable concept of employing older work-

ers to fill the lack of personal caused by retiring 

baby boomers as a very welcome and produc-

tive option due to the demographic change 

across the past 20 years. The ageing workforce 

is certainly established for reintegration in 

companies after retirement. Worth mentioning 

the results of the researchers e.g., Josh Bersin, 

leading provider of research-based member-

ship programs in Human Resources, Nicole 

Maestas, PhD, Associate Professor of Health 

Care Policy of Harvard Medical School as well 

as John Howland Cochrane, economist, special-

ist in financial economics and macroeconomics, 

Senior Fellow of the Hoover Institution at Stan-

ford University. They are advocates for occupa-

tional rehabilitating older workers. Current re-

search using longitudinal study and complex 

construct of samples and job environmental 

conditions confirmed that reintegration of 

older workers is not only an emergency con-

cept to fill a lack. Occupational rehabilitating is 

fundamentally applicable in any HR manage-

ment situation. It represents fundamental influ-

encing factors caused by long-term experience 

of older workers in contrast to youngers. Older 

workers are more flexible, playing a critical role 

in training the next worker generation, staying 

longer in jobs, taking fewer days off and having 

a strong work ethic. Moreover, older workers 

prove ‘the best teams are multi-generational’, 

they provide customers with steadiness and 

personal attention, they progress more busi-

ness and are part of a business brand (Finkel-

stein, 2020). The main research question, ‘Is ef-

fective collaboration of different genera-

tions a tool for the success of the organiza-

tions?’ can be positively assessed. It is a univer-

sally valid concept generating benefit between 

employees, companies’ productivity as well as 

inter human beings in terms of increasing job 

satisfaction. Big companies e.g., in the U.S. Apple 

and in Germany Bosch have already passed the 

test. According to long-term studies, desires of 

the different age groups are well-known and 

management perceptions are evaluated and 

moreover existent to arrange multi-genera-

tional and successful team concepts. Multi-gen-

erational cooperation requires higher demand 

on the managers and on the style of leadership. 

Managers are demanded of applying individual 

leading approaches including high level of emo-

tional intelligence to know about the differ-

ences of the individuals, considering em-

ployee’s individual angles of view of the prob-

lems that have arisen, the style of the commu-

nication and the preferences. Managers can 

benefit from current research results, suitable 

to adapt into companies’ workforce require-

ments. The challenge of managers is to identify 

and improve employees’ individual personali-

ties, talents and desires. Therefore, managers 

should be familiar with psychological coher-

ences and able to analyse the personality, 

weakness and strength of their subordinates 

and how they complement each other. Commu-

nication, trust and leadership appropriate to 

workforce would be effective. Age awareness 

to combat age discrimination and promotion of 
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demographic and ethnical awareness in com-

panies are also current requirements to in-

crease effective collaboration. Encouraging the 

inclusion of older workers in training is a strat-

egy for promoting longer working live (Mosely 

and Dohse, 2019). The bias against the older 

generation to reintegrate in working teams is 

not eligible, it is a challenge to find the way to 

form a diverse group, unit and in perfection a 

team. 
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