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Abstract: As for human resources, the period before the COVID-19 pandemic can be characterized as relatively stable
with a low unemployment rate, while stereotyping in the employment of different age groups subsided. With the ar-
rival of COVID-19, organizations have begun to lay off employees 50+, the employee turnover has increased, the
demands of employees and organizations have changed, and the scissors in the number of wages and salaries for both
sexes and most positions are widening. Against the background of this recent research, the main objective of our study
is to identify access of organizations to implementation of age management (precisely measures supporting employees'
cooperation and knowledge transfer). Data were obtained using standardized (n = 183) and qualitative research (n = 5)
implemented in the second half of 2020 in agricultural and forestry Czech organizations and were evaluated using
multidimensional and descriptive statistics. The results have shown that leaders in Czech organizations, due to finan-
cial problems of organizations, employee illness, insufficiently skilled workforce, have begun to take unsystematic steps
leading to the destabilization of teams, the demotivation of employees. They have stopped paying attention to sustain-
able human resource management (SHRM), which is necessary for sustainable business. The factors identified using
a factor analysis include the group of organizations according to their behavior similarity when organizations primarily
focus on HR marketing, the stabilization of the internal environment or performance management, and the acquisition
of qualified employees. The results of this study are limited to the researched sample of Czech companies.

Keywords: age management; diversity management; factors; social responsibility; stakeholder theory; sustainable
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Doing business that is not focused only on short-term
profit but also considers the principles of long-term sus-

et al. (2018), Macke and Genari (2019), and Zemigala
(2019). The social domain (Cobbinah et al. 2015) can

tainability can be called sustainable business while be-
ing based on the principles of sustainable development
(Nosratabadi et al. 2019). The research of sustainable
development in the context of economic, social, and
environmental pillars within the scientific examina-
tion of management (Pacana et al. 2020; Petficek et al.
2021), and hence human resources, is continuously
expanding, as evidenced by the studies of Lorincova

be thought of as a group of external and internal ele-
ments in the context of human resource management
(HRM), also applicable to agricultural and forestry
organizations; the internal ones include, for example,
occupational health and safety (OHS) issues, em-
ployee training, job satisfaction, equal opportunities,
the balanced structure of employees in terms of gen-
der, ethnicity, and age, turnover rates, non-discrimi-
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nation of any type, and others. External social areas
may include corporate donorship, volunteering, so-
cial integration, assistance to disadvantaged groups,
employment development, debt prevention, educa-
tion support, consumer protection, etc. Supporting
the agricultural and forestry value chain is essential
for further developing the bioeconomy, as it provides
jobs and economic prosperity in rural and urban ar-
eas. The sector is facing challenges such as introduc-
ing new technologies, digitization, or, