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Abstract: 

In a world where technological transformations are accelerating, companies 

must adapt to remain competitive. Management plays a crucial role in this 

process by facilitating the integration of new technologies, offering 

appropriate training programs, and implementing strategies to motivate 

older employees. This article examines various managerial approaches to 

address these challenges, highlighting best practices for designing flexible 

training programs and encouraging the professional development of older 

worker. 

Keywords:Technological transformations; Competitiveness; Management; 

Managerial approaches; Older workers. 

 

Résumé : 

Face à l'évolution rapide des technologies, les entreprises doivent évoluer 

pour rester compétitives. Le rôle du management est crucial dans cette 

transition, car il facilite l'adoption des nouvelles technologies, conçoit des 
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formations adaptées et met en œuvre des stratégies pour encourager et 

accompagner les employés seniors. Cet article examine les diverses 

approches managériales pour relever ces défis, en Mettant en avant les 

meilleures pratiques pour élaborer des formations adaptables et promouvoir 

le développement professionnel des travailleurs âgés. 

Mots clés: Transformations technologiques ; Compétitivité ; Management ; 

approches managériales ; Travailleurs âgés. 

 

1. INTRODUCTION 

This article addresses a critical issue of significant contemporary 

scientific, academic, and professional relevance. In a world characterized 

by rapid technological transformation, enterprises and organizations face a 

strategic imperative: adapting to emerging technological challenges while 

ensuring collective performance.The integration of digital technologies in 

modern enterprises extends beyond process optimization or service 

innovation. It necessitates human accompaniment, particularly for 

vulnerable employee categories such as older workers. These professionals, 

often repositories of critical expertise and occupying strategic positions, 

may become disoriented amidst rapid mutations. 

In this context, management assumes a central role. The next-

generation enterprise must not only navigate change but also respond to 

adaptation and innovation imperatives through inclusive strategic 

frameworks. 

These strategies must be predicated on: 

• Continuous training: a strategic instrument enabling organizations 

to reinforce employee competencies while ensuring adaptation to emerging 

requirements. 

• Leveraging experienced workers: a key asset for preserving team 

cohesion and optimizing collective performance. 

• Team motivation: an indispensable condition for addressing 

challenges posed by the continuously evolving technological environment. 
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2. Hypotheses 

2.1Principal Hypothese 

Effective leadership and flexible training programs facilitate technological 

adaptation, motivate employees, especially seniors, improve organizational 

performance, and mitigate change resistance. 

2.2Secondary Hypothese 

- Effective leadership is essential to attenuate change resistance and 

reinforce employee confidence throughout the technological transformation 

process. 

- Investment in training programs and employee skill development 

enhances organizational performance while reducing errors associated with 

new technology adoption. 

-Adaptively configuring professional trajectories enables meeting 

experienced employees' expectations, supporting their continued labor 

market engagement.This article aims to highlight managerial strategies 

capable of effectively supporting technological adaptation within 

organizations. Through this study, we seek to address the following 

challenges: 

a- How can management accompany workers through technological 

transition? 

b- What approaches enable designing flexible and adaptive educational 

programs? 

c- How to maintain older workers' engagement while fostering professional 

development? 

3. Management's Role in Technological Adaptation 

3.1 Understanding Technological Stakes: Digital transformation 

profoundly and globally impacts contemporary organizations. It reinvents 

internal processes, reconfigures client relationships, and modifies traditional 

operational modes[1].Each sector and organization possesses unique digital 

transformation requirements, defined by its activities and strategic 

priorities. Herein, managers play a central role: they must monitor 



 

N. IkhlefandM. Chalal 
 

4 

technological advances, identify performance-optimizing innovations, and 

harmoniously integrate them into the organization's global strategy.[2] 

3.2 Facilitating New Technology Adoption: Integrating technological 

innovations within an organization can prove complex, principally due to 

change resistance. In this context, management plays an essential role in 

facilitating this transition. As the nexus between technological innovations 

and employees, managers must deploy multiple strategies to ensure 

effective adoption and minimize disruptions.[3] 

3.3Proactive Communication: Transparent and proactive communication 

is crucial for enabling employees to understand new technologies' benefits. 

