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Subject. The paradigm of successful professional ageing involves the prolongation of the ability of older
workers to participate in work processes and provides arguments for supplementing age-related
deficiencies through such functions as selection, compensation, and optimisation. These functions have
proved their effectiveness in practice, but in a number of cases it is difficult to implement them. Difficulties
arise both on the part of the employer and the employees. If employees, acting as supply in work
relationships, do not feel confident about their abilities, employers (acting as demand) feed this lack of
confidence with workplace ageism. The development of a concept for the labour market revitalisation
by including older workers in the policy for the formation of labour force supply and demand and justifying
step-by-step the possibility of prolongation of the working ability is a significant component of the
implementation of the Russian strategy in the best interests of older citizens.

Objectives. The article attempts to form the notion of labour market revitalisation through the
justification of the possibility to preserve the residual work capacity of older employees and to study the
factors affecting the prolongation of the active working period. The idea was to structure the employees
by their age and identify the timespan of the appearance of “faults” in the body and then, according to
the results, present different conditions that allow preventing cognitive ageing. The options included
methods of overcoming health-related biomedical risks, minimisation of discrepancies between an
individual’s work ability and objective requirements for the work, as well as changes to their lifestyle.
Methodology. To achieve our goal, we used general and empirical research methods. Analysis and
synthesis were used as a method of obtaining new knowledge. The analysis allowed forming an idea of
the elements of labour market revitalisation through the expansion of in the structure of employed older
workers and identifying the conditions that make it possible. The analysis also helped to reveal the
biochemical blood composition of patients of a clinical hospital. The determination of the main points
of the analysis elements and the process of their aggregation allowed, using synthesis, formulating a
single comprehensive view of the specified approach to labour market revitalisation. Using the method
of groupings and classifications, we identified, first of all, six groups of patients for the determination
of the timespan of the appearance of body “faults” that lead to premature ageing. Second, we identified
three groups of factors affecting the prolongation of the active working period. The survey in this research
was used to obtain and further systematise the respondents’ opinions on the realities of employing older
colleagues. The method of graphic modelling allowed formulating the conclusions based on the
visualisation of the results of the conducted survey.

Results. The article presents the structured provisions justifying the possibility of revitalising the labour
market by taking into account three groups of factors that will help to determine the threshold for the
premature ageing of older workers and taking measures to prolong their active working period if these
factors are considered by employers, the healthcare system, and employees themselves. The suggested
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idea promotes the conclusions of scientists claiming that the performance of workers representing a
phenomenon known as “silver tsunami” in the academic world can be not only efficient but also successful.
The introduction of provisions on the retention and preservation of older specialists into the personnel
policy and organisational culture of economic entities will allow employers to perform staff nudging in
order to eliminate ageism as well as create an inclusive environment and personnel ecosystem.
Conclusions. The transformation of the labour market with an increased number of employed older
workers creates a situation that is subject to interdisciplinary research. In our case, it includes
organisational behaviour, personnel management, labour economics, biology, and medicine. The analysis
methods used in the article allowed, first of all, understanding the idea of the expansion of staff diversity
in the organisation due to older workers and the need to develop an inclusive policy taking into account
this group of employees; second, they allowed justifying the possibility of preserving the residual working
capacity of older workers through the study of three groups of factors affecting the prolongation of the
active working period. The groups of factors include diseases, work, and lifestyle. Third, they allowed
representing working capacity as a category that directly depends on the employee’s functional age
determined by their health. With a timely establishment of the ageing threshold (the period of
discrepancies between the calendar age and the functional age), we can identify the signals about the
body’s abnormalities and the beginning of its deterioration. Fourth, they allowed considering the version
of ageism, which stigmatises older workers as being incapable of work, to be controversial, and creating
working conditions that allow supporting the cardiovascular and musculoskeletal systems of employees.
Fifth, they allowed determining the reasons for the lack of work-life balance and the formation of the
“enemy image” regarding the profession and workplace, as well as develop recommendations for the
behaviour style at work, at home, and in social situations.
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Introduction
“A rising tide lifts all boats”

B. Gross and M. A. El-Erian'! were among the
first to explain the specifics of a new state and
dynamics of the global economy of the post-
crisis period, thus encouraging researchers to
understand the new reality of explaining what
was happening. On the whole, the resulting
term “new normal” means that the existing
reality is long-term, and to make decisions on
actions within its format, one needs to accept it
as new normal without resisting changes or the
obligatory order of things.

