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Abstract— This study aimed to examine the Age Differences in Human Resource Practice through the lens of HR
Practitioners from various firms. The categorical variables of this study are the Perceptions of HR Practitioners on Age
Differencesin HR Practice, Strategies to Address the issues of Age Differencesin HR Practice, and Insights/Reflections
of the Researchers based from the findings and observations during the conduct of the study. The researchers conducted
an in-depth interview with selected HR Practitioners. There were seven (7) informants for this study. Researchers made
consent letters to the participants to conduct the interview. The researchers used a research questionnaire, and the
informants answered each question through a face-to-face interview.

Furthermore, the researcher made use of a transcript to analyze the data. The findings show that the perceptions of HR
Practitioners on Age Differences in HR Practice are Generational Differences, Knowledge Transfer, Teamwork, and
Technological Proficiency. Open communication helps address the existing age differences problems inside the
workforce; conducting team-building promotes the formation of a unified and productive team that val ues the efforts of
all members, accepts age differences, and collaborates well to accomplish shared goals; implementing training and
seminars that aim to concurrently address the three objectives of eradicating stereotypes, harmful behaviors, and
ignorance, and complying with company rules and policiesthat support equity, inclusion, compliance, and organizational
effectiveness..

Keywords— Age Differencesin HR Practice, Qualitative research.

INTRODUCTION
People live in a unique time where multiple generations

cohabit as they navigate the twenty-first century.
Organizations today face a more diverse workplace, not
only in terms of color, gender, and ethnicity but also,
most notably, age; each adds their valuable views and
experiences. Different age groups can be strategically
integrated into different roles within an organization,
having a more resilient and innovative workforce.
Moreover, due to global demographic changes, the
future workforce will be defined by a greater
generational difference, extended lifetime employment,
and a higher average age (Kulik, Ryan, Harper, and
George, 2014, p. 929). In the past, human resource
management has prioritized hiring younger workers
(Ropes, 2013, p. 713). However, for businesses to
remain competitive, they must now change their
conception of professional training to fully utilize the
abilities of workers of all ages.

Age differences pertain to the variations in the age
distribution among workers and are employed to depict
the makeup of an organization or its workgroups
(Kunze, 2013, p.187). It plays a significant role in HR
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Practice, as the practitioners need to be more diverse as
they deal with various people, such as people not of the
same age, people from different cultures, people with
different beliefs, etc. There were significant issues with
dealing with age diversity since some organizations
wanted to hire a considerably younger employee to
show the image of the youthfulness of the organization.
In contrast, older employees may face discrimination
(Uzochukwu and Obi, 2020, p. 120). However, age
contributes to the success of diversity when individuals
of different generations work together in the workplace
and share everyday experiences, values, and ideas.

Age diversity encourages an array of ideologies,
experiences, and talents, which can boost creativity and
productivity and create a more welcoming and dynamic
workplace. An age-diverse workforce produces a wide
range of abilities, intellectua styles, values, and
preferences that may lead to higher production (Boehm
and Kunze, 2015, p. 274). Remarkably, human
resources practices can foster a work climate that
emphasizes the value of diversity in the workplace
(Ravazzani, 2016, p. 9). However, even with those
practices, the raging issue of age differences is still in
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the workplace, and older and younger workers till
experience discrimination. Thus, it is important to
consider age differences as a powerful tool for
accomplishing organizational goals. If addressed
effectively, age differences can benefit organizational
outcomes, but when managed poorly, it can damage the
organization (Nafiu, Alogwuja, & Enimola, 2020, p.
332).

Ageis abig issue in the workplace, and there can be a
comparison between younger and older employees. One
of those difficulties that HR Practitioners face is age
discrimination. The risk of age discrimination is
growing and becoming a matter of organizational
discussion, and it can affect the work environment. Age
discrimination can target younger and older employees
(Truxillo, Fraccaroli, Yaldez, & Zaniboni, 2016, p. 447).
Additionally, older employees should be proactively
supported at the organizational level and encouraged to
engage in tasks (like training) and responsibilities that
can be deemed "age-inappropriate" to disprove false
beliefs about others (Zacher, Esser, Bohlmann, and
Rudolph, 2019, p. 10).

Moreover, there is till discrimination against older
employees, and some individuals view older workers as
‘workers who are less productive than younger ones
(Uzochukwu, & Obi, 2020, p. 120). Due to age
discrimination in the workplace, older employees may
face barriers to advancement, while younger employees
might be seen as lacking experience. Age discrimination
in HR practices poses significant challenges to both
individuals and organizations. Consequently, age-based
diversity aims to end age discrimination, much like
generational diversity in the workplace (Gaidhani,
Arora, & Sharma, 2019, p. 2804).

Furthermore, in the Philippines, organizations make
sure that all employees should feel safe and included
within the organization. The Labor Secretary Silvestre
H. Bello issued a decree implementing rules of the anti-
age discrimination law. The order's provisions apply to
all employers, publishers, labor contractors or
subcontractors, and labor groups, whether registered or
not (Department Order No. 170 series of 2017). The
Anti-Age Discrimination Act, commonly known as
Republic Act No. 10911, prohibits age discrimination in
employment. It al so establishes exceptions or conditions
in which an employer may set age limitations on ajob.

Moreover, many countries are aganst age
discrimination in the workplace, including the United
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States (under the Age Discrimination in Employment
Act), the ADEA, and the European Union (Under the
Employment Equality Directive). The purpose of the
law is to protect productive, seasoned employees from
age stereotypes and to stop discrimination against
employees and job seekers based on their age. The
ADEA may be helpful when choosing employeesfor the
job (Lahey, 2010, p. 679). Consequently, HR
Practitioners can promote period diversity-friendly HR
policies that prevent hostile relations and performance
of age diversity in the workplace (Kunze, Boehm, &
Bruch, 2013, p. 413). Furthermore, organizations should
focus on merit-based recruitment, promotion criteria,
equitable compensation, and a respectful workplace
culture to foster age-inclusive HR practices.

On the other hand, the older employees possess valuable
institutional knowledge and expertise and the younger
employees who bring fresh perspectives and
technological skills are put to work together because of
the age diversity (Nilsson & Nilsson, 2017, p. 71). Each
generation shows and gives ideas to the organization,
helping it to succeed. A wide range of skills, intellectual
styles, values, and preferences are developed in adiverse
workforce that can lead to increased productivity (Bhatt,
Gupta, & Bhatta 2019, p.13). Age-diverse teams can
have a more balanced decision-making process (Wegge,
Jungmann, Liebermann, Shemla, Ries, Diestel, and
Schmidt, 2012, p. 5150).

In the Philippines, a study by Gabriel, Alcantara, &
Alvarez (2020 p. 6), citing an interview with millennial
employees on establishing rapport with older
employees, states that as a millennial employee, one
needsto perform their job with efficacy and additionally
says that because the skills and knowledge millennials
possess are more up-to-date compared to older
employees, they are pressured to deliver and perform
exceptionaly. On the other hand, older employees
impart to the younger employees the business norms and
operational practices that support productivity and
performance within the organization (Hapompwe,
Mulenga, Siwale & Kukano, 2020, p. 452). Moreover,
the older generation will use their accumulated
experiences, while the younger employees will
contribute with their creative thinking and innovative
approaches (Jekelle & Elena, 2021, p. 196). Therefore,
combining young and older employees with different
knowledge and ideas can promote innovation and
productivity in the workplace. Age-diverse employees
have numerous skills, intellectual styles, morals, and
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preferences that may increase productivity (Boehm &
Kunze, 2015, p. 37).

The Socia Identity Theory (SIT), introduced by Henry,
Tafel & Fraser (1978), highlights that individuals
categorize themselves and others into various social
groups, such as age cohorts. This theory suggests that
people's experiences can be interpersonal or intergroup.
In interpersonal  situations, individuals define
themselves based on their identity and goals. In contrast,
in intergroup situations, they describe themselves based
ontheir social identity and interact based on group goals,
perceived satus differences, legitimacy, and
permeability (Esser, McKinstry, Bablani, Appuswamy,
and Modha, 2019, p. 5). SIT has been applied in
organizational contexts to understand how age
differences impact workplace dynamics and outcomes.
Social Identity Theory recommends that organizations
should strengthen employees' organizational identity
and create a fair work environment that encourages
positive relationships between younger and older
workers (Ho & Yueng, 2020, p. 102), asit is crucial to
foster a sense of belonging and inclusivity among
employees of al ages. Inclusivity has significant
consequences in the workplace. (Fhadili, Kiflemariam,
& Mwanzia, 2021, p. 55).