Managers must illuminate how these innovations can simultaneously 

improve organizational performance, increase productivity, and enrich 

collaborative work experiences. [4] 

3.4Personalized Support: Not every employee possesses identical 

technical competencies or facility with new technologies. Therefore, 

tailored support is paramount. Leaders can identify employees experiencing 

difficulties and provide precise support through mentorship, specialized 

training, or technical assistance. Such customized support can diminish 

frustrations and ensure each employee possesses the requisite tools for 

technological adaptation.[5] 

3.5Phased Implementation: Progressive new technological innovation 

adoption minimizes disruptions in daily organizational functioning. Rather 

than unilaterally imposing large-scale implementation, strategically 

introducing technologies via pilot projects within specific teams or 

departments proves prudent. This approach enables small-scale innovation 

testing, problem identification and resolution, while preparing the entire 

organization for broader deployment.[6] 

3.6Employee Integration in Change Process: Adopting a strategic 

approach involving employees in technological transformation can 

substantially reduce change resistance while improving new technology 

adoption efficiency. By actively integrating employees from initial stages, 

organizations not only mitigate fears and reluctance but also reinforce 

engagement and motivation.[7] 
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3.7Employee Expertise Evaluation: Involving employees in decision-

making processes, particularly during new technology selection, 

implementation, and assessment, allows valorizing their competencies and 

field expertise. By soliciting their perspectives, concerns, and suggestions, 

enterprises recognize their professional knowledge, thereby reinforcing 

confidence and engagement. For example: 

 Dedicated workgroups or committees can be created to integrate 

their perspectives and enrich strategic decisions. 

 Their contributions enable identifying concrete challenges or 

improvement possibilities that decision-makers might overlook, thus 

personalizing the transformation process according to the 

organization's actual needs.[8] 

3.8Sense of Belonging Enhancement: When employees actively 

participate in technological decisions, their organizational belonging 

sentiment strengthens. Change becomes perceived as a collective 

opportunity rather than an imposed constraint. [9] 

3.9Reducing Change Resistance: Change resistance often stems from 

insufficient information or fear of losing one's role or competencies amid 

innovative technological advances. By including employees in the process, 

leaders can: 

 Directly address their concerns and adapt plans accordingly. 

 Demonstrate how current technologies provide complementarity to 

existing skills rather than substitution.[10] 

3.10Technological Innovation Appropriation and Educational Program 

Facilitation 

Employees involved in new technological innovation adoption are more 

likely to appropriate implemented tools. Proper tool appropriation is 

essential to ensure effectiveness and optimal utilization.[11] 

4. Older Worker Motivation  

Older workers play a critical role in enterprises through accumulated 

experience and expertise. However, they encounter specific challenges 

potentially affecting engagement and performance. Developing 
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comprehensive, adaptive approaches and inclusive professional 

development plans becomes crucial to maintain their involvement and 

valorize their competencies within organizations.[18] 

 

5. Older Workers' Challenges  

5.1 Technological Innovation Apprehension  

Despite occupying essential positions through extensive experience 

and profound knowledge, older workers may encounter specific challenges 

potentially impacting engagement and performance. Implementing 

comprehensive, adapted approaches and internationally-scaled professional 

development plans becomes indispensable to guarantee involvement and 

maximize contribution.[19] 

5.2 Competency Confidence Loss  

When market requirements evolve, older workers may doubt their 

performance maintenance capacity, potentially causing morale and 

engagement reduction. 

5.3 Professional Fatigue 

Rapid professional practice or requirement evolutions can be 

perceived as exhausting, especially for late-career workers. 