Regarding the labour market, a statement
about the reality of the situation means that
possible actions related to labour supply and
demand, which previously were ignored or not
taken into account, have been reconsidered, and
relevant motion paths have been identified and

! Economists present the world’s largest mutual fund

Pacific Investment Management Company (PIMCO), USA,
California.

substantiated in the list of significant paths. One
such path is defined by a J. F. Kennedy’s saying
which later became an aphorism, “A rising tide
lifts all boats”.

The “tide”, meaning the required expansion
of the workforce capacity in the labour market,
presupposes several possible channels. First of all,
itis young people with a corresponding education.
The advantage of this channel is long-term
employment and the employer’s ability to make
plans when they have the required contingent
available who are capable of learning and
developing in case of a correctly structured system
of personnel management in an organisation.
However, counting on young employees is
becoming more and more risky. There are
several reasons for that. Indeed, the scenario of
natural and mechanical population movement
is changing. Revolutionary transformations are
being found in demography more and more
often in addition to the usual evolutionary ones
that are associated with the dynamics of birth
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and mortality rates, of which the latter is higher.
Structural breaks occur due to large-scale natural
disasters, wars, and pandemics that influence
the rate of natural population decline, including
young people. The culture of spatial movement
has also been transformed: the movement of
young people is becoming more and more driven
by exogenic economic and political causes.
This means that there is an artificial migration
of working-age contingents that decrease the
capacity of supply in national labour markets.
Endogenic causes of migration are also
subject to change. Talented young people decide
to leave in order to obtain knowledge and skills
in universities abroad and to supplement their
portfolios with information on fluency in foreign
languages and their practical application.
Interest in other cultures, and freedom of choice
regarding their behaviour and life orientation
are also important for many young people. Today
young people are not tied to their parents’ home.
Several generations no longer live together
under the same roof. The evolution of family
relationships has resulted in new models of
marriage partnerships, and young spouses
quite often choose to live in different cities and
even countries due to work or career reasons
or other motivational preferences. Another
risk of focusing attention on young employees
is their expected transition from material to
the so-called postmaterial values. It does not
mean that young workers refuse high wages.
Their needs often include the avoidance of
“postponed” rest and accumulation of funds
for future expenses. The “here and now” motto
implies an orientation towards the correct work-
life balance. Accordingly, the most significant
advice and recommendations for the new
generations are not vertical (parents, superiors)
but horizontal, including peers, friends, and
acquaintances, often those online. The risk of
employers putting their hopes only on youth is
also justified by young people’s commitment to
the organisations and professions associated
with the service industry. This increases
the devaluation of manual and engineering

professions and, as a result, leads to their
deficiency in the labour market.

Second, immigrants are a channel for the
“rising tide” of the workforce. The desire of the
immigrant workforce to take vacant positions
often do not correlate with their professional
capabilities. A lack of necessary professional
competencies, including confident use of
computer technologies, communication skills,and
foreign languages, and a complicated introduction
into a foreign culture, and organisational culture
as well, reduces the chances of immigrants to find
employment quickly.

Transformations with the capacity to supply
workers who are suitable for modern requirements
show that new channels for their attraction
are being searched for, among which the third
one in the list of the specified channels can be
represented by older workers.

The scientific discussion regarding older staff
includes various perspectives of the problem
indicating the revitalisation of the labour
market. Most often it considers the employment
conditions of older workers, which include the
country’s economic development and associated
situations regarding workforce supply and
demand, changes in the characteristics of a
workplace depending on employees’ gender,
level of education, and health condition, as
well as institutional reforms and regulations
creating conditions or preventing older workers
from participating in the labour market (U.
Walwei, 2018). For instance, the highest level
of employment of older workers for both males
and females was found in Sweden. The highest
growth of the percentage of employed older
people was found in Germany and the lowest
in Italy. According to the average age, Israel
has the youngest population and at the same
time the highest percentage of staff over 65
years old. (Ulrich Walwei & Deller, 2021). In
Finland the structural reorganisation of working
contingents will result in staff over 50 years old
having the greatest percentage and the staff
under 25 years old the lowest. (Ilmarinen et
al., 2003).
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Attempting to justify the possibility of the
labour market revitalisation due to older workers,
the authors of the article hold the position of
“three components” that help to remove the
barriers to recruiting, developing, and retaining
this category of staff, thus ensuring a stable
“rising tide” of the workforce who, according to
the aphorism, can lift “all boats” in an economy
that needs human resources.