Furthermore, this theory suggests that the ability of
individualsto internalize their affiliation with particular
groups (e.g., being an older employee) based on salient
characteristics (e.g., age) affects how they behave, feel,
and think about other group members (e.g., younger
workers) (Bellotti, Zaniboni, Balducci, Menghini,
Cadiz, and Toderi, 2022, p. 2). Consequently, an
extensive age difference in the group may cause
participants to feel different from one another, which
could prevent them from engaging with the training
material and hinder their ability to learn (Gerpott,
Lehmann-Willenbrock, Voelpel, and Van Vugt, 2019,
p.717). Thus, by applying Socia Identity Theory,
organizations can design interventions and strategies
that capitalize on age diversity's potential benefits while
mitigating challenges.

With multiple generations coexisting in the same
workspace, organizations face communication gaps,
knowledge transfer, collaboration, and conflict
resolution challenges. This study is focused on age
differences and provides a structured framework to
explore the perceptions and experiences of HR
practitioners, identify the best strategies to address age
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difference issues, and recommend ways to promote
harmony and productivity among diverse age groups.

Generally, this study focuses on Age Differencesin HR
Practice, which has become rampant in organizations.
This study identified the perceptions and experiences of
HR practitioners regarding age differences within the
organization. This study also showed the HR
Practitioners perceptions and experiences amidst the
rampant issue of Age Differences in their workplace.
Thus, the researchers wanted to make this paper relevant
by relating to the HR Practitioners perceptions and
experiences handling Age Differences.

Moreover, the timeliness of this study benefits not only
the HR practitioners but also the broader setting of the
organization, employees, and society. This study serves
as a basis for improving their workforce environment
and acknowledging age differences in the workplace.
This study has the potential to benefit various
stakeholders, from organizations to HR professionals to
empl oyees and society asawhole, by promoting fair and
inclusive  workplaces and building improved
understanding and collaboration within generational
groups. Lastly, thisstudy isessential to HR Practitioners
because it shows the participants perceptions and
experiences with Age Differences. This study
subsequently provides suggestions on addressing age-
differenceissuesin HR Practice.

Thisstudy aimed to determine the Age Differencein HR
Practice among the selected HR Practitioners. This
research seeks to answer the following questions. What
are the perceptions of HR Practitioners about Age
Diversity? What strategies have HR practitioners
implemented to address the issue relating to age
differences? What insights from the researchers can be
drawn from the study about the age differences?

METHOD
This section of the study presents the details of how the

study was conducted. It shows the study's participants,
instruments, design, and procedure.

Participants

The participants of this study were HR Practitioners
from various firms. The researchers selected seven (7)
Participants for this study, as a phenomenology study
requires five to twenty-five participants at minimum
(Mason, 2010, p. 3). In addition, the researchers
interviewed the participants to gather further
information about Age Differencesin HR Practice. The
seven (7) participants were HR Practitioners. The
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researchers chose the participants who were best suited
as the person of interest of this study as they were the
primary source of information for the findings of this
case.

Materialg/I nstrument

This study used phenomenology to learn the perceptions
and experiences of Age Diversity in Human Resource
Practice. The main instrument of this study is the semi-
structured interview guide questionnaire created by the
researchers. Theresearchersfirst validated the interview
guide questionnaire with the research experts before
using the interview guide guestionnaires to conduct the
study on the qualified participants. Additionally, before
the researchers analyzed the answers, the researchers
first got a thorough overview of all collected data. It
included transcribing audio recordings, taking down
notes, and getting familiar with the data collected. After
familiarizing themselves with the data, the researchers
started coding the answers of the participants and put
labels or codes to describe their key points. Lastly, the
rescarchers analyzed the principles created and
identified patterns to develop themes.

Design and Procedure

This study used phenomenology to learn the perceptions
and experiences of HR practitioners regarding age
differences. This research design applied to this study
because phenomenology aims to describe what all
individuals have in common when they encounter a
phenomenon (Cresswell, 2016, p. 58).

The researchers gathered information from the
participants who experienced the phenomenon and
produced an overall description of the critical aspects of
the experience; the description is made up of what they
experienced and how they experienced it (Cresswell,
2016, p. 58).

For the data collection and investigation, the researchers
conducted an in-depth interview with an open-ended
guestionnaire to gather factual information and answers
from the participants.

The researchers utilized in-depth interview as it is an
effective qualitative technique for encouraging the
informants to discuss their innermost thoughts, feelings,
and experiences (Alin, Dainora, & Milena, 2010, p.
1279)

This study is engaged with proper care and keeping the

data and documents to perform transferability. The data
was held for future researchers to use as a reference for
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similar research. This study's results are provided to
increase dependability so that others can review the data
and make similar conclusions. Dependability can be
improved by meticulously documenting all the research
activities, the findings, and any potential adjustments
that may arise as the study develops. In confirmability,
the researchers ensured that the data presented were
based upon the study and research conducted personally
by the researchers from their chosen participants.

Lastly, to ensure the ethical consideration of the study,
the participants demonstrated voluntary engagement in
the study; participants were informed, and ultimately,
consented to participate in the research. As far as
possible, the offense and prejudice in the formulation of
the questionnaire were strongly avoided. The integrity
of the participants is preserved and kept confidential
during the process. Additionally, the researchers
ensured the anonymity and privacy of the study
participants by not revealing their names and identities
when reporting the results of this study. The researchers
a so ensured that every communication in the study was
conducted honestly and transparently.

RESULTSAND DISCUSSION
This section presents the data about the perceptions,

strategies, and insights/reflections they can draw from
Age Differences presented in the various data sources
gathered by the researchers.

Presentation of Perceptions of HR Practitionersto
Age Differences

Presented in Table 1 are the data collected from the
responses of the HR practitioners in various stages of
data collection. The items embedded within the table
were analyzed and categorized into groups and arranged
according to different themes.

Table 1 focuses on the Perceptions of HR Practitioners
of Age Differences and their classification in terms of
the following themes: (1) Generational Differences, (2)
Knowledge Transfer, (3) Teamwork, and (4)
Technological Proficiency.

All of the themes used for this presentation are collected
and examined through various literature and studies that
focus on the perceptions of HR practitioners regarding
age differences.

The researchers then thoroughly examined the HR
Practitioner's responses and classified the information
according to the standard and emerging categories.
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Table 1. Perceptions of HR Practitioners to Age Differencesin HR Practice

Major Themes

Coreldeas

Generational Differences

Knowledge Transfer

Teamwork

Technological Proficiency

Thetable comprisesideas and themes that were grouped
after the researchersread and identified similar common
concepts based on the participants' responses. The
information was collected through answering the
interview guide questionnaire given to the informants.
Table 1 is al about the perception of HR practitioners
regarding age differences in HR practice, which can be
deciphered through various emerging themes. After
identifying the themes, concept maps were drawn by
grouping similar themes based on participants
responses and collecting these data into one general and
related theme. To clearly represent how themes are
organized, the researchers used various informants
responses. The quoted items within the interpretation of
the tabular inputs can identify these.

Generational Differences. The responses that the HR
Practitioners stated regarding the generational
differences are the following:

“Kung mu-hire ka gikan sa lahi nga age bracket let’s
say baby boomer, o Gen Z, naa gyud siya’y
collaboration of knowledge.” (11)

(If you hired a different age bracket, let’s say baby
boomers, or Gen Z there will be a collaboration of
knowledge.)

All rights are reserved by UIJRT.COM.

e Hiring different generation is an advantage.

e  Curriculum differences on each generation.

e Generationa differences.

e Uniqueinsights from different generations.

e  Shared knowledge.

e Transfer of knowledgeis an advantage.

e  Sharing values, knowledge, and expertise.

e Knowledge Transfer and mentorship.

e Collaborative effort from one another.

e Collaborative workforce.

e Opportunity that leverages innovation and
collaboration within the workforce.

e Bringing together a range of experiences, skills, and
perceptions.

e Today's generation is pretty techy.

e Younger employees are more knowledgeable about
the technology.

o Differences in technological proficiency and even
work expectations between generations.

e Younger colleagues bring fresh ideas and technol ogy
fluency.