6 Motivation Strategies 

6.1 Work Flexibility  

Flexibility may encompass adapted schedules, telework possibilities, 

and workload adjustments. These initiatives aim to address senior employee 

specific requirements while optimizing their efficiency and life quality.[20] 

6.2Mentorship Programs 

 Promoting knowledge exchange between older and younger 

generations reinforces their utility perception and facilitates 

intergenerational collaborative environments.[20] 

6.3 Professional Development Plans 

 Comprehensive professional development programs for older 

individuals aim to provide development and fulfillment opportunities while 

satisfying contemporary technological and organizational requirements. 

6.4Specific Training 
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 Adjusting training to particular needs becomes essential, especially 

to bridge technological disparities or improve project management, 

communication, or leadership competencies. 

 

 

6.5Personalized Professional Trajectories  

Offering tailored professional pathways is crucial to ensure older 

worker motivation and involvement. These trajectories must consider their 

competencies, experience, aspirations, and potential limitations, enabling 

continued effective organizational contribution while providing 

professional fulfillment.[20] 

6.6Growth or Reorientation Opportunities 

 Even in late career stages, experienced employees remain motivated 

by professional growth opportunities, whether through promotions, special 

projects, or reconversions aligned with current interests and competencies. 

These opportunities not only reinforce engagement but also contribute to 

maintaining their utility sentiment and valorizing their organizational 

experience.[20] 

7. Role of Leadership in Supporting Strategic Initiatives 

Within the context of organizational and technological transformations, 

leadership plays a pivotal role in ensuring the success of change initiatives. 

Leaders are instrumental in guiding their teams through the adoption of 

novel strategies. This role is primarily comprised of two essential 

dimensions: leadership as a cornerstone of change and transformational 

leadership.[21] 

7.1 Leadership as a Pillar of Organizational Transformation 

Leaders bear a fundamental responsibility in cultivating an 

environment of trust, which is critical during periods of organizational 

metamorphosis. Their function transcends mere project management: they 

are tasked with developing an organizational culture that actively 

encourages and facilitates change. The following delineates the principal 

missions of a leader as a transformative pillar: 



 

N. IkhlefandM. Chalal 
 

8 

·       Engendering Trust: It is imperative that employees demonstrate 

confidence in their leadership to participate meaningfully in change 

initiatives.  

·       Facilitating Transparent and Comprehensive Communication: 

Organizational leaders must establish a dialogic framework characterized 

by transparency, elucidating the objectives, potential benefits, and 

challenges associated with proposed changes.  

·       Providing Substantive Employee Support: Offering robust support 

during transitional phases is paramount.[21] 

7.2Transformational Leadership  

During transitional periods, transformational leadership proves 

particularly appropriate, as it relies on principles encouraging innovation, 

involvement, and adherence to a shared vision. Transformational leaders 

emphasize three essential elements: 

 Developing a Shared Vision: Transformational leaders establish an 

inspiring perspective motivating employee to actively contribute to 

organizational success.  

 Stimulating Innovation: Transformational leaders encourage 

collaborators to exit their comfort zones and propose innovative 

ideas.  

 Facilitating Active Employee Involvement: Change leaders strive to 

recognize individual contributions and integrate collaborators into 

decision-making processes. [22] 

7.3Preliminary Investigation 

 According to (Boudry, 2008, p. 22), preliminary investigation 

constitutes a fundamental research stage. Its objective is providing a 

comprehensive situation overview and understanding the nature and extent 

of elements to be studied. For our research on effective leadership and 

professional training's role in technological transformation adaptation, we 

conducted a preliminary investigation within a selected enterprise. This 

investigation enabled us to define and elaborate research objectives. 

8.Initial Investigation Objectives: 
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 Comprehend Study Domain: Through investigation, one can 

immerse in the enterprise environment, observe employee practices, 

and understand the study location's social and cultural dynamics. 

