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Abstract: This paper tries to encompass the effects that modern industrialization 
of East European countries has one the working population over the age of 50. 
Policies and procedures that multinational corporations have proved to be difficult 
to follow for the ageing population in Romania; the fact that western companies 
have introduced specific procedures on performance appraisal and organizational 
development is proven to be hard to understand and follow by the ageing 
population of Romania. One of the core topics of the paper discusses the effects 
that different cultural perspectives-between Western corporations and the human 
capital from East European countries- may have on the ageing workforce. The 
fact that Western corporations are becoming an important presence in Romania’s 

national economy can cause major social problems for workers over the age of 
50 because of the aforementioned cultural differences. Western companies 
generally have specific working methodologies which need to be internalized by 
their personnel. Considering the fact that Romania is mainly an ageing country, 
Western corporations depend on workers over the age of 50. In this regard, 
foreign companies need to adapt their training programs and general working 
procedures for them to be understood by workers that are accustomed to other 
organizational systems.  
As mentioned in the paper, unemployment rate remains constant for workers over 
the age of 50, but their performance declines compared to other age categories. 
This aspect shows that, even if workers over the age of 50 manage to keep their 
current position in a Western company, they do not excel in their tasks, relying 
heavily on cultural values that companies may enlist, like the promotion of 
retirement from the company.  
Adapting Romania’s ageing workforce to the standards of multinational 
corporations represents a key element in obtaining sustainable growth and 
encouraging companies to locate an operational branch in the country.  
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1.Introduction 
Ageing is considered one of the most important concepts in recent sociological 
paradigms. Ageing is a natural process that affects not only individuals, but their 
peers, and society as well (Johnson, 2005). At a societal level ageing is of high 
interest in areas of research regarding demography, culture, wellbeing and 
workforce. The fact that societies start aging – as a result of the improved 
standards of life all around the world- affects the performance of companies 
oriented on high speed production on which the economy of some states is based 
upon. Production in multi-national corporations is automated in a high degree but 
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the fact remains that workforce is required on every level of manufacturing, 
support, management etc. 
Developed workforce is shrinking at a frightening rate; in Europe the working 
population is already decreasing in major countries like Germany, France, Italy 
and Austria (Leibold & Voelpel, 2006) - about one million immigrants are 
necessary in Europe to supply the lack of youthful workforce needed.  
As a result of these changes, global competition for skilled workers and creative 
talents is quickly increasing. In 2030 the labour available will be at about half of 
the labour needed worldwide for sustainability. From a corporate perspective the 
need of reinventing company values for re-adapting older workers to the new 
production tendencies is also increasing.  
Since the recession Romania’s economy has been dependent on the multi-
national West companies - in 2011 Nokia brought 1% of Romania’s GDP-. It is 
quite clear that as a country, Romania depends on companies with foreign 
capital. Only in the automotive industry there are 11 thousand persons that work 
in companies with foreign capital. 
Studying organizations from a cultural perspective shows that ageing is a serious 
problem for the human capital of corporations (Samorodov, 1999). Ageing not 
only refers to decreased general performance in the work field (on an operational 
level) but also includes significant cultural differences between the values 
promoted by a company and the way they are perceived by the ageing human 
capital. A few examples of how ageing affects organizational commitment or 
organizational culture can be seen in almost every company in Romania that is 
headquartered in Germany. German companies are very resilient in hiring people 
that have exceed a certain age because the manner in which the corporations 
function is based on fast paced work and immediate learning of operational 
procedures. People which are considered old in the work field find it much more 
difficult to find a job in a multi-national corporation, and in some cases people 
who get old get fired because they are not able to accomplish their tasks quick 
enough. Ageing in Romania represents a problem for blue collar workers because 
the downturn economy isn’t well enough established as to sustain workers that 
from a certain age are less productive then younger workers.   
The study conducted by Alexander Samorodov regarding ageing and labour 
markets for older workers shows that strictly from a demographic perspective the 
working field isn’t adapted for the consequences of an ageing society.  
Samorodov acknowledges that in terms of structure, the world can still be divided 
in the young population of the developing countries and the ageing population of 
the industrialized developed countries (Samorodov,1999).  Romania is 
considered a developing country so the active working population that is of 
interest for multinational corporations focused on industry is the young population.  
  