“Lahi ang ilahang curriculum sa ilahang na time like sa
mga dagko na age, and sa atua pung curriculum karun
sa Gen Z lahi siya sa kanang millennials.” (13)

(Because their curriculumwas different fromtheir time,
like those older people, and the curriculum of Gen Z is
different from the millennials.)

The above-mentioned statements wer e al so supported by
Informant 4, Informant 5, and Informant 7, who said:

“Siguro ang generational differences sa HR
practitioners kase they may recognize, or we may
recognize that different age groups such as the baby
boomers, ang Generation X and millennials.” (14)

(There will be generational differences on the HR
practitioners because they may recognize, or we may
recognize that different age groups such as the Baby
boomers, Generation X and Millennials.)

“Pero naa gyud kalahian sa generation jud kay kung
mu-hire mi ug like sa baby boomers, hinay gyud sila
manar baho pag abot sa among trabahoon kaysa sa mga
Gen 2.7 (15)

(There are really generational differences because if
you hire one person from baby boomers, he is really
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slow when it comes to our nature of work than the Gen
Z employees.)

“Each generation contributes unique insights to
problem solving, and decision making.” (I7)

The responses were grouped and fell under the category
of generationa differences. For many organizations,
generational differences have become the norm as five
generations make up today's workforce: Millennials,
Baby Boomers, Gen X, Traditionalists, and Generation
Z. A long-standing issue of generational studiesis their
inability to objectively differentiate between age,
period, and generational/cohort effects (Parry & Urwin,
2021, p. 858). Despite such concerns, HRM continuesto
be permeated by the use of generational labels, such as
"Millennials,” "Generation X,” and "Gen Z, to
categorize people and make assumptions about their
common generationa behaviors and attitudes (Brant &
Castro, 2019, p.527). However, according to arecurring
claimin the popular press, every generation is driven by
a unique combination of work ethics and life ideals (De
Meuse, 2010, p. 52).

Regarding work environments, benefits, communication
styles, and career development, different generations of
employees have varied requirements, preferences, and
expectations, reflected in differences in HR practices.
Every generation brings to the workplace its own set of
values, work habits, associations, and communication
emphases (Dois, Landrum, & Wieck, 2010, p. 7).
However, it was evident and inevitable that there would
be a cultura shift due to Baby Boomers retiring and
Millennials entering the workforce in large numbers
(Lamija, 2018, p. 2). The continuous growth of skill sets
required to support the organization was the main focus
of many HR initiatives, and it was clear that both
internal and external forces played asignificant role. For
instance, there's been a push to look closely at
multigenerational workplaces and the particular
difficulties they provide, as well as chances to improve
the economic success of a company (Tannenbaum,
2014, p. 17).

Knowledge Transfer. Because of the demographic
shifts, knowledge transfer among employees of different
ages is becoming increasingly important. In an age-
diverse setting, knowledge transfer is when two
employees of various ages share information through
conversation, collaboration, and imitation (Gerpott,
Lehmann, & Voelpel, 2017, p. 193). Organizations must
figure out how to keep older workers essential
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knowledge before they retire because the number of
older workers is rising (Burmeister & Deller, 2016, p.
87). The researchers utilize the relational perspective of
HR practices to comprehend how age-diverse HR
practices are perceived regarding knowledge transfer
and the following are the HR Practitioners’ responses:

“We can share the knowledge to them. When it cOmesto
seniority transferring their experiences and knowledge
to us that is also a positive kay haay mga instances na
makalearn ta sa ilaha.” (11)

(We can share the knowledge with them, and when it
comes to seniors transferring their experiences and
knowledge to us, that is also positive because there are
instances that we can learn from them.)

This statement was also supported by Informant 3 and
Informant 4 who said:

“Sa advantage maka gain ka ug knowledge sa ilaha,
especially sa older employees kay naka experience na
sila labi na, makaingun pud ko way back before, as an
HR Practitioner naa silay ginatawag na setup gud.” (13)

(The advantage is that you can gain knowledge from
them, especially if older employees have experienced it.
You can ask if way back then, as an HR practitioner,
what their setup was.)

“Older workers are often seen as having valuable
knowledge and expertise that can benefit the
organization. So, ang important dinhaa isthat there will
be a knowledge transfer na mahitabo and that's already
good.” (14)

(Older workers are often seen as having valuable
knowledge and expertise that can benefit the
organization. So, the important part to that is there will

be a knowledge transfer that is happening and that’s
really good.)

Additionally, Informant 7 who also agreed with the
theme said:

“It also promotes culture of learning and mentorship
where seasoned professionals share their wisdom while
younger colleagues bring fresh ideas.” (17)

The responses mentioned above were grouped under the
theme of Knowledge Transfer. Age-inclusive HR
policies that cater to a diverse workforce can encourage
positive work behaviorsin workers of all ages, including
knowledge transfer, by devel oping workers' knowledge,
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skills, and abilities and giving them performance
opportunities (Boehm & Dwertmann, 2015, p. 41;
Boehm, Kunze, & Bruch, 2014, p. 667; Yang, 2018, p.
3). Age-inclusve HR procedures ensure equal
opportunitiesfor employees of al ages, promoting equal
opportunities for training, development, and |eadership
positions, rather than restricting older workers (Y ang,
2018, p. 7). Moreover, a younger employee might
benefit more from soft skill training (communication,
conflict resolution) and an older employee would find it
more crucia to learn about new technologies (Sousa,
Ramos, & Carvaho, 2021, p. 401). This understanding
positively correlates with age diversity and knowledge
transfer (Boehm, Kunze, and Bruch, 2014, p. 659).

Teamwork. HR Practitioners can promote teamwork and
mutual learning among different generations by
fostering an inclusive environment that values
employees of al ages. HR Practitioners responded that
teamwork isan advantage of an age-diverse climate. The
following are the responses of HR Practitioners
regarding teamwork:

“Ang advantage niya is there will be a collaborative
effort nga makalearn mo sa usa’g usa.” (I1)

(The advantage is that there will be a collaborative
effort wherein you can learn from each other.)

“Pwede sila mag karoon ng collaboration, para at least
magkaroon nga ng maging maayos yung trabaho sa
workforce.” (12)

(They can have collaboration so at least they can do
their job well.)

Informant 4 and Informant 7 also supported this theme
by saying:

“They may perceive diversity as like an opportunity nga
ma-leverage nila ang innovation and collaboration
within some workforce.” (14)

(They may perceive age diversity as like an opportunity
that is a leverage on innovation and collaboration
within the workforce.)

“Age diversity in the workplace is highly valuable as it
brings together a range of experiences, skills and
perspective that enrich the organizational culture and
drives success.” (17)

These statements are from HR practitioners who
perceive age diversity as a helpful tool for bringing
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teamwork to the workforce. Age-diversity practices will
likely contribute to an engaged or collaborative
workforce. As shown in a study by Sousa, Ramos, and
Carvaho (2021, p. 401), age-diversity policies indicate
that an organization is committed to keeping its
personnel healthy and productive, which makes them a
significant predictor of employee engagement. HR
professional s are expected to have a solid knowledge of
the best practices for managing work teamswith avaried
age range, as managing age-diverse teams harmoniously
is critical to the profitability and productivity of
organizations (Armstrong-Stassen & Schlosser, 2011, p.
319).

Furthermore, teamwork is essential for reaping the
benefits of age diversity, such as increased creativity,
improved problem-solving, and enhanced productivity.
Age-diverse workforces are more imaginative and
creative than less diverse ones because members of
different age groups vaues complement each other
(Gupta, 2013, p. 36). Likewise, it encourages team
members to participate in decision-making and provides
task-relevant information, all contributing to excellent
group performance (Seong & Hong, 2016. p. 3). Thus,
organizations should create cooperative norms because
individuals are more comfortable and fearless when
sharing their knowledge in environments with high
cooperative norms. In contrast, in environments with
low or nonexistent cooperative norms, people are afraid
to act in a way that would be regarded as trustworthy.
Employees will start to enjoy their work, and a trust-
oriented learning environment will emerge from
cooperative norms, promoting collaboration and
creating a sense of partnership between teams and
groups (Raza & Tariq, 2016, p. 7).

Technological Proficiency. Technological Proficiency
is the capacity to use and navigate different technology
tools, platforms, and systems efficiently to accomplish
particular activities.