 Elucidate Stakes and Hypotheses: By identifying relevant variables, 

preliminary analysis allows reformulating research questions and 

structuring hypotheses more precisely. 

 Determine Study Group: It enables identifying different actor 

categories to interrogate and coherently defining sample selection 

criteria. 

8.1Investigation Implementation  

During initial study days, we conducted an in-depth investigation 

using diverse data collection methods: 

8.2Direct Observation: We observed employee interactions with 

technologies used in their professional daily life, enabling better 

understanding of their behaviors and practices. 

8.3Semi-Directive Interviews: Interviews were conducted with managers 

and employees at various hierarchical levels to collect perspectives on 

technological transformation and related challenges. 

8.4Documentary Analysis: We consulted annual reports, training sheets, 

and organizational documents to enrich our understanding of the enterprise 

context and its technological transformation initiatives. 

9.Preliminary Investigation Results The initial investigation yielded: 

 Identifying specific difficulties encountered when adopting new 

technologies. 

 Highlighting effective leadership's paramount importance in 

reducing change resistance. 

 Exposing training requirements, particularly for experienced 

employees, to address skill gaps. 

10.Utilized Method  

To conduct this study, we opted for a high-performance research 

method corresponding to our subject's nature and study objectives. We 

selected a quantitative approach primarily aimed at measuring the studied 
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phenomenon. This approach enables describing and comparing obtained 

results based on measurable and analyzable data. 

11.Data Collection Techniques 

 Every scientific research relies on specific methods and techniques 

for rigorously and systematically collecting and analyzing data. The 

researcher followed a structured set of steps to gather necessary information 

and test hypotheses formulated at the study's beginning. 

The research method adopted relies on scale utilization, enabling 

result synthesis to achieve established objectives. This approach aims to 

broaden the study field and statistically evaluate the extent to which 

collected data and initial hypotheses can be generalized. 

The employed scale is based on the Technology Acceptance Model 

(TAM), emphasizing essential dimensions like perceived utility and 

perceived ease of use. This model provides a framework for evaluating 

employee technological innovation acceptance by analyzing their 

perception of added value and technology usage simplicity within their 

professional environment. 

Our study is organized around two primary axes: 

1. Social Particularities: Participants are questioned about gender, age, 

marital status, education level, and professional category. These 

variables enable better understanding of employee technological 

adoption receptivity based on their social status and employment. 

2. Technological Innovation Assessment: This aspect focuses on 

evaluating employee technological innovation adoption across 

various professional evolution stages, assessing perceived utility and 

ease of technological innovation use. 

12.Data Analysis Techniques: 

For our study, we used the analytical software SPSS to analyze the 

collected information. Thanks to this decision, we were able to implement 

rigorous analytical methods to ensure the reliability of the obtained results. 

To guarantee a reliable regression analysis, we used various statistical 

indicators, which are detailed below: 
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Percentage and frequency indicators were used to determine the 

personal characteristics of the study sample, which allowed us to describe 

the distribution of social and demographic variables of the participants. 

The mean was calculated to provide an overall vision of the data. 

The mean is obtained by multiplying all values by the number of elements, 

which allows us to obtain a central measure of employees' opinions and 

attitudes towards the technological educational program and their 

engagement with it. 

Percentage was used to study the distribution of participant 

characteristics across various categories. By way of illustration, we 

evaluated the rate of participants who show low, medium, or high 

engagement towards technological development. 

Data analysis and comparison with reference values were performed 

using the single sample test, with the aim of determining whether the 

observed differences are statistically significant. 