2. Culture aspects regarding ageing workforce in Romania  
The population formed by people over the age of 50 and under the age of 65 
(retirement age in Romania) are considered in this paper ageing workforce 
population according to Marius Leibold (Leibold & Voelpel). The main problems 
which occur with old age are considered stereotyping, unfair policies, prejudices 
and cross generational cultural differences.   
The greatest difference between youthful population and ageing population in 
work environments are basically culture related and can be clustered in the 
following (Anderson & Anderson): 
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•Work environment- in modern corporations it is perceived different between age 
groups.  
•Market skill requirements- experienced (but aged) workers are left aside for the 
young generations that can move faster and with less effort in order to achieve an 
optimum workflow. 
•Company strategies- companies don’t have the tendency to hire ageing 
personnel; the only case in which corporations tend to hire ageing workers is if 
one of the main goals is to promote social responsibility and equity; in this case 
one of the core values might be encouraging retirement from the company. 
•The norms and values of an organization- these cultural aspects can differentiate 
between age categories on aspects like promoting staff members based on 
subjective criteria. 
•Encouraged behaviour within the company- collective behaviour helps 
strengthen ideas, values and the whole culture of an organization: stereotypes 
are formed based on the fact that older workers are a minority, and the group 
dynamics reject minorities even in a work related context.  
•Collective mentality- strongly related to encouraged behavior within the 
company, the collective mentality represents the values that stay behind each 
group action; discriminating older workers comes generally from group mentalities 
in organizations.  
•Technological changes- workers over 50 years tend to accommodate harder to 
operational changes in production, and in business policies. 
Companies are focused on reducing costs, outsourcing human resource services 
as payroll or personnel administration, downsizing investing in technological 
development of machines and other similar aspects. In most cases cost efficiency 
has been achieved by corporations. However, the world is entering a new era of 
unavoidable cost escalations especially because of the increasing costs for 
skilled workers. The fact that ageing human capital is ignored in the construction 
of an organization’s culture, purpose mission and goals will be felt by every 
corporation in the years to come.  
An interesting fact about workers over the age of 50 in Romania is the manner in 
which they respond to corporate view on work. After the events of December 
1989 the Romanian industry slowly collapsed. During the communist period there 
were no private organizations in Romania. The first organization to be considered 
an employer was the Romanian National Employers which dated back to 1924.  
In 1991 the legal framework was partially adjusted in order to allow the formation 
of organizations that employed personnel based on subjective criteria in the 
public sector. The fall of the Romanian industry created an ambiguous context in 
which work was perceived differently in every region of the country, and small and 
medium business flourished. The corporate environment came with a very 
different take on the work itself and working conditions that were offered by a 
company. This made older workers adapt in a slower pace to the cultural 
difference – between Romanian personnel and foreign management- and to 
being supervised by younger people.  
 
3. Workers over the age of 50 in Romania  
The Report for Sustainable Work and Ageing Workforce (2011) made a lot of 
assumptions regarding ageing workforce in Romania visible and problematic by 
comparisons to other countries, not so focused on developing foreign industry 
sectors. 
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The conclusions of the study show the following aspects: 
•Workers over the age of 50 cannot work well in night time shifts and cannot have 
a very fast pace like younger workers 
•Workers over the age of 50 need a slower pace rhythm in production 
•Workers over the age of 50 encounter difficulties in balancing personal life with 
professional life.  
•Women over the age of 50 find it especially hard to solve their personal problems 
being more focused on their work.  
•Training and career development also proves to be a problem for workers over 
the age of 50. Not being receptive to learning and improving their skills makes 
them expendable for the employer and also makes them emotionally frustrated.  
• 40 % of women and 10% of men over the age of 55 encounter problems 
working under pressure; this percentage is slightly higher than the percentage of 
people over 50 but under 55. Among people over 50, 10% of men and 15% of 
women completed fixed-term employment contracts and a quarter of these 
people have a history of more than five years in the organization in which they 
presently work. The feeling of insecurity employment among women is increasing 
between 40 and 50 years and for men between 45 and 49 and 50, and 54. 
The  indicators suggested by the sustainability report are : working in different 
shifts (or only in night shifts) work in tiring or uncomfortable positions, fulfilment of 
strict deadlines , imbalance between work and other commitments, reduced 
freedom of action at work, reduced career prospects and job insecurity. These 
elements create problems of different types for older blue collar workers; 
approximately 29% of all employees over the age of 50 would prefer to work 
fewer hours than they actually do at the current moment.  Blue collar workers 
have an even higher percent, depending on the industry they work in.  
One third of employees with ages between 50 and 54 believe that they won’t be 
able to work up to age 60 or will not have the same job until that age. This 
perception is more common among women  that do manual labour requiring a 
medium level of qualification (about 55%) and for women with professions that 
require a low level of qualification (about 54%) in comparisons with men that have 
a medium degree of qualification (about 25%).  
The lack of a balance between work and private life and the low social support 
that older workers receive are the main reasons given in the report for the desire 
to reduce the length of the working program.  
Comparisons between east European industrialized countries show that some 
countries have the same sets of working conditions which are perceived by older 
workers as being unfavourable. In these countries employment rates decreased 
significantly from age 45; workers over the age of 50 report more frequently lack 
of satisfaction of working conditions.  
 