Methodology

Diseases as a barrier to preservation

of working ability

Working ability is a dynamic phenomenon,
whose components change throughout a person’s
life. It is a result of interaction between individual
resources, including health, functional abilities,
education, and skills, as well as working conditions
and society. Therefore, measures aimed at
retaining the residual work capacity should
take into account various factors, since, besides
biological ageing, it is necessary to consider
at least three other factors: diseases, work, and
lifestyle.

“Everyone ages, but at different rates.”
This is one of the laws of gerontology. In their
studies researchers mention different notions
of age, such as chronological, psychosocial,
organisational, and others. The level of
deterioration of a functional structure or a living
organism is characterised by the chronological
age. The functional age represents the dynamics
of physiological functions and functional
resources, i.e. the functional capability of a
person. Therefore, the ability to work depends
directly on the functional age, which in turn
is determined by how healthy the person is.
(Grigorov, 2022).

Based on the biochemical blood tests
performed during periodic health examination,
we determined seven age groups: 35-45, 46—
55, 56-60, 61-65, 66-70, 71-80, 81 and older.
In each group we assigned experimental and
control samples, which in turn were divided
by gender. It was determined that the most
vulnerable period, when there is a discrepancy

between the chronological age and the functional
abilities of a person, is 35-44 years old. This is
the ageing threshold, i.e. the time when the first
signs of physical deterioration start to appear.
(Kholyavka & Rakhmanova, 2021). Our study
demonstrated that an increased level of total
cholesterol and glucose was observed in half of
the patients over the age of 35. These together
are a serious risk factor of atherosclerosis.
The disease usually develops over decades.
Pathologies reduce the functional age on average
by 5 years.

We determined the main medical and
biological risks and barriers in the work of older
employees, which present a problem for their
employment related to a hazardous industry or
mental work due to behavioural and cognitive
changes. Among these risks are changes due to
natural ageing in the composition of the human
microbiota that lead to age-related diseases and
a decrease in the performance of older staff; age-
related atrophy of some body structures, organs,
and tissues resulting in the loss of functions;
and accelerated involutional processes in the
body’s functions which affects the work of
almost all organs and systems (Rakhmanova,
2023). Anincrease in the amplitude of deviations
from homeostasis caused by stress factors (for
example, failure of biorhythms, physical activity,
heat or cold shock, etc.) poses a problem for the
activities of older staff in those fields where
quick adaptation to various working conditions
is required.

Work conditions in the revitalisation
of the labour market

It was found that performance problems
facing older employees result from the difference
between the individual ability to work and the
objective performance requirements. Besides
the tensions occurring in the workplace, there
are also individual factors: physical and mental
state, family problems, including the sandwich
generation issue, when a person has to take care
of both grandchildren and elderly parents, etc.
It was determined that it takes older employees
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more time to adapt to new working conditions,
but they demonstrate better performance than
younger ones. They suffer more from overwork
under time pressure, but are more accurate and
punctual otherwise. They are less hindered by
such unfavourable work conditions as noise,
pollution, smoke, fumes, or heat. Older employees
to a larger extent understand the health and life
risks and do not neglect protection at work as
they are not ashamed by their own appearance
in special protective clothes, shoes, goggles, and
masks. Starting with the age of 45, we observed
a growth in artistic and analytical abilities
in individuals working in intellectual and
educational areas.

Working ability can be maintained by
means of flexible working hours, occupational
safety, and hygiene management (Durakova &
Mayer, 2022). To maintain the musculoskeletal
system, it is necessary to minimise static
positions, install transformer desks, and
provide mini-breaks for recovery. Use natural
flooring materials (joints). Cardiovascular
system (avoiding night shifts), sensory system
(hearing, vision): fallback warning systems for
alarms, as well as light and vibration signals.
Balance: marking for steps and ramps, lighting
for workplaces. Availability of healthy food in
the organisation. Hereditary and body state
diagnosis; a healthy lifestyle and psychological
self-regulation, medication and therapy that
slow down general and staff ageing and prolong
the period of active ageing.