Technological Proficiency can create an effective and
productive community, improve information and
cognitive skills devel opment, and improve performance,
productivity, and learning. (Saad & Sakaran 2020, p.1).
HR Practitioners responded that Technological
Proficiency is one of the organization's advantages. The
responses are the following:

“Kung sa generation karon kay medyo techy sila dili ta
maglisod ug hatag when it comes to maghimo ug mga
reports and everything.” (I1)
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(In today’s generation, they are quite techy, we won’t work is carried out (Diezt, Bauermann, & Zacher, 2022,

have a hard time when it comes to making reports and p.1). The necessity for information systems and

everything.) technology in human resource management has grown

over the past few decades due to the emergence of a

“4ng mga younger employees are more knowledgeable highly competitive period (Agarwaal & Kapoor, 2012,
sa technology while older employees kailangan sila p. 1).

tudluan unsaon pag gamit ug technology tarung.” (13)
Moreover, information systems designed mainly for

(Younger employees are more knowledgeable on the managing human resources, known as human resource
technology while you need to teach the older employees information systems (HRIS), comprise the systems
how to use technology properly.) required to gather, document, store, handle, distribute,

and display data related to human resources. Moreover,
aging workforces impact relationships that promote
exploitative, innovative performance (Park & Kim,
2015, p. 481). HR Professionals that are successful will
need to grow from their mistakes and losses and be
receptive to new developments in digital environments

Informant 4 and Informant 7 supported this theme by
saying:

“Naa jud mga difference technological proficiency and
even work expectations between generations.” (I4)

(There are differencesin Technological Proficiency and and technology that can improve their ability to adapt
even work expectations between generations.) (Bennis et al., 2013, p. 86) as technological

advancements provide dynamism in a world that is
“Ang younger colleagues bring fresh ideas and becoming more and more dynamic (Spasic, 2016, p. 4).

technological fluency.” (I7)

Strategies of HR Practitionersto address the issues of
(Younger colleagues bring fresh ideas and Age Differencesin HR Practice
technological fluency.) This table presents HR practitioners strategies to
address the issue of age differencesin HR practice. The
responses of the HR practitioners were grouped and
classified according to the themes, and they were
collected as one.

The responses were grouped under the category of
technological proficiency, which is a helpful tool for
increasing productivity in the workforce. The
information technology revolution is drastically and

quickly changing how things are done in aimost every After this, the classification of the themes s as follows:
aspect of human endeavor. Globally, workplaces and (1) Open Communication, (2) Conduct Team-building,
organizations are being affected by digitalization. The (3) Implement Training and Seminar, and (4) Comply
rapid advancements in information and communication with Company Rules and Policy.

technology (ICT) aretransforming the methodsin which

Table 2. Srategies of HR Practitioners to address the issues of Age Differencesin HR Practice
Major Themes Coreldeas
e  Open to communication.
e Communication is very needed if there is any
Open Communication conflict.
e Talk about what the problemis.
e Training design is communicated clearly.
e Team-building exercises.
e Regular team-building activities.
Conduct e Awareness of strengths and weaknesses through
Team-building team-building.
e Engaging activities like team-building.
e Conduct of trainings and seminars.
e  Seminar about Age-Diversity awareness.

All rights are reserved by UIJRT.COM.
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Implement
Training and Seminar

Comply with Company Rules and Policy

To fully understand the said themes, we used the
informants’ responses and quoted them to support the
interpretation of the tabular inputs.

Open Communication. Open communication helps
address the existing age differences problems inside the
workforce; it isone of the strategiesHR practitioners use
to cope with the issues they face regarding age
differences in HR practice. Open communication is a
fundamental strategy for HR practitionersto address age
differences effectively in the workplace. The following
statements will prove its existence:

“Pero mutou ko sa ilaha kay open sila sa
communication na ma-address ang mga issue parehas
sa age diversity. (11)

(But | believe them because they are open to
communication and on addressing issues just like age
diversity issues.)

“Communication talaga ang kailangan if merong
conflict or merong gap na nangyayari kase mostly sa
younger employees and older employees. meron silang
communication gap.” (I12)

(Well, communication is very needed if there is any
conflict or there is any gap that really happening
between in younger employees and older employees.)

The theme Open Communication was also supported by
Informant 3 and Informant 4:

“Gina istorya lang namo nganung sometimes ingana
gud, sturya lang gyud, istorya lang ana lang.” (13)

(We talk to them sometimes, just like that, just talk to
them, that’s it.)

“Ang HR mismo will implement great training designs,
and ma-communicate clearly ang objectives, then that
would be very powerful inside the work environment.”

(14)

All rights are reserved by UIJRT.COM.
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Implement training programs to address the
conscious bias.

Conduct of training and development programs.
Setting of new palicies.

Conduct of atoolbox meeting.

Rules and regulations and policies of the company
Implementation of company policy.

(HR will implement training designs, and it should be
communicated clearly and the objectives, then that
would be powerful inside the work environment.)

With these lines, we can perceive that openly
communi cating awareness about Age Differencesin HR
Practice is one way HR Practitioners cope with Age
Differenceissues. HR Practitioners can create a positive
and inclusive work culture where employees of all ages
feel valued, respected, and empowered to contribute
their best work by fostering understanding, promoting
inclusivity, facilitating collaboration, using flexible
communication channels, and resolving conflicts early
on. In addition to improving employee happiness and
engagement, embracing age diversity through open
communication boosts an organization's success and
competitiveness in a business environment that is
changing quickly. HR practitioners use different
communication methods to achieve mixed results.
Improves the creative team atmosphere that hel ps teams
produce new products more rapidly and with more
incredible innovation within teams. Communication
style variety has more positive effects on team
innovation performance than negative ones.

On the other hand, age diversity is positively correlated
with less conflict in relationships (Pesh, Bouncken, &
Kraus, 2015, p.1). A company's efficacy, productivity,
and general success depend heavily on its ability to
communicate openly. It isthought that mediaoutletsand
the cultural contexts in which communication occurs
interact with openness in communication (Schiller &
Cui 2010, p. 37). In HR Practitioners, open
communication and teamwork occur when shared
objectives are pursued, work-related issues are resolved,
and feedback is given and considered.

Additionally, open communication focuses on
interpersonal issues like relational competence, social
support, and feedback in the workplace. To create
workplace productivity (Mikkola & Vakonen 2019, p.
1). Promoting the health and well-being of employeesis
mainly dependent on communication. Promoting a safe
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and healthy workplace is greatly aided by positive and
constructive communication, which is acknowledged as
one of the intervention's components (Newnam &
Goode 2019, p. 19). Moreover, High-quality
communication aids employees in understanding their
responsibilities and goas, as well as what the
organization has to offer. Employees are typicaly
involved in deivering and implementing the
organization's HR practices (such as practices and rules)
and fully understand the rationale behind organizational
choices and implemented policies (Den Hartog et al.
2012, p.1643).

Conduct Team-building. Team building can be a
valuable strategy for fostering inclusivity and leveraging
the unique strengths of employees from different age
groups. Team building promotes the formation of a
unified and productive team that values the efforts of all
members, accepts age differences, and collaborates well
to accomplish shared goals. It isacrucia component of
HR procedures meant to unlock the potential of adiverse
workforce. These are the responses under the theme of
Conduct Team-building:

“For this one, we need to have a team building so that
we will know our kauban sa work diba? Kanang
kahibalo ka unsaon pag deal ani. If you know that
person hisor her personality, you will know how to deal
with them.” (11)

(For this one, we have a team-building activities so that
we will know our work colleagues, if you know that
person's personality, you will know how to deal with
them.)

“Last time, gumawa kami ng team building. So, sa team
building na yun mix talaga yung groups age groups. So
magkakasama sila, magkakasama kami, magkakasama
yung mga younger employees namin ang older
employees naming.” (12)

(Last time, we did team building. So, in the team
building, the groups are really a mix of age groups, so
they get together, and we mix together our older and
younger employees.)

Thistheme was supported by Informant 4 and I nformant
7 who also said:

“Ang team-building makatabang para kumbaga aware
sila kung unsa ilahang weakness and strength kay
mapakita nila to during team-building activities. ” (14)

All rights are reserved by UIJRT.COM.
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(Team+-building helps us be aware of their strengths and
weaknesses because they are able to show it during the
team-building activities.)