Results were distributed across different value ranges to assess 

individual motivation or engagement levels. For example, we divided the 

results into low, medium, and high categories, which gave us the 

opportunity to study participant involvement at different stages of their 

professional journey. The different value zones were: 

Scores could reach up to 25 points for sub-dimensions 

(consolidation, progression, job maintenance, updating, innovation, 

slowdown, retirement planning). The range was separated into two parts: 

 

[5-11.66]: Very low 

[10.66-18.32]: Medium level 

[18.32-25]: High level 

-The "Establishment" dimension was evaluated based on 10 aspects, with 

scores ranging from 1 to 5, for a total of 50 points. The range was separated 

into two parts: 

[10-23.33]: Very low 

[23.33-36.33]: Factual state 
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-It was evaluated on 15 aspects for the "Maintenance and disengagement" 

dimension, with scores ranging from 1 to 5. There is a total of 75 possible 

points. The range was separated into two parts: 

[15-35]: Very low 

[35-55]: Medium level 

13. Sampling: 

We opted for probabilistic sampling to study the role of management 

in supporting technological adaptation, participation in training programs, 

and the influence of age. The objective was to constitute a representative 

sample of the target population. Selection criteria integrated key elements 

such as hierarchical level, technological adaptation experience, participation 

in training initiatives, and participant age range. 

Given the complexity of the study subject, we opted for stratified 

sampling to guarantee adequate representation of subgroups (such as age 

ranges, management roles, and training experience) in the sample. This 

approach ensures a variety of perspectives based on individuals' roles and 

experiences within the company. 

According to Laurent and Rossi (1997), it is essential to consider 

population structure during random sampling. In this situation, stratified 

sampling is perceived as the best choice due to disparities in technological 

adaptation and training involvement levels between management and 

worker categories. In this way, data collection helps avoid repetition and 

better reflects the variety of opinions on management's role in technological 

adjustment. 

 Sample Specifics: 

The studied sample presents the following characteristics: 

 Gender Distribution: The sample consists of 70% men and 30% 

women, reflecting a balanced representation of sexes within 

management and operational positions. 

 Age Range: The majority of participants belong to the 41-50 age 

group (45%), followed by 31-40 years (30%), 20-30 years (15%), 

and 51 years and older (10%). This distribution allows analysis of 

age's influence on reactions to management strategies related to 

technological adaptation and training. 
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 Marital Status: Participants are primarily married (68%), followed 

by single (25%) and divorced (7%). This variable can affect the 

perception of professional stability and career development 

opportunities. 

 Education Level: The majority of participants (60%) hold a 

university degree, 30% a secondary diploma, and 10% a primary 

diploma. This educational distribution is essential for understanding 

the impact of instruction level on engagement and perception of 

training and professional development programs. 

 Professional Distribution: The sample includes 40% of participants 

occupying management positions, 35% supervisory roles, and 25% 

operational positions. This diversity is crucial for analyzing how 

professional responsibilities influence interaction with management 

initiatives regarding technological adaptation and training. 

 Scale Validity: The scale was submitted to 6 experts specialized in 

business management and statistics, as well as professionals in 

related fields, such as technological innovations in the educational 

program. The experts provided recommendations concerning the 

reformulation of certain phrases and coverage of essential 

dimensions related to technological adaptation. The scale was 

adjusted accordingly to better respond to the study objectives. 

The scale was applied to a pilot sample of 30 participants to analyze 

correlations between items and dimensions. 

The correlation coefficients obtained varied between 0.45 and 0.87, 

all significant at the 0.05 level with a degree of freedom (df = 28). 

The critical value of the correlation coefficient (R) was 0.361 at this 

significance level, which confirms that all items are valid and measure what 

they are supposed to measure. 

 Scale Reliability 

The reliability of the measurement scale was evaluated using two key 

methods: the split-half method and Cronbach's Alpha. For the split-half 

method, the reliability coefficients were 0.89 for the "Technological 
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Innovation Training" dimension, 0.85 for the "Psychological Acceptance of 

Technological Innovation" dimension, and 0.91 for the "Continuous 

Development" dimension, with an overall coefficient of 0.87. For 

Cronbach's Alpha, the coefficients were respectively 0.92, 0.88, and 0.91 

for the same dimensions, with an overall coefficient of 0.90, indicating high 

reliability of the measurement instrument. 