Work on yourself or wait for a miracle?

Career longevity is hardly possible without
adjusting the lifestyle. Obesity in middle age is
associated with lower cognitive ability and faster
cognitive ageing in old age. It also reduces the
lifespan on average by 6-7 years. Therefore, the
energy intake should be gradually reduced to 30 %
in the age range from 30 to 70.

It was established that the work-life balance
does not necessarily characterise the equality of
elements but presents a harmonious scenario,
a healthy and measured proportion that allows

maintaining a good quality of living. Weakened
competitiveness of older workers and their lower
tolerance level are caused by their poorer health,
psychosomatic issues, and burnout syndrome that
are due to the following: the role of a victim or
a person with many duties and constant stress
because of conflicts of interests at work and
outside work. There appears an “enemy image”
associated with their profession and workplace
and dissatisfaction from the performance of
duties outside work which only increases with age
due to new family roles or difficulties related to
their performance together with their functions
in an organisation.

The study identified three basic causes of
role conflicts accompanying the lack of work-
life balance and hindering the performance of
older workers. They are the following: wrong
time budgeting due to prioritising one role
over the others; overpressure due to the need
to perform several roles at the same time;
and behavioural peculiarities leading to the
incompatibility of certain roles. Accordingly,
we suggest two models of conflicts: “Work
interferes with private life” and “Private life
interferes with work”.

Anindividual assessment of the value of free
time varied depending on an employee’s level
of education, their profession, and social class.
Representatives of higher status groups mostly
preferred cultural and sport activities in their
free time. Passive and group activities were more
typical for the lower status groups. We proved
the hypothesis of “transfusion” (secondary
effect), which means that the behaviour in
the workplace and outside it is identical. The
subjective attitude towards colleagues, self-
alienation, avoidance of communications,
and isolation were also reflected in their
social behaviour. Passive free time behaviour
combined with a sedentary routine nature of
work results in a cumulative body deteriorating
effect through limitations and additional
stress. Employees with the opposite behaviour
are enthusiastic, they participate in corporate
events, are open to business and sociocultural
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discussions, expand their circle of contacts, feel
depressed less often, and thus prolong their
professional life.

Results of the sample study

A survey of a sample population of 203
respondents, including both working males and
females aged 18 to 75, allowed making some
assumptions on the state of subjective physical
health and measures aimed at its preservation
and promotion in the workplace. The answers to
the questions were systematised and presented
in the following table and figures 1, 2.

Based on the results of subjective health
assessment (Table), three conclusions were
drawn. First of all, the number of respondents
who rated their physical health as “good” and
“satisfactory” was similar: 76.2 % females and
73.7 % males in the group aged 25-29 and 62.5 %
females and 71.4 % males in the group aged 55—
59. Second, the number of both males and females
aged 60-65 who rated their health as “poor” or
“very poor” decreased. However, in the group
aged 65-75 these values were higher. Third,
the assessment of their health was more varied
among female than male respondents (Fig. 1).
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Fig. 1. Variations of the results of subjective health assessment according to survey results
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Fig. 2. Satisfaction with the measures aimed at preservation and promotion of health in the workplace,
in % of respondents
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Subjective Health Assessment in Sampling Population table
Share of Subjective Health Assessment, %
Subjective Health Age groups, y. 0.
Assessment under 25 [25-29|30-34 | 35-39 | 40-44 |45-49| 50-54| 55-59 | 60-65 | 65-75
Females
Very poor 14,3 14,3 7,1 0,0 20,0 0,0 0,0 0,0 0,0 0,0
Poor 14,3 9,5 35,7 | 14,3 | 40,0 0,0 33,3 | 37,5 9,1 88,7
Satisfactory 42,8 572 | 57,2 | 57,1 | 20,0 | 88,9 | 33,4 | 25,0 | 81,8 | 11,3
Good 28,6 19,0 0,0 28,6 | 20,0 | 11,1 | 33,3 | 37,5 9,1 0,0
Males
Very poor 0,0 53 0,0 0,0 0,0 0,0 0,0 | 143 | 0,0 | 50,0
Poor 0,0 21,1 | 25,0 | 14,3 | 20,0 | 33,3 | 37,5 | 14,3 8,3 0,0
Satisfactory 60,0 42,0 | 50,0 | 57,1 | 53,3 | 33,4 | 50,0 | 28,5 | 50,0 | 50,0
Good 40,0 31,6 | 25,0 | 28,6 | 26,7 | 33,3 | 12,5 | 42,9 | 41,7 0,0
It can be assumed that, first of all, despite the Discussion

