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In recent years, several
European governments
have introduced policies

to improve older employees’ employability and
ban age discrimination from the workplace.
Notwithstanding these efforts, ageism continues
to be a black spot on Europe’s labor market
(Abrams, Russell, Vauclair, & Swift, 2011). As
workforces worldwide grow older, the number of
older employees that are susceptible to the
psychosocial stressors of age stereotypes (AS)
and discrimination will increase significantly.
Despite this, few systematic attempts have been
made to combat AS in the workplace (e.g., Paluck
& Green, 2009; Posthuma & Campion, 2009). This
paper argues that there is a clear need for theory-
and evidence-based strategies to design,
implement and evaluate interventions aimed at
reducing AS in the workplace. Taking a step in
that direction, recommendations for AS
reduction interventions in the workplace are
presented.

AS in the workplace: Content and
Psychosocial Consequences

Stereotypes about older employees comprise a
combination of negative and positive dimensions
(Bal, Reiss, Rudolph, & Baltes, 2011; Posthuma &
Campion, 2009). In diverse cultural and
organizational settings, older employees are
perceived as less flexible, creative and adaptable
to change, but also as more reliable and
trustworthy compared to younger employees
(e.g., Chiu, Chan, Snape, & Redman, 2001; Van

Dalen, Henkens, & Schippers, 2010). Despite
their prevalence, dominant stereotypes about
older employees are often erroneous (Ng &
Feldman, 2013). In fact, there is a business case
for hiring and retaining older employees, as they
engage slightly more in organizational
citizenship behavior (Nauta, Bruin, & Cremer,
2004), have lower rates of absenteeism, and are
generally more committed (Brosi & Kleiner,
1999).

Outcomes of AS are commonly recognized as
age discrimination (Posthuma & Campion, 2009).
In Europe and abroad, older employees face
considerable barriers to re-enter employment
(OECD, 2006; Wood, Wilkinson, & Harcourt,
2008). As a result of AS in the workplace, older
employees may be more severely sanctioned for
mistakes they make (Rupp, Vodanovich, & Credé,
2006), more frequently laid off (Posthuma &
Campion, 2009), receive fewer training and
promotion opportunities (Taylor & Walker, 1998)
and poorer performance evaluations (Posthuma &
Campion, 2009). Coping with these and other
forms of discrimination has been shown to be a
significant stressor in the lives of older
employees, with several psychosocial
consequences. Perceived everyday age
discrimination in the workplace negatively
effects job satisfaction (Taylor, Mcloughlin,
Meyer, & Brooke, 2012), commitment, perceived
power and job prestige (Redman & Snape, 2006)
and may lead to lowered self-efficacy (Maurer,
2001). In order to cope with the threat of being
part of a stigmatized group, some older
employees decide to leave their employer
(Johnson & Neumark, 1997) or retire early
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(Desmette & Gaillard, 2008).
Despite the importance of the topic,

surprisingly few systematic attempts have been
made to reduce AS in the workplace (Kulik, Perry,
& Bourhis, 2000; Paluck & Green, 2009). As a
consequence, both scholars and practitioners are
left largely in the dark as to what distinguishing
factors can diminish AS. To facilitate and
motivate future research, in the following
recommendations for AS reduction interventions
in the workplace are presented.

Recommendations for AS reduction
interventions

Drawing from literature in the field of health
promotion, we recommend that AS reduction
interventions are designed and implemented in a
structured fashion, in four major phases:
diagnosis, development, implementation and
evaluation (Green & Kreuter, 1999). Comparable
phases have been used to effectively promote
(psychosocial) health in the workplace (Goldhar,
LaMontagne, Heaney, & Landsbergis, 2001).
Furthermore, to be most effective, primary AS
reduction interventions should be directed at
managers. First, managers’ behaviors may be
seen as exemplars by other organizational
members (Carmeli, 2008). Second, and most
importantly, managers’ AS significantly affect
perceived age-discrimination climates (Kunze,
Boehm, & Bruch, 2013).