 

14. Results Presentation and Discussion  

14.1 Main Hypothesis Result 

The statistical analysis of the main hypothesis emphasizes that 

"effective leadership and flexible training programs facilitate adaptation to 

new technologies, motivate employees, especially seniors, and improve 

organizational performance while reducing resistance to change". This 

study aims to demonstrate the importance of effective leadership and 

flexibility of educational programs to help employees adapt to new 

technologies and maintain optimal organizational performance. 

The results reveal that effective leadership, which encourages 

technological innovation and promotes a learning culture, is essential to 

mitigate resistance to change. Employees perceiving clear support from 

their leaders in the technological adaptation process show a greater 

disposition to accept and adopt new practices. Moreover, leadership that 

promotes open communication and takes into account employee concerns, 

particularly older workers, helps reduce tensions and strengthen their 

engagement towards technological initiatives. 

Flexible training programs play a key role in developing employee 

skills, especially those of senior collaborators, to evolve in a constantly 

changing technological environment. According to Deci and Ryan's self-

determination theory (1985), individuals' intrinsic engagement increases 

when they can strengthen their skills, exercise their autonomy, and feel a 

sense of belonging to their organization. By offering tailored training, 

companies encourage increased satisfaction and improved employee 

performance. 

A study conducted by Tannenbaum et al. (2010) confirms this idea by 

showing that customized training associated with participative leadership 
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promotes increased employee engagement and improved organizational 

performance. Integrating continuous and flexible training into career 

management meets employee expectations, particularly for seniors, by 

aligning their personal aspirations with company objectives. This helps 

increase motivation and reduce resistance to technological changes. 

The results suggest that companies adopting a proactive approach to 

career management and flexible training programs observe significant 

progress in terms of employee engagement and overall performance. 

Furthermore, effective career management and adapted training help 

overcome technological change resistance, allowing the organization to 

remain competitive and adapt to the requirements of a constantly evolving 

market. Thus, it is crucial for companies to implement a comprehensive 

proactive management approach that includes effective leadership and 

flexible training programs. This will promote adaptation to new 

technologies and improve organizational performance while supporting 

employees' professional development, especially for older employees. 

14.2 First Secondary Hypothesis:  

One of the main obstacles organizations face during technological 

educational transformation processes is resistance to change, which requires 

effective leadership to reduce this phenomenon. Indeed, the essential role of 

clear and strategic leadership is to strengthen employee confidence by 

creating a work framework conducive to adopting new technologies. 

Leaders, by offering appropriate support, clarifying a coherent vision, and 

alleviating employee fears, considerably reduce difficulties associated with 

change. 

 

Table 1: Correlation coefficients and significance levels for leadership 

effectiveness and employee confidence 

Dimension Correlation Coefficient employee confidence 

Level Leadership 

effectiveness, change 

resistance 

0.80 0.01 
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The results show that leadership effectiveness has a strong and 

significant correlation with reducing change resistance and strengthening 

employee confidence. The correlation coefficients are all positive, 

indicating that the more effective the leadership, the more employees tend 

to have low change resistance and strengthen their confidence in the 

technological transformation process. The p-values are less than 0.05, 

which indicates that these results are statistically significant. 

According to Kotter's research (1996), leaders who communicate 

clearly and explain the benefits of technological change considerably 

reduce team resistance. Moreover, according to Beer and Nohria (2000), the 

absence of effective leadership can increase the risk of transformation 

project failure up to 50%. The importance of proactive communication and 

a strategic leadership approach is thus highlighted by these studies to ensure 

the success of technological transitions within organizations. 

14.3 Second Secondary Hypothesis  

Educational programs and employee retraining are essential elements 

for improving organizational performance, especially when adapting to new 

technologies. Employees who have received adequate training are more 

capable of using technological tools, which helps decrease errors and 

improve processes. 