age-related negative dynamics of objective health
(Grigorov, 2022; Kholyavka & Rakhmanova,
2021), employees did not mention an increase
in subjective issues; second, variations in
different age groups of female assessments,
unlike male assessments, were expressed by the
“heterogeneity phenomenon”, and third, a shift
towards positive assessments were observed in
the age group 60-65.

The survey results also determined the
level of satisfaction by the measures aimed at
preservation and promotion of health in the
workplace (Fig. 2).

First of all, the number of respondents who
were satisfied (answers “yes” and “rather yes
than no”) and dissatisfied (answers “no” and
“rather no than yes”) with these measures was
approximately the same, with the exception
of the age group 50-54 years old in which
the number of those dissatisfied was about
2 times higher. Second, with older age, there
was both a decrease in the number of positive
assessments of these measures (from 37.8 % in
the age group of 25-29 years old to 14.8 % in
the group of 55-59 years old) and a decrease in
negative assessments (from 44.8 % to 14.9 %,
respectively).

The academic discussion regarding the
revitalisation of the labour market includes
various aspects of this issue. On the one hand,
modern specialised literature talks about the
need to prolong the active working period due
to the demographic situation, which indicates
the ageing of the population and its significant
mechanical movement (Akdede & Giovanis,
2022; Egdell et al., 2020). On the other hand,
researchers substantiate the advantages and
disadvantages of the new variants of retirement
age (Dvorakova, 2022). There are different
notions on the working life of older workers as
well as the risks and barriers associated with
its continuation after retirement (Aidukaite
& Blaziene, 2022; Csoba & Ladancsik, 2022;
Sousa et al., 2021). Scientists share their visions
in relation to the actions of employers and HR
departments aimed at the development of older
staff (Axelrad & Luski, 2022; Boehm et al., 2021;
Durakova et al., 2022; Martins Silva et al., 2021;
Mok et al., 2022; Oget, 2021) and also study the
differences between the work performance of
older and younger members of working teams
(Asavanirandorn et al., 2022; Cui et al., 2022;
Viviani et al., 2021). Another topic is the study
of the motivation of older workers regarding the
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continuation or suspension of their professional
activity (Al-Jubari & Mosbah, 2021; Cui et al.,
2022). The timely recovery of older staff for more
prolonged employment is also a relevant aspect
of the issue. (De Luca et al., 2021; Ruggiero et
al., 2022).

Conclusions

The conducted study allowed formulating the
following results:

- The obvious need for the revitalisation
of the labour market can be satisfied with an
inflow of qualified young people, which in reality
is hindered by the demographic situation, the
new model of young people’s behaviour, and
their values. Immigrants are also a source for
dealing with the issue of labour supply, but their
introduction into an unfamiliar labour process
performed in a foreign culture often takes a
lot of time. Older workers who have become in
demand for prolonged employment, especially
in demographically old countries, must have
an opportunity and desire to participate in the
labour process.

- The desire and ability to be employed in
economic entities depends on the employer’s
attitude who prevents ageism in their organisation
as well as on the health and social situation of
older workers in economic entities.

- The prospects of using an older workforce
must be studied, and it is reasonable to develop
research programs in accordance with the
state of the labour market of their country, the
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PaGoOTHMKM CTapIIMX BO3PACTOB B PEBUTAIM3AIMM PbIHKA Tpyda
. B. IypakoBa'®, E. A. MutpodanoBa?, 1. B. I'puropos?