The central aim of the diagnosis phase is to
conduct a needs assessment to identify the
critical beliefs about older employees among
managers in the target organization where the
intervention will take place. The prominence of
AS differs per organizational context (Posthuma
& Campion, 2009), making it necessary to
identify the specific AS beliefs among managers.
The subtle nature of AS warrants caution when

relying on self-reports, especially because
stereotypes about older employees operate – in
part – on an unconscious and implicit level (e.g,.
Malinen & Johnston, 2013).

Acknowledging the subtle nature of AS in the
workplace, alternative methods to measure AS
are therefore recommended (e.g., Paluck &
Green, 2009). Potentially, actual behavior can be
observed by, for example, measuring the relative
number of older and younger employees that are
assigned to training activities or received
promotions (Taylor et al., 2012). Additionally, it is
suggested to complement explicit questionnaires
with implicit measures, such as the Implicit
Association Test (Greenwald, Mcghee, &
Schwartz, 1998).

Secondly, in the development phase, the
objectives of the intervention should be defined
on the basis of the needs assessment results. The
specific stereotypical beliefs that will be targeted
and associated outcome measures should be
formulated. Theory- and evidence-based insights
should be used to design an optimal intervention
that may accomplish desired change in AS. Three
possible strategies are suggested that are worth
investigating further: awareness and concerns,
motivation to avoid AS and practical
recommendations. Because there is an urgent
need for AS reduction interventions in the
workplace, it is suggested to combine these
strategies in an attractive and effective web-
based environment, tailored to the needs
assessment of specific organizations, while easily
adaptable and implementable elsewhere. Close
collaboration with managers that will take part in
the program is vital in this phase, to warrant
actual adoption (see Bos, Schaalma, & Pryor,
2008).

Before people become motivated to avoid
stereotyping, they firstly must be aware of their
biases, and secondly concerned about
consequences of prejudice (Plant & Devine,
2009). Providing managers with feedback about
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their implicit level of AS, as measured in the first
phase, might be an effective manner to make
them aware of their unconscious AS.
Additionally, dominant AS found in phase 1
should be discussed, and it should be clarified
that these beliefs result from a lack of accurate
information on the productivity characteristics of
older employees. To target concerns, managers
should be informed about the possible
consequences of their AS across diverse
workplace situations. Here, the goal is to increase
managers’ insights into the negative effects that
AS may have on the psychosocial health of
individual employees and, consequently, the
sustainable profitability of their organization.
Similar approaches have been shown to
successfully increase awareness of bias and
concerns about its effects, ultimately leading to
long-term reduction of implicit prejudice
(Devine, Forscher, Austin, & Cox, 2012).

A second strategy in the development phase is
to target managers’ motivation to avoid AS.
People who are motivated to avoid stereotyping
are less likely to activate and apply stereotypes

(Kunda & Spencer, 2003). The motivation to avoid
stereotyping may be intensified by a desire to
comply with egalitarian social norms (Plant &
Devine, 1998). In an organizational setting, this
motivation can, for example, be reinforced with
organizational non-discrimination disclaimers
and visible statements which communicate that
AS is not tolerated.

Last, AS reduction interventions should
enhance managers’ self-efficacy to address
workforce aging, by offering practical
recommendations on how they can reap the
benefits of organizational demographic changes,
while avoiding its challenges. An important part
of this guideline should be an example of
diversity-friendly HR policies, because the
endorsement of these policies has been shown to
negatively influence perceived age-
discrimination climates (Kunze et al., 2013).

In the third phase, an implementation
strategy should be designed. Again, it is vital to
closely collaborate with the program participants.
Both the practical implementation as well as the
maintenance of the program should be planned
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and discussed. The flexibility of using a web-
based intervention is likely to prove its benefits
during this phase, allowing managers to follow
the training when they do not have other formal
obligations.

In the fourth phase, the effectiveness of the
intervention should be determined. Systematic
and rigorous evaluations of workplace
interventions targeting AS are necessary to draw
conclusions about effectiveness, both in terms of
the process and outcomes, preferably using a
randomized controlled trial (Paluck & Green,
2009). Also possible negative side-effects should
be monitored, such as resistance to the
intervention. Table 1 provides a summary of the
recommendations.