“All employees, will engage those activities such as the
team-buildings.” (17)

These responses reveal that the informants view team-
building as a way to have an age-diverse workforce, as
they can do team-building activities together. Team-
building will aso help them collaborate regardiess of
their ages. Team building has become one of the most
significant group phenomena companies utilize to
increase organizational and individual production by
utilizing all employees energies to identify their
capabilities (Fapohunda, 2013, p. 12). Additionaly, it
can improve the workforce's knowledge, skills, and
attitude (Sulaiman, Mahbaob, and Hassan, 2012 p. 30).

Moreover, Team-building is crucia in leveraging age
diversity within an organization's HR practices. It
promotes the formation of a unified and productive team
that values the efforts of al members, accepts age
differences, and collaborates well to accomplish shared
goals. An organization's team-building approach is
cruciad to expanding its operations. It is common
knowledge that sharing responsibilities serves as the
foundation of a team, bringing people together to
achieve common goals and carry out functional tasks as
effectively as possible (Nikitenko, Zvyagintseva,
Sergienko, Babkina, and Chernikova, 2017, p. 132). Itis
aso a crucial component of HR procedures meant to
unlock the potential of a workforce (Obiekwe,
Mobolade, and Akinade, 2021, p. 262). Team building
activities foster a sense of unity and belonging among
age-diverse members of the group. This sense of
belonging is necessary to ensure employee engagement,
retention, and overall satisfaction with work.
Furthermore, team-building activities are one strategy
that would help an organization comprehend different
generations' distinctions and work habits since they
allow members of each age to identify each employee's
strengths and weaknesses (Lawton & De Aquino, 2016,
p. 24).

Implement Training and Seminars. This theme is the
most influential HR practitioners' strategy in addressing
the differences in HR practice. It is on this theme that
they can apply it right away and implement it
immediately. The response of the informants under this
theme are the following:


https://uijrt.com/

United I nternational Journal for Research & Technology

'UIJRT

m ISSN: 2582-6832

“There should be training and seminars also, para
kailangan nga i-train nimo ang imuhang mga tao kay
para dili pud sila nga mabehind escpecially, sa atuang
technology karun.” (11)

(There should be training and seminars also, so you
need totrain them. Wetrain our people so that they don't
fall behind, especially with today's technology.)

“Sa younger employees ay nagbibigay kami ng training
program para atleast ma-enhance nga yung skills nila
at yung experiences nila sa trabaho.” (12)

(For younger employees we provide a training program
to at least enhance their skills and their experiencesin
our work.)

“Seminar about age diversity awareness training, [
Quess, through training kay ma achieve naman sya.”

(13)

(Seminar about Age Diversity awareness and training, |
guess, through training we can achieveit.)

Informant 4, Informant 6 and Informant 7 also agreed
that implementing training and seminars is one of the
dtrategies in addressing age differences issues by
saying:

“Mag implement tag training programs to address the
conscious hias, ug pwede ma promote ang
understanding of generational differences.” (14)

(We implement training programs to address the
conscious bias, and we can promote understanding to
generational differences.)

“Sa mga HR So, kailangan jud ta mag conduct og
seminar, so naa tay mga seminar about sa age diversity
sa mga employee.” (16)

(So as an HR, we really need to conduct a seminar, so
we have training and seminars about the age diversity
of our employees.)

“So, in order to address this issue related to age
differences, we conduct trainings and development
program to all employees.” (17)

(In order to address these issues related to age
differences, we conduct trainings and development
program to al employees.)

These are some of the theme responses of the research
informants under the implementation of Training and

All rights are reserved by UIJRT.COM.
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Seminars. Age diversity training and seminars in HR
practice are necessary for creating an inclusive and
respectful work environment where employees of al
ages feel valued and supported. It can help foster amore
inclusive, harmonious, and productive workplace where
employees of al ages thrive and contribute positively to
the organization's success. Moreover, Age Diversity
Training is a set of programs intended to minimize
prejudice and discrimination, encourage positive
interactions between various age groups, and increase
people's capacity, drive, and comprehension of
interacting with people of other generations.
(Bezrukova, Jehn, and Spell, 2012, p. 208).

Moreover, these trainings and seminars are currently
highly valued by HRDs and learning and development
speciaistsworldwide (Qin, Muenjohn, & Chhetri, 2013,
p. 133). Training and seminars improve employee
knowledge, skills, and capacities to handle modern
problems better.

Moreover, globa training and seminars influence
workers' perspectives and result in outstanding
organizational outcomes (Al Mamun, 2019, p.19).
Diversity training aims to concurrently address the three
objectives of eradicating stereotypes, harmful behaviors,
and ignorance. Its primary goals are to reduce prejudices
and increase awareness of issues related to diversity
(Gyula, Kovacs, 2021, p.3). Employeetrainingiscritical
to human resource management procedures and
anticipated rise in labor efficiency. Furthermore,
Training programs are designed to meet the business's
and its employees needs and consistently provide
positive outcomes (Coculova, 2017, p. 7).

Comply with Company Rules and Policy. Thisthemeis
the most influential HR practitioner strategy in
addressing age differences in HR practice. These lines
that will prove these are the following:

“Then nay mga bag-ong policy and before they
implement those, they always ask the employees if what
do they think about these kinds of policy.” (I1)

(Then there are new palicies, and before they implement
those policies, they always ask the employees what they
think about these kinds of policies.)

“So, isa sa company rules naming na magkaroon kami
ng tool box meeting, every once or twice a month and
pinaguusapan naming ang mga issues kagaya na lang
ng age diversity issues pati mga problema sa company.”’

(12)
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(One of our company rules is we conduct a tool box
meeting every once or twice a month to talk about issues
such as ageissues and conflicts on our company.)

Informant 5 and 6 supported the theme through the
given statement, who said:

“Ang intervention namo kay amoang rules and
regulation lang gyud.” (15)

(Our intervention is our company rules and
Regulations.)

“Ang among company policy man gyud dili gyud pwede
sa amoa ang older employee’s kay part sa among nature
sa work.” (16)

(It isacompany policy that we really cannot hire much
older employees because of our nature of work.)

These are some of the theme responses of the research
informants under the company rules and policy.
Establishing workplace policies fosters an organized,
law-abiding, and effective work environment. Explicit
norms and expectations in company regulations govern
employees conduct, performance, and behavior.
Establishing a well-structured and coordinated work
environment guarantees that all employees are aware of
their duties and responsibilities. Regulations have the
potential to foster an adaptive compliance culture, which
inhibits creativity in the creation of new goods,
procedures, and risk management strategies (Hale,
Borys & Adams 2015, p.113).

The Equal Employment Opportunity (EEO) law also
shields people from unjustified or improper workplace
discrimination. To ensure equity and prevent
discrimination against individuals, workplace rules,
policies, practices, and behaviors are monitored under
EEO sandards (Wambui, Wangombe, Muthura,
Kamau, and Jackson, 2013, p.203). HR Practitionersin
the organization should implement guidelines meant to
promote and Support diversity. Diversity offices,
mentorship programs, and training on diversity are just
a few examples of how these principles can be
implemented in policies that foster and support
diversity. There are numerous ways to implement these
ideas, including diversity offices, mentorship programs,
and diversity training (William, et a 2019, p.2).

Moreover, employees who worked for companies
without age-inclusve HR policies felt more
discrimination against them and had lower levels of
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commitment to the company, which contributed to
higher employee turnover (Oluwatomi, 2019, p. 3).
Therefore, when a high level of diversity management
was implemented, the relationship between perceived
age discrimination and employee commitment
weakened. An age-diverse workforce and effective age-
diversity practices techniques are two indicators of an
inclusive age-diversity climate found in organizations
that acknowledge age diversity (Van Dijk, Vanvan
Engen and Paauwe, 2012, p. 73). Furthermore,
according to Soares Jacobs, Wegge, Jungmann,
Libermann, Shemla, Schmidt, 2012, p. 5145), age-
neutral HR practices promote employee engagement
and participation, essential for achieving the innovative
and problem-solving techniques that follow from
implementing these policies.