1.5 BopoHeXCKII roCyLapCTBEHHbBIN YHUBEPCUTET,
YHuBepcuteTckas 1., 1, 394018, BopoHex, Poccuiickas @epepanyist

2TocynapCTBEeHHbI YHUBEPCUTET YIIPaBIAeHUS,
Ps13anckmii mp., 99, 109542, MockBa, Poccuiickas ®emgepanys

IIpeamer. [Tapagurma yCIemHoro mpogeccMoHaJIbHOTO CTapeHMsl IperoaraeT MpoajeHue Croco6-
HOCTY pabOTHMKOB CTaPIIMX BO3PACTHBIX IPYIII YUACTBOBATh B TPYIOBbIX ITPOIleccax M apryMeHTUPYeT
BOCIIOTHEeHMe AebUIIMTOB, BOSHUKAIOIIVX C BO3PACTOM, uepe3 Takue QYHKIMA, KaK 0T6OP, KOMITEHC ALV
U onTMMU3aus. [JokasaBiiye Ha ITPaKTUKe CBOIO Ie/iCTBEHHOCTD, 3TU (PYHKIIMI B psIfie CIydyaeB TPYIHO
peanusyembl. CJIOKHOCTb BO3SHMKAET KaK CO CTOPOHbBI paboToaTesN e, Tak U CO CTOPOHbBI paGOTHUKOB.
Eciy paGoTHMKM, BBICTYIAS KaK IPeIJIOKeHMe B TPYAOBbIX OTHOLIEHMSIX, MICIIBITBIBAIOT HEYBEPEHHOCTh
B CBOMX CMJIax, TO paboromaTenu (IIpeiCTaBUTEIN CTOPOHBI CITPOCa) MOAKPEIUISIOT 3Ty HEYBEPEHHOCTh
9MIKM3MOM Ha pabounx MecTax. PazpaboTka KOHLIEIIMM OKMBJIEHNS PhIHKA TPYIa Yepes BKIIOUeHye
B IOJIUTUKY (POPMMUPOBaHMS CIIPOCa U MPeAJIoKeHNs paboueii C1/Tbl BO3PACTHBIX PA6OTHMKOB, TOJTATI-
HOe 060CHOBaHM€e BO3MOKHOCTH TIPOIJIEHMS UX TPYAOCIIOCOOHOCTH SIBJISTIOTCS 3HAUMMBIMM COCTaBJISI-
IOIIVIMM pean3alyy POCCUIICKONM CTpaTermn OeCcTBUIL B MHTepecax IpakgaH MMOKUIOro BO3pacTa.