Conclusion

Although the number of employees at risk of
AS will increase due to workforce aging, only few
systematic attempts have been made to combat
AS in the workplace. To facilitate and motivate
future research on this topic, challenges and
opportunities for AS reduction interventions are
discussed, and recommendations formulated.
These recommendations contribute to insights
into how AS can be combatted in the workplace,
and herewith help to prevent significant
psychosocial stressors in the working life of the
rapidly growing group of older employees, while
simultaneously improving their actual
employability. In age-tolerant organizations,
older workers will experience more formal and
informal employability opportunities, such as
equal access to professional training and career
development, which will contribute to both the
psychosocial wellbeing and sustainable
employability of older workers.

References

Abrams, D., Russell, P. S., Vauclair, C. M., &
Swift, H. (2011). Ageism in Europe. London: Age
UK.

Bal, A. C., Reiss, A. E. B., Rudolph, C. W., &
Baltes, B. B. (2011). Examining positive and
negative perceptions of older workers: A
meta-analysis. The Journals of Gerontology.
Series B, Psychological Sciences and Social Sciences,
66(6), 687–698. doi:10.1093/geronb/gbr056.

Bos, A. E. R., Schaalma, H. P., & Pryor, J. B.
(2008). Reducing AIDS-related stigma in
developing countries: the importance of
theory- and evidence-based interventions.
Psychology, Health & Medicine, 13(4), 450–460.
doi:10.1080/13548500701687171

Brosi, B. G., & Kleiner, H. (1999). Is age a
handicap in finding employment? Equal
Opportunities International, 18(5/6), 100–104.
doi:10.1108/02610159910786078

Carmeli, A. (2008). Top managment team
behavioral integration and the performance of
service organizations. Group & Organization
Management, 33(6), 712–735.
doi:10.1177/1059601108325696

Chiu, W. C. K., Chan, A. W., Snape, E., & Redman,
T. (2001). Age stereotypes and discriminatory
attitudes towards older workers: An east-west
comparison. Human Relations, 54(5), 629–661.
doi:10.1177/0018726701545004

Desmette, D., & Gaillard, M. (2008). When a
“worker” becomes an “older worker”: The
effects of age-related social identity on
attitudes towards retirement and work. Career
Development International, 13(2), 168–185.
doi:10.1108/13620430810860567

Devine, P. G., Forscher, P. S., Austin, A. J., & Cox,
W. T. L. (2012). Long-term reduction in
implicit race bias: A prejudice habit-breaking
intervention. Journal of Experimental Social
Psychology, 48(6), 1267–1278.
doi:10.1016/j.jesp.2012.06.003

Goldhar, L. M., LaMontagne, A. D., Heaney, C., &
Landsbergis, P. (2001). The intervention
research process in occupational safety and

age for changeKroon



183 ehpvolume 17 issue 4

ehps.net/ehp

The European Health Psychologist

health: An overview from the national
occupational research agenda intervention
effectiveness research team. Journal of
Occupational and Environmental Medicine, 43(7),
616–622. doi:10.1097/00043764-200107000-
00008

Green, L., & Kreuter, M. (1999). Health promotion
planning: An educational and ecological approach
(3rd ed.). Mountain View: Mayfield Publishing
Company.

Greenwald, A. G., Mcghee, D. E., & Schwartz, J. L.
K. (1998). Measuring individual differences in
implicit cognition: The implicit association
test. Journal of Personality and Social Psychology,
74(6), 1464–1480. doi:10.1037/0022-
3514.74.6.1464

Johnson, R., & Neumark, D. (1997). Age
discrimination, job separations, and
employment status of older workers: Evidence
from self-reports. The Journal of Human
Resources, 32(4), 779–811. doi:10.3386/w5619

Kulik, C. T., Perry, E. L., & Bourhis, A. C. (2000).
Ironic evaluation processes: Effects of thought
suppression on evaluations of older job
applicants. Journal of Organizational Behavior,
21(6), 689–711. doi:10.1002/1099-
1379(200009)21:6<689::AID-JOB52>3.0.CO;2-
W

Kunda, Z., & Spencer, S. J. (2003). When do
stereotypes come to mind and when do they
color judgment? A goal-based theoretical
framework for stereotype activation and
application. Psychological Bulletin, 129(4),
522–544. doi:10.1037/0033-2909.129.4.522