Insights of the Researchers

Different age groups bring diverse perspectives,
experiences, and insights inside the workforce. This
diversity of thought can lead to innovative solutions,
better decision-making, and more creative problem-
solving. Different points of view that people of various
ages bring to the table is one of the main advantages of
age diversity in HR Practice. Younger employees may
get new ideas, more tech-savvy, and a forward-thinking
perspective, while older employees frequently have vast
experience and knowledge collected over the years. This
can bring innovation, enhance judgment, and generate
imaginative resolutions for complex problems using
these perspectives.

Furthermore, by embracing inclusivity, HR practices
demonstrate their commitment to val uing and respecting
employees of al ages, fostering a culture of unity and
belonging. Age Differencesis also asignificant factor in
organizations' continuous learning. Employees could
feel more capable when offered distinctive knowledge,
promoting improved performance and learning at work.
Acknowledging the age differences in the practice can
promote a culture of professional growth and lifelong
learning and because they feel encouraged in their
personal and professional growth, employees are more
engaged, motivated, and likely to stay with the
company.

Moreover, it is important to understand age differences
in HR practice to create an inclusive and effective
workplace environment that harness employees full
potential across different age groups. It is necessary to
create an inclusive environment to reduce these
individual biases and provide a setting where everyone
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is given an equal chance to contribute. Consequently,
recognizing that every generation contributes various
perspectives, experiences, ahilities, and preferences that
may encourage innovation, productivity, and
organizational success when appropriately recognized
and utilized. Additionally, understanding age diversity
means understanding the collective perspectives of
workers and the equitable and nondiscriminatory
handling of employees across all age cohorts concerning
all pertinent organizational policies, processes,
practices, and incentives.

A thorough awareness of age diversity in HR practices
allows organizations to design strategies specific to the
requirements and expectations of employees from
various generation. In addition, understanding age
diversity in HR practices allows organizationsto tap into
the collective wisdom, experience, and innovation
potential of employees from different age groupsand for
organizations to utilize their finest human capital fully;
age-diverse workforces exhibit a wide range of unique
knowledge, skills, experiences, beliefs, and preferences
that need to be managed well.

HR practitioners play a crucial role as intermediaries or
the “middlemen” in managing conflicts related to age
differences in the workplace. HR Practitioners are
important in facilitating open and constructive
communication channels where employees can express
their concerns, share their perspectives, and address
conflicts related to age diversity. When disputes arise,
HR Practitioners listen to al parties involved, compile
relevant information, conduct unbiased investigations,
and foster communication to identify solutions that
benefit everyone. Furthermore, HR Practitioners are
essential "middlemen” in managing workplace conflicts
related to age diversity

Moreover, HR Practitioners play a vital role in
developing a harmonious, inclusive, and collaborative
work environment where employees of all ages can
thrive and contribute effectively to the organization's
success. One of the primary responsibilities of HR
practitionersisto promote diversity and inclusion within
the organization. This includes creating policies,
programs, and initiatives that celebrate differences,
value contributions from all age groups, and ensure
equal opportunities for career development and
advancement. By fostering a culture of inclusivity, HR
practitioners create a sense of belonging among
employees of all ages, leading to higher engagement,
retention, and productivity.
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CONCLUSION
The researchers concluded that the HR Practitioners

perceptions of Age Differences in HR Practice are
Generational  Differences, Knowledge Transfer,
Teamwork and Technological Proficiency.
Acknowledging and embracing generational differences
in the workforce leads to a rich exchange of
perspectives, experiences, and ideas. This diversity
fosters creativity, innovation, and well-rounded
decision-making within the organization. It promotes
effective knowledge transfer across generations. Also,
age-diverse teams are more adept at collaboration and
teamwork. Age diversity aso contributes to
technological proficiency within the organization.

Inits entirety, the perception of Age Differencesin HR
practices leads to a peaceful and dynamic workplace
marked by respect for one another, continuous learning,
technological innovation, and creative collaboration. In
today's complex and linked business landscape,
embracing age diversity fosters innovation, growth,
sustainable success, and enriching the organizational
culture. Addressing the Age Differencesin HR Practice
through strategic initiatives yields positive results that
contribute to a harmonious and productive work
environment. The strategiesimplemented to address age
differences include open communication, which
encourages transparent and respectful dialogue and
enables employees of al ages to express their
perspectives, share insights, and collaborate effectively
on projects and initiatives, conducting team-building
activities, implementing training and seminars, and
compliance with company rules and policies.

RECOMMENDATIONS
HR practitioners must embrace age differencesto create

an inclusive, dynamic, and effective work environment
that utilizes the potential of a diverse workforce. The
term "age diversity" describes the presence of workers
from several generations in a business, including
Millennials, Baby Boomers, Generation X, and
Generation Z. Acknowledging and appreciating these
age gaps has severa significant advantages and
improves the organization. Acknowledging age
differences fosters a culture of education, development,
and continuous improvement. Employees of al ages
have different preferences, learning styles, and needs for
personal growth. HR Practices that support career
advancement pathways, training opportunities, and
specialized training and development programs for
workers of al ages show a dedication to lifelong
learning and professional development.
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Age Differences in HR practices highlight how
important it is to value diversity, promote inclusivity,
and put specific strategies into place to manage a
workforce that spans various generations successfully.
Intoday's changing busi ness environment, organizations
may drive innovation, improve collaboration, promote
employee engagement, and achieve sustainable growth
and success by utilizing the distinct abilities, views, and
experiences of employees of different ages.

HR Practitioners must consider age differences to
maximize the potential of adiverse workplace and create
a peaceful and productive work environment. HR
Practitioners must successfully negotiate the potential
challenges of age diversity in the workplace.
Furthermore, age differencesin HR practice call for an
inclusive, proactive strategy that recognizes and values
the contributions and strengths of employees from a
diverse age group.

Based on the result of this qualitative exploration,
finaly, the researchers would like to recommend the
following dtrategies to address the issues of Age
Differences in HR Practice: Open Communication is
essential for addressing age differences since it breaks
down barriers and removes biases as well which is one
of the main reasons for this. Organizations can facilitate
chances for employees from diverse generations to
exchange ideas, experiences, and insights by promoting
open communication. Thisexchange fosters empathy,
crosses generational divisions, and advances a culture
where all voices are respected and heard.

Secondly, team-building activities can help bridge the
generation gap by promoting mutual learning and
understanding. Older employees may gain insights into
new technologies, trends, and perspectives from
younger colleagues, while younger employees can
benefit from the older employees wisdom, experience,
and mentorship. Team-building activitiesthat encourage
knowledge sharing, mentorship, and peer learning create
aculture of continuous learning and devel opment across
generations. Training programs and seminars suitable
for al ages encourage multigenerational collaboration,
teamwork, and knowledge sharing. Employees from
various age groups get together for interactive
workshops, peer learning sessions, and collaborative
projects, which allow them to share experiences, best
practices, and insights. In addition to improving skill
development, this collaborative learning approach
reinforces bonds, develops trust, and encourages an
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innovative and collaborative culture within the
organization.

Thirdly, training programs and seminars for all ages
encourage multigenerational collaboration, teamwork,
and knowledge sharing. Employees from various age
groups get together for interactive workshops, peer
learning sessions, and collaborative projects, which
allow them to share experiences, best practices, and
insights. In addition toimproving skill development, this
collaborative learning approach reinforces bonds,
develops trust, and encourages an innovative and
collaborative culture within the organization.

Lastly, HR practices must comply with company rules
and policies that support equity, inclusion, compliance,
and organizational effectiveness. Organizations may
foster a positive and inspiring work environment where
people thrive, collaborate, and give their al to
accomplish  shared goals and objectives by
acknowledging and addressing the  various
requirements, preferences, and expectations of
employees from different generations.

Thisstudy will serve asafoundation for further research
to elaborate on the interest in the qualitative exploration
of age differences in HR practice, and this study will
lead to every individua who wishes to explore and
investigate age differences in HR practice in a
qualitative manner. Finally, to future researchers, we
recommend this kind of paper as their reference for
those conducting and exploring the same research
studies to understand how the study was processed and
conducted.

REFERENCES
[11 Adedgi, O., (2019). The Effect of Age-Related HR

Practices on Perceived Age Discrimination,
Employee Commitment, Turnover Intentions and
The Moderating Effect of Diversity Management.
A Survey Investigation in Nigerian Banks Doctoral
dissertation, University of Huddersfield. Pp. 16-
236.

[2]  Aggarwal, N. and Kapoor, M., (2012). Human
resource information systems (HRIS)- Its role and
importance in business competitiveness. Gian Jyoti
E-Journal, 1(2), pp.1-13.