 
 Male Female Total 
 RO EU RO EU RO EU 
15-24 30.3 39.2 25.7 33.4 28.0 36.4 
25-49 82.5 85.9 70.8 69.4 76.7 77.7 
50-64 54.2 61.4 41.5 42.8 47.5 51.9 
65+ 18.5 5.7 13.9 2.2 15.8 3.7 
Total  57.3 59.6 45.7 43.6 51.3 51.3 
Source: Eurostat 
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The employment rate in Romania corresponds to the European average, being 
slightly lower for men than for women. The rate of ageing active population (over 
the age of 50) is smaller than the average in the EU (47.5 % in Romania 
compared to 51.9 % in the EU). The highest incidence of older employees can be 
found in the sector of public administration, education, health and other services 
(one fifth of the employees of this sector are aged 50+).   
The previous statement (that industrialized countries like Romania have less 
ageing working force then west European countries) being validated on the data 
presented. 
Table 2: Unemployment rate (i.e. unemployed persons as a percentage of the 
active population of the same age) of Romania and the EU by age class and 
gender) (%) 
 Male Female Total 
 RO EU RO EU RO EU 
15-24 25.1 18.4 18.7 18.7 22.3 18.5 
25-49 87.3 7.5 5.4 9.5 6.4 8.4 
50-64 6.3 7.1 2.9 7.3 4.7 7.2 
Source: Eurostat  
Romania has a lower general unemployment rate than the European average 
regarding workers over the age of 50 (4.7% in Romania compared to 7.2% in 
EU). In general, the duration of unemployment increases with age but for the 
older persons it rather stays constant.   
This indicates that industrialized countries like Romania make use of ageing 
workforce generally out of necessity. If corporations from the west establish 
plants in Romania the manpower needed for maintaining production can make 
the general unemployment rate drop – and with it the rate of unemployment 
among older potential workers.  
The Government Emergency Ordinance 144/2005 stipulates that:  Employers 
who hire unemployed persons over 50 years of age or unemployed single parents 
who are the sole income earners and supporters for their dependants are 
relieved, for a 12 month period, from the payment of the contribution to the 
unemployment insurance budget, directly proportional to the number of 
unemployed persons hired, and on the other hand, receive for each of these 
persons, amount of money equal to a minimum gross wage if the employer keeps 
them on the payroll for at least 2 years.  
According to the previous quoted ordinance the workers over the age of 50 are 
considered as persons with disabilities – a perspective of the state-. Persons with 
disabilities have tax deduction and other benefits according to their disability. Old 
age is therefor treated as a social handicap; in a previous chapter of this paper it 
was shown that from a cultural perspective of the company, old age may be 
considered a disability – from a group dynamic point of view- especially in the 
case of blue collared workers. The fact that the state has a specific taxation policy 
for employers who hire ageing workforce shows that the government has a 
distinct concern for integrating older people in the work field.  
4. Measures for helping older workers  
The current measures dealing with older workers are: recruitment, training 
(technical and communication skills- time management, conflict management 
etc.) The most useful and important measure which the state/government can 
take is the redeployment for older workers. [Re] deployment is conducted to 
maintain and to raise the workforce’s performance and the quality of the 
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products/services promoted by a specific company. The primary advantage that 
older workforce has to offer is discipline in task execution (at the expense of 
speed of execution) and experience (either on specific tasks or generally in the 
work field).  
Training and career development for older workers can compensate for the lack 
of initiative that is specific to blue collars over the age of 50. Training programs, 
as lifelong solutions are programs of development for people who are receptive to 
learning and want to improve their skills so they can compete with the youthful 
generations in their careers.   
 
5. Conclusions 
This paper tries to encompass the characteristics of ageing workforce in Romania 
and the measures the government has to take for redeploying blue collar workers 
over the age of 50 on the market.  
Cultural cross-generational differences in companies has been an important 
problem for the last 10 years in Romania; also the fact that west corporations 
bring hundreds of millions of dollars in developing an infrastructure for sustainable 
plants in Romania is an indicator that they are here to stay. The fact that ageing 
workforce is not yet a real concern for corporations is well known; but in ten years 
the way that organizations operate here in Romania will be re-evaluated strictly 
on this aspect: the fact that Romania’s population is getting older. Investors that 
have established working plants here will soon realize that ageing workforce is a 
matter of importance for the wellbeing of companies of the product/or service they 
develop and of society as a whole. 
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