Table 2: Correlation between Employee Educational Program 

Investment and Organizational Performance Improvements 

 

The results indicate a strong positive correlation between investment 

in employee training and notable improvements in organizational 

performance and error reduction, both statistically significant. 

According to a study by Cascio and Boudreau (2016), companies 

that regularly invest in educational programs and improving their 

employees' technological skills observe an increase in productivity and a 

Dimension Correlation Coefficient  SignificanceLevel 

Training Investment 

and Organizational 

Performance 

 

0.82 

 

0.03 
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30% decrease in errors related to misused technologies. Moreover, 

according to Kirkpatrick (1998), continuous training promotes employee 

retention and their overall performance. This indicates that adapted and 

regularly updated training not only improves employees' technological 

efficiency but also strengthens the company's agility in the face of 

technological challenges. 

14.4 Third Secondary Hypothesis:  

It is crucial to demonstrate flexibility in designing roles and career 

paths to support experienced employees and allow them to continue making 

an effective contribution to the company. When companies offer adaptation 

options, such as flexible schedules, telework, or professional retraining, 

they encourage not only the well-being of older employees but also their 

involvement and effectiveness. 

Table 3: Correlation between Career Path Flexibility and Experienced 

Employee Needs 

 

These results indicate a significant positive correlation between 

career path flexibility and addressing older workers' needs, as well as a 

positive impact on their maintenance in the labor market. 

Research by Ng and Feldman (2008) shows that older workers with 

flexible working conditions are more satisfied with their jobs and stay 

longer in the company. Moreover, Kooij and colleagues (2010) highlight 

that tailored career paths allow older workers to maintain their 

competitiveness in the labor market while reducing the risks of professional 

fatigue. In this way, offering experienced employees adapted development 

or professional reorientation opportunities helps maintain their motivation 

and ensure their long-term market position. 

Dimension Correlation Coefficient Significance Level 

Career Path Flexibility 

and Older Workers' 

Needs 

 

0.77 

 

0.02 
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15. Conclusion: 

 In conclusion, contemporary companies face significant challenges 

regarding adaptation to new technological innovations and employee 

management, particularly older workers. It is crucial to recognize the 

essential role of management, particularly through effective leadership and 

comprehensive, flexible educational approaches, to successfully navigate 

this transition. 

Creating appropriate educational programs, integrating experienced 

employees in transformation processes, and adopting motivating strategies 

ensure not only successful technological innovation adoption but also 

reinforcement of employee involvement and productivity. By implementing 

these recommendations, companies can develop a more inclusive and 

resilient work framework capable of addressing current technological 

challenges. It is essential to integrate these practices, supported by WHO 

guidelines, to guarantee a smooth transition toward a digital future. 

- Recommendations: 

Based on the study results and recommendations from the World Health 

Organization (WHO), several recommendations can be formulated to 

improve experienced employees' adaptation to technological developments 

and stimulate their engagement within the company: 

 According to the WHO (2024), it is recommended to overcome age-

related obstacles by creating digital solutions accessible to older 

people. This involves improving technological interfaces to make 

them simpler to use, as well as providing older workers with the 

necessary tools and resources to effectively master new 

technological innovations. 

 Tailored educational programs should be established to meet the 

specific needs of experienced employees, offering continuous and 

flexible training. It would be preferable for these educational 

programs to include practical workshops, online sessions, and 

interactive modules that account for various digital competence 

levels. 

 To facilitate technological innovation integration, it is crucial to 

guarantee constant technical support for older workers. This can 
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include individual assistance and creating a support network to 

address questions and support resolution of challenges related to new 

technology use. 

 The WHO emphasizes the importance of establishing a flexible work 

framework for experienced employees, offering flexible work 

schedules, telework possibilities, and adapted roles that do not 

require physically demanding tasks. For example, it can be 

advantageous to be able to retrain for consulting or project 

management positions. 
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