[3] Abhmad, S.& Rhaman, F. U., (2019). Effect of
Workplace Diversity on Employees Performancein
Allama Igbal Open University. Pakistan Journal of
Distance & Online Learning, 5(2), pp. 85-100.


https://uijrt.com/

(4]

(5]

(9]

[10]

[11]

[12]

[13]

[14]

UIJRT

United I nternational Journal for Research & Technology

m ISSN: 2582-6832

Alhgjji, H., Garavan, T., Carbery, R., O'Brien, F.
and McGuire, D. (2016). Diversity Training
Programme outcomes: A systematic review.
Human Resource Development Quarterly, 27(1),
pp.95-149.

Al Mamun, M.A., (2019). An analysis of employee
awareness of green human Resource management
practices: Evidence from Bangladesh. Human
Resource Management Research, 9(1), pp.14-21.

Alin, S, Danora, G., & Milena, ZR. (2010).
Qualitative Research Methods:. A Comparison
Between Focus-Group and In-Depth Interview:
Faculty of International Business, pp. 1279-1283

Annudin, F. O., (2020). Age Diversity among
Faculty Members of MSU-Sulu College of
Education: Its Impact on Their Teaching
Efficiency.Indonesia Journal of Social Sciences,
5(3), pp. 89-113.

Armstrong-Stassen, M., & Schlosser, F. (2011).
Perceived organizational Membership and the
retention of older workers. Journa  of
Organizational Behavior, 32(2), 319-344.

Backes-Gellner, U., and Veen, S. (2013). Positive
effects of aging and Age Diversity In innovative
companies — large-scale empirical evidence on

company  productivity. Human  Resource
Management Journal 23(3): 279-295.
Bello, S., (2017). Implementing Rules and

Regulations of the Republic Act. No. 10-170

Bellotti, L., Zaniboni, S., Balducci, C., Menghini,
L., Cadiz, D.M. and Toderi, S., (2022). Age
diversity climate affecting individual-level work-
related outcomes. International Journal  of
Environmental Research and Public Health, 19(5),
p.1-11.

Bin Shmailan, A. S. (2016). The relationship
between job satisfaction, job Performance, and
employee engagement: An explorative study:
Journal of Business Management of and
Economics, 4 (1), pp. 1-8.

Boehm, S. A., & Kunze, F. (2014). Age Diversity
and Age Climate in the Workplace. In: Ba, P.,
Kooij, D., Rousseau, D. (eds) Aging Workers and
the Employee-Employer Relationship, pp. 33-55.
Brant, K. K., & Castro, S. L. (2019). You can't
ignore Millennials: Needed changes and a new way
forward in entitlementresearch. Human Resource
Management Journal, 29, 527-538.

All rights are reserved by UIJRT.COM.

Volume 06, I ssue 05, 2025 | Open Access | | SSN: 2582-6832

(19]

(16]

(17]

(18]

(19]

(20]

(21]

[22]

(23]

[24]

[29]

[26]

Burmeister, A., & Ddller, J. (2016). Knowledge
retention from older and Retiring Workers: What do
we know, and where do we go from here? Work,
Aging and Retirement, 2(2), 87— 104.

Cavanagh, T. M., Kraiger, K., & Henry, K. L.
(2019). Age-related changes in the Effects of Job
Characteristics on Job Satisfaction: A Longitudinal
Anaysis. The International Journal of Aging and
Human Development, 91(1), pp. 64-84.

Cocul'ova, J., (2017). The Analysis of the Selected
Factors Influencing the Selection Of Employee
Training Methods. Journal of Human Resources,
5(2), pp.7-14.

Creswell, JW., (2016). Qualitative inquiry and
research design: Choosing among five approaches.
Sage publications. 4th ed. pp.1-388.

Creswell, J. W., (2007). Quadlitative inquiry &
research design: Choosing among five approaches
4th ed. pp 1-13.

Dietz, C., Bauermann, P. and Zacher, H., (2022.)
Relationships between ICT Use For Task and
Social Functions, Work Characteristics, and
Employee Task Proficiency and Job Satisfaction:
Does Age Matter? Merits, 2(3), pp. 224-240.

Den Hartog, D.N., Boon, C., Verburg, R.M. and
Croon, M.A., (2013). HRM, Communication,
satisfaction, and perceived performance: A cross-
leve test. Journal of Management, 39(6), pp.1637-
1665.

Esser, SK., McKinstry, JL., Bablani, D.
Appuswamy, R. and Modha, D.S., 2019. Learned
step Size quantization.  arXiv  preprint

arXiv:1902.0815, pp.1-12

Fapohunda, T. M. (2013). Towards effective team
building in the workplace. International Journal of
Education and Research, 1(4), 1-12.

Fasbender, U., Gerpott, F.H. and Unger, D. (2021).
"Give and take? Knowledge Exchange between
older and younger employees as a function of
generativity and development striving”, Journal of
Knowledge Management, Vol. 25 No. 10, pp. 2420-
2443,

Florah, M., (2019). Age and Effective Human
Resource Management; European Scientific
Journal ESJ, pp. 15-125

Gabriel, A. G., Alcantara, G. M., & Alvarez, J. D.
G. (2020). How to Do Millennial Managers Lead


https://uijrt.com/

[27]

(28]

[29]

(30]

(31]

[32]

(33]

[34]

[39]

[36]

'UIJRT

United I nternational Journal for Research & Technology

m ISSN: 2582-6832

Older Employees? The Philippine Workplace
Experience, Sage Journal, pp. 1-11

Gaidhani, S., Arora, L., & Sharma, B. K. (2019).
Understanding the Attitude of Generation Z
Towards Workplace. International Journal of
Management, Technology and Engineering, 9(1),
pp. 2249-7455

Gerpott, F. H., Lehmann-Willenbrock, N., &
Voelpe, S (2017). A phase mode of
Intergenerational learning in  organizations.
Academy of Management Learning & Education,
16(2), 193-216.

Gerpott, F.H., Lehmann-Willenbrock, N., Wenzel,
R. and Voelpe, S.C., (2021). Age diversity and
learning outcomes in organizational training
groups: the role of knowledge sharing and
psychological safety. The International Journal of
Human Resource Management, 32(18), pp.3777-
3804

Gerpott, F.H., Lehmann-Willenbrock, N., Voelpel,
S.C. and Van Vugt, M., 2019. It’s not just what is
said, but when it’s said: A temporal account of
verbal behaviors and emergent leadership in self-
managed teams. Academy of Management Journal,
62(3), pp.717-738.

Gordon, P. A. (2017). Age Diversity in the
Workplace. In: Aquino, C., Robertson, R. (eds)
Diversity and Inclusion in the Global Workplace.
Palgrave Macmillan, Cham, pp. 31-47

Gupta R. (2013). “Workforce Diversity and
Organizational Performance,"International Journal
of Business Management Invention, 2 (61), pp.36-
44,

Hale, A., Borys, D. and Adams, M., (2015). Safety
regulation: The lessons of Workplace safety rule
management is used to manage the regulatory
burden. Safety Science, 71, pp.112-122.

Ho, H.C. and Yeung, D.Y., (2021). Conflict
between younger and older workers: an Identity-
based approach. International Journa of Conflict
Management, 32(1), pp.102-125.

Kovacs, G. (2021). Diversity training in the
workplace: Assessing effectiveness and Outcomes.
Faculty of liberal arts and Professiona Studies,
Y orkspace Library. pp. 1-36.

Kulik, C.T., Ryan, S., Harper, S. and George, G.,
(2014). Aging populations and Management.

All rights are reserved by UIJRT.COM.

Volume 06, I ssue 05, 2025 | Open Access | | SSN: 2582-6832

(37]

(38]

(39]

[40]

[41]

[42]

[43]

[44]

[45]

[46]

[47]

Academy of Management Journal, 57(4), pp.929-
935.

Kunze, F. (2013). Age Diversity, Age
discrimination, and performance Consequences- A
Cross-Organizational Study. International Journal
of Humanities and Social Science, 3(30), 187-192.

Kunze, F., Boehm, S., & Bruch, H. (2013).
Organizational Performance Consequences of Age
Diversity: Inspecting the Role of Diversity-
FriendlyHR Policies and Top Managers’ Negative
Age Stereotypes. Journal Management of Studies,
50(3), pp. 413-442.