ITesm. B craThe peann3oBaHa MOIbITKA COPMIUPOBATH IIPEICTABIEHNE O PEBUTAIM3AIIMM PhIHKA TPYIA Ue-
pe3 060CHOBaHMe BO3MOKHOCTY COXPAaHUTb OCTATOYHYIO TPYIOCIIOCOOHOCTb PAaGOTHMKOB CTapIIIMX BO3pa-
CTOB ¥ MCC/IeI0BATh (PaKTOPbI, BAKSIONIVE Ha IPO/JIeHIe ITPodecCcoHaTbHOTO JOAT0eTHs. ViIes CoCTOUT
B CTPYKTYPUPOBAHMM 3aHSITHIX B COOTBETCTBUM C X BO3PACTOM, OIIpeeieH!1 BpeMeHHOro uarna3oHa Imo-
SIBJIEHUS TTOJIOMOK» B OPTaHM3ME ¥ IIPEICTaBIEHNY COIVIACHO Pe3y/IbTaTy BapMaHTOB YCIOBMIA, TO3BOJISTIO-
VX OCTAHOBUTb KOTHUTUBHOE CTapeHye. B Habope BapMaHTOB — METO/IbI ITPEOIOIEHNS CBSI3aHHBIX CO 3/10-
POBBEM MEIVIKO-OMOJIOIMYECKIX PUCKOB, MMHUMM3AIUM PACXOKIEHMI MESKAY MHIVBUAYaIbHOV CITOCO0-
HOCTbIO K paboTe 11 00beKTUBHBIMM TPeOOBAHMSIMH K €€ BBITIOJTHEHIIO, a TAKKE M3MeHeHsI 00pasa sKU3HM.
MeTtonmonorus. JIjis1 TOCTVKEHUS 1€/ VICIIOTb30BaICh OBIIeHayUHbIe Y SMITVPUYECKME MEeTOIbI M C-
cremoBaHMs. B KauecTBe CIIOCOGOB MOYUYeHMsT HOBOTO 3HAHMS ObUIM MPUMEHEHbI aHalIN3 U CUHTES3.
AHanM3 1Mo3Boana chopMMUPOBATH MpeCcTaBIeHNe 00 IeMeHTaxX PEBUTAIM3AIMM PhIHKA TPyAa yepes
pacIIMpeHne B CTPYKTYPE 3aHSIThIX PAOOTHMKOB CTAPIIMX BO3PACTOB, UIEHTUPUIIVPOBATH YCIIOBUSI, ITPU
MIPUHSTUM BO BHUMaHMe KOTOPBIX 3TO BO3MOXKHO. C ITOMOIIbIO aHA/IM3a BbISIBIIEHbI TAKKE OMOXMMUYe-
CKJe COCTaBJISIIONIVEe KPOBY MAIlMEeHTOB KAMHMYECKOI OONbHUIIBI. BbifeneHe CyIHOCTY 3JIEMEHTOB
aHa/IM3a, IPOILeCcC UX arperupoBaHMsI MO3BOJIVIINM TTOCPEICTBOM CHMHTe3a CPOPMYIMPOBAThH eIVHOE
1IeJIOCTHOE TIpeicTaBIeHre 06 0603HaUeHHOM ITOAXO0/Ie OKMBJIEHNMSI PhIHKA TPyZa. I[IocpecTBOM METO-
Jla IPYIIMPOBOK U KiaccuduKaLuii orpeaeaeHbl, BO-IIEPBLIX, IIECTh IPYIIII [TalMeHTOB 1S BbISIB/IEHUS
Iepyro/Ia MOSIBJIEHNS «ITOJIOMOK» B OpraHu3Me, BeIYIIMX K ITPesKIeBPeEMEHHOMY CTAPEHMIO; BO-BTOPBIX,
TPU TPYIIITBI (DaKTOPOB MPOJIeHNS TPOodeCcCMOHATBHOTO AOITONETHSI pa6OTHMKOB. AHKETHBIN OTPOC B
MCC/IemOBaHMUY ObLT MCIIOTb30BaH [IJIST ITOYUeHMS U ITOCTIeAYIoNIeli CucTeMaTu3anyy MHeHUIT PecTIoH-
JeHTOB O peansix 3aHITOCTU UX BO3PACTHbBIX KojuTer. MeTog, rpaduuecKoro MoJaeapoBaHMs O3B0
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(opMyIMpOBaTh BBIBOIbI HA OCHOBAHUM BU3YAIN3AIMM PE3YIbTATOB ITPOBEIEHHOTO aHKETUPOBAHMS.
PesyibTaThl. B cTaThe IpeicTaBaeHbl CTPYKTYPMPOBAHHbIE HA Pa3/IeIbl ITOJIOKEH ST, 000CHOBBIBAIOIIVIE
BO3MOKHOCTh PEBUTAIM3ALIMY PbIHKA TPY/A yepe3 MPUHSITHE BO BHUMAaHMe TpeX rPpyI (akTOpoB, yueT
KOTOPBIX paboTomaTelsIMu, CUCTEMO 34 paBOOXPaHEeHNS M HEMIOCPECTBEHHO COTPYAHMUKAMM TTPEIIo-