Kunze, F., Boehm, S., & Bruch, H. (2013).
Organizational performance consequences of
age diversity: Inspecting the role of diversity-
rriendly HR policies and top managers’
negative age stereotypes. Journal of
Management Studies, 50(3), 413–442.
doi:10.1111/joms.12016

Malinen, S., & Johnston, L. (2013). Workplace
ageism: discovering hidden bias. Experimental
Aging Research, 39(4), 445–65.

doi:10.1080/0361073X.2013.808111
Maurer, T. J. (2001). Career-relevant learning and

development, worker age, and beliefs about
self-efficacy for development. Journal of
Management, 27(2), 123–140.
doi:10.1016/S0149-2063(00)00092-1

Nauta, A., Bruin, M. De, & Cremer, R. (2004). De
mythe doorbroken: Gezondheid en inzetbaarheid
oudere werknemers [Beyond the myth. Health
and employability of older employees].
Hoofddorp: TNO Arbeid. Retrieved from
https://www.tno.nl/downloads/V-
191_de_mythe_doorbroken.pdf

Ng, T. W. H., & Feldman, D. C. (2013). A meta-
analysis of the relationships of age and tenure
with innovation-related behaviour. Journal of
Occupational and Organizational Psychology,
86(4), 585–616. doi:10.1111/joop.12031

OECD. (2006). Live longer, Work longer. Paris:
OECD Publishing. doi:10.1787/9789264035881-
en

Paluck, E. L., & Green, D. P. (2009). Prejudice
reduction: what works? A review and
assessment of research and practice. Annual
Review of Psychology, 60, 339–367.
doi:10.1146/annurev.psych.60.110707.163607

Plant, E. A., & Devine, P. G. (1998). Internal and
external motivation to respond without
prejudice. Journal of Personality and Social
Psychology, 75(3), 811–832.
doi:10.1177/0146167205275304

Plant, E. A., & Devine, P. G. (2009). The active
control of prejudice: unpacking the intentions
guiding control efforts. Journal of Personality
and Social Psychology, 96(3), 640–652.
doi:10.1037/a0012960

Posthuma, R. A., & Campion, M. A. (2009). Age
stereotypes in the workplace: Common
stereotypes, moderators, and future research
directions. Journal of Management, 35(1),
158–188. doi:10.1177/0149206308318617

Redman, T., & Snape, E. (2006). The
consequences of perceived age discrimination
amongst older police officers: Is social support

age for changeKroon



184 ehpvolume 17 issue 4 The European Health Psychologist

ehps.net/ehp

a buffer? British Journal of Management, 17(2),
167–175. doi:10.1111/j.1467-8551.2006.00492.x

Rupp, D. E., Vodanovich, S. J., & Credé, M. (2006).
Age bias in the workplace: The impact of
ageism and causal attributions. Journal of
Applied Social Psychology, 36(6), 1337–1364.
doi:10.1111/j.0021-9029.2006.00062.x

Taylor, P., Mcloughlin, C., Meyer, D., & Brooke, E.
(2012). Everyday discrimination in the
workplace, job satisfaction and psychological
wellbeing: age differences and moderating
variables. Ageing and Society, 33(7), 1105-1138.
doi:10.1017/S0144686X12000438

Taylor, P., & Walker, A. (1998). Employers and
older workers: Attitudes and employment
practices. Ageing & Society, 18(6), 641–658.
doi:10.1017/S0144686X98007119

Van Dalen, H., Henkens, K., & Schippers, J.
(2010). Productivity of older workers:
Perceptions of employers and employees.
Population and Development Review, 36(2),
309–330. doi:10.1111/j.1728-4457.2010.00331.x

Wood, G., Wilkinson, A., & Harcourt, M. (2008).
Age discrimination and working life:
Perspectives and contestations - A review of
the contemporary literature. International
Journal of Management Reviews, 10(4), 425–442.
doi:10.1111/j.1468-2370.2008.00236.x

Anne C. Kroon
Amsterdam School of

Communication Research

(ASCoR), University of

Amsterdam, The Netherlands

A.C.Kroon@uva.nl

age for changeKroon