Lahey, J. N., (2010). International Comparison of
Age Discrimination Laws. PMC Nationa Library
of Medicine, 32(6), pp. 679-697.

Lawton, D.S. and De Aquino, C.T.E., (2015).
Diversity in the workplace and the Impact of work
values on the effectiveness of multigenerational
teams. | -Manager's Journal on Management, 10(3),
p.20-28.

Mason, M. (2010). Sample Size and Saturation in
PhD Studies Using Qualitative Interviews:
FORUM: QUALITATIVE SOCIAL Research,
vol.11,no 3, Art. 8, pp.3

Mikkola, L. and Valkonen, T., (2019). Developing
Workplace Communication. In Workplace
Communication, pp. 179-192.

Nafui, A. A., Alogwuja, U. C., & Enimola, D. J.
(2020). Exploring the DiversityWithin the
workplace of small firms in Kogi State, Nigeria.
FACTA UNIVERSITAS: Economics and
Organization, 17(4), pp. 329-341.

Newnam, S. and Goode, N. (2019). Communication
in the workplace: Defining the Conversations of
supervisors. Journal of safety research, 70, pp.19-
23.

Nikitenko, G.V., Zvyagintseva, O.S., Sergienko,
E.G., Babkina, O.N. and Chernikova, L.I., (2017).
Development of the organization's human resources
with the help of a team-building model. Calitatea,
18(157), p.132-136.

Nilsen, L. L., & Ludvigsen, S. R. (2010).
Collaborative work and medical talk: Opportunities
for learning through knowledge sharing.
Communication & Medicine, 7, 143-153.

Nilsson, E. and Nilsson, K. (2017). The Transfer of
Knowledge Between Younger and Older
Employees in the Health and Medical Care: An


https://uijrt.com/

[48]

[49]

[50]

(51]

[52]

(53]

[54]

[59]

[56]

[57]

(58]

UIJRT

United I nternational Journal for Research & Technology

m ISSN: 2582-6832

Intervention Study. Open Journal of Socid
Sciences, 5, 71-96.

Obhi, V. A., (2020). Diversity in Human Resource
Management issues; International Journa of
Management Sciences, 8(2), pp. 115 - 132.

Obiekwe, O., Mobolade, G.O. and Akinade, M.E.,
(2021). Team building and Teamwork in
organizations: Implications to managers and
employees in workplaces. International Journal of
Management, Social Sciences, Peace and Conflict
Studies, 4(1), pp. 261-274.

Park, J. and Kim, S., (2015). The differentiating
effects of workforce aging on Exploitative and
exploratory innovation: The moderating role of
workforce diversity. Asia Pacific Journal of
Management, 32, pp.481-503.

Parry, E. and Urwin, P. (2021). Generationa
categories: A broken basis for human resource
management research and practice.  Human
Resource Management Journal, 31(4), pp.857-869.

Porcena, Y-R., Porboteeah, K. P., & Mero, N. P.,
(2020). Diversity and firm Performance: role of
corporate ethic, Management Decision, 59(11), pp.
2620-2644.

Qin, J., Muenjohn, N., & Chhetri, P. (2013). A
review of diversity Conceptualizations: Variety,
trends, and a framework. Human Resource
Development Review, 13(2), 133-157.

Rabl, T., and Triana. M., (2014). Organizational
value for age diversity and potential
Applicants' organizationa attraction: Individual
attitudes matter. Journal of Business Ethics 121(3),
403-417.

Ravazzani, S. (2016). Understanding Approaches
for Managing Diversity in the Workplace: An
Empirical Investigation in Italy. Equality, Diversity
and Inclusion, 35(2), pp. 154-16.

Raza, 1. and Tariq, F. (2016). Effect of HR diversity
management practices on Employee knowledge
sharing: Examining the mediating role of trust on
leadership and moderating role of cooperative
norms. IBT Journal of Business Studies (JBS),
12(1) pp. 1-20.

Ropes, D. (2013). Intergenerational Learning in
Organizations. European Journal of Training and
Development, 37(8), pp. 713-727.

Scarborough, W.J., Lambouths Ill, D.L. and
Holbrook, A.L., (2019). Support of Workplace

All rights are reserved by UIJRT.COM.

Volume 06, I ssue 05, 2025 | Open Access | | SSN: 2582-6832

(59]

(60]

(61]

[62]

(63]

[64]

[65]

[66]

[67]

(68]

diversity policies: The role of race, gender, and
beliefs about inequality. Social Science Research,
79, pp.194-210.

Schiller, S.Z. and Cui, J., (2010). Communication
Openness in the Workplace: the Effects of Medium
(F2F and I.M.) and Culture (U.S. and China).
Journal of Global Information Technology
Management, 13(2), pp.37-75.

Shugart, A., Rafferty, C., Ridgway, S., Sueoka, S.,
Norman, D. and Yamasaki, C., (2018). Diversity
and inclusion in observatory operations:
Advocating for and implementing positive change.
In Observatory Operations. Strategies, Processes,
and Systems V11 (Vol. 10704, pp. 202-218).

Soares, M. M., Jacabs, K., Wegge, J., Jungmann, F.,
Libermann, S., Shemla, M., Schmidt, K. H. (2012).
What makes age-diverse teams effective? Results
from a six-year research program. Work, 41, 5145 -
5151.

Sousa, |. C., Ramos, S. & Carvalho, H. (2021).
Retaining an age-diverse Workforce Through
HRM: the mediation of work engagement and
affective commitment. German Journal of Human
Resource Management. 35 (1), pp. 409-435.

Sulaiman, W.I.W., Mahbob, M.H. and Hassan,
B.R.A., (2012). An analysis of the Effectiveness of
team building: The impact on Human Resources.
Asian Socia Science, 8(5), p.29-37.

Tafel, H., & Fraser, C. (1978). Social Psychology
as Socia Science. Introducing Social Psychology,
Harmondsworth, Penguin, pp. 1-53.

Truxillo, D. M., Cadiz, D. M., & Hammer, L. B.
(2014). Supporting the Aging Workforce: A
Review and Recommendations for Workplace
Intervention Research Department of Psychology.
pp. 351-381.

Truxillo, D. M., Fraccaroli, F., Yadez, L. M., &
Zaniboni, S. (2016). Age Discrimination at Work.
The Palgrave Handbook of Age Diversity and
Work, Palgrave Macmillan, London. pp. 447-472.

Ulrich, D., & Dulebohn, J. H. (2015). Are we there
yet? What's next for HR? Human Resource
Management Review, 25, 188-204.

Uzochukwu, S. 1., & Obi, V. A., (2020). Do Human
Resource Diversity Management Issues Increase
Productivity in Nigeria? International Journal of
Management Sciences, 8(2), pp. 115 —-132.


https://uijrt.com/

[69]

[70]

[71]

[72]

[73]

'UIJRT

United I nternational Journal for Research & Technology

m ISSN: 2582-6832

Van Dijk, H., van Engen, M. and Paauwe, J., 2012.
Reframing the businesscase for diversity: A values
and virtues perspective. Journal of Business Ethics,
111, pp.73-84.

Wambui, T.W., Wangombe, J.G., Muthura, M.W.,
Kamau, A.W. and Jackson, S.M., (2013). Managing
workplace diversity: A Kenyan perspective.
International Journal of Business and Social
Science, 4(16), pp.199-218.

Wegge, J. & Meyer, B. (2019). Age Diversity and
Age-Based Fault lines in Teams: Understanding a
Brezel Phenomenon Requires a Brezel Theory,
Oxford University Press, and Standard Journals
Publication Model 6(1), pp. 8-14.

Wegge, J., Jungmann, F., Liebermann, S., Shemla,
M., Ries, B.C., Diestdl, S. and Schmidt, K.H.,
(2012). What makes age diverse teams effective?
Results from a six-year research program. Work,
41(Supplement 1), pp.5145-5151.

Zacher, H., Esser, L., Bohlmann, C. and Rudolph,
C.W., (2019). Age, socid ldentity, identification,
and work outcomes: A conceptual model, literature
review, and future research directions. Work, Aging
and Retirement, 5(1), pp. 24-43

All rights are reserved by UIJRT.COM.

Volume 06, I ssue 05, 2025 | Open Access | | SSN: 2582-6832


https://uijrt.com/