JlaraeT orpezesieHye mopora mpeskaeBpeMeHHOTO CTape s OpraHn3Ma paboTHMKOB U MIPUHSITHE Mep K
MIPOJIJIEHUIO UX TTPOGheCCMOHATBHOTO JONTONeTysI. VI3IoKeHHAsT MAesl TPOJBUTAeT BbIBOIbI YUEHBIX O
BO3MOXKHOCTM He TOJIbKO Pe3yIbTaTUBHOI, HO U YCIEIIHOM paboTsl ITepcoHasa, MpeacTaBIsIoONero sB-
JieHre, 0603HAUEeHHOE B MUPOBOJT HayYHOIT IIPAKTUKeE KaK «cepebpsHoe IyHaMu». BKiloueHne B Kaapo-
BYIO HOJIUTUKY ¥ OPTaHU3aIMOHHYIO KYJIbTYPY X03SCTBYIOIINX CYOHEKTOB IOJIOKEHMIT 00 yIepskaHUM U
COXpaHEeHUY BO3PACTHBIX CIEIMATNCTOB MO3BOJIUT PabOTOAATENIO OCYIIECTBUTD HAIKVMHT ITEPCOHAA C
LIeJIbIO0 MICKITIOUEHMST SMK13Ma, GOPMUPOBAHMS MHKITIO3MBHOJ Cpeibl ¥ KaJpOBO 9KOCUCTEMBI.
BoiBogbl. TpaHcdopmalus pbiHKA TPyHa C YBeIMUYEHMEM B CTPYKTYpPe 3aHSIThIX PAOOTHMUKOB CTAPIINX
BO3pacToB (GopMUpPYeT CUTYALNIO, TOIIEKAIIYI0 MEXIUCIUTLIMHAPHOMY MCCIeIOBaHMI0. B Hallem
cJTyyae 9TO OpraHM3al[MOHHOE TOBeIeHNe, YIIpaBIeHe TIepCOHaIOM, SKOHOMMKA Tpyaa, OMOIorus U
MeauiHa. Vicronb3yeMbie B CTaTbe MeTO/bI IPOBeeHMST aHa3a TT03BOJISIOT, BO-TI€PBbIX, OJTYIUTh
MpeicTaBlIeHNe O pacIiMPEeHUN KaPOBOTro pa3Hoo6pasus 3a CUeT BO3PACTHBIX COTPYAHUKOB U HEO0OXO-
OUMOCTHM Pa3pabaThIiBaTh MHKIIO3UBHYIO TTOJUTUKY C YIETOM 3TUX KOHTMHTEHTOB. Bo-BTOpPBIX, apry-
MEHTMPOBATb BO3MOKHOCTbh COXPAHEHMSI OCTATOUHO TPYZOCIIOCOOHOCTY PaOOTHMKOB CTApPIINX BO3-
pacToB uepe3 MCCAeIOBaHME TPeX TPyl (HaKTOPOB, BAUSIIONIMX Ha MpoaeHre mpodeccroHaIbHOTO
IonroneTus (B Tpytine ¢GakTopoB — 60je3HN, paboTa, 06pa3s K3HM). B-TpeTbuX, MpeAcTaBIsiTh paboTo-
CIIOCOOHOCTH KaK KaTeropuio, KOTopast HalpsIMYIO 3aBUCUT OT (OYHKIIMOHAIbHOTO BO3pacTa pabOTHMKA,
oIpezensieMOro COCTOSIHMEM €ero 340poBbsl. [Ipy cBoeBpeMeHHOM yCTaHOBJIE€HUM Opora MOoCTapeHus
(epuoa pacxokaeHus KaJeHJapHoro U PyHKIVOHATBHOTO BO3PACTOB) MOKHO OIPEeAETUTh CUTHAIIBI
0 HapyluleHMsIX B OpraHu3Me U CTapTe ero yracaHusi. B-ueTBepThIX, MPU3HATD AUCKYCCMOHHO BEPCUI0
IMIKM3MA, CTUTMATU3UPYIONTYI0 PA6OTHMKOB CTAPIINX BO3PACTOB KaK HETPYIOCIIOCOOHBIX, 1 (hopMM-
pOBaTh YUIOBMS TPy[a, MTO3BOJSIONIME MOAAEPKUBATh CePAEUHO-COCYIUCTYIO0 ¥ KOCTHO-MBILIIEUHYIO
CUCTEMY 3aHSITBIX. B-TISITHIX, ONIpeneUTh IPUUYMHBI AyicbamaHca paboThl ¥ YaCTHO JKM3HY pabOTHMKA,
MMpUIMHBI GOPMIUPOBaHUS «0b0pa3a Bpara» OTHOCUTEIbHO ITpodeccun 1 pabodyero MecTa, a Takxe pas-
pabaThIBaTh PeKOMEHJALMY 110 CTWIIIO TTIOBefeHMs Ha paboTe, B CEMbe U COLIUyME.

KiroueBble (JIOBa: BO3POKIEHME PbIHKA TPY/A, 3aHATOCTh BO3PACTHBIX PAOOTHUKOB, (GaKTOPHI MPO-
(eccroHambHOTO TONTONETHS, 30,0POBbE, paboTa, 06pa3 SKU3HU.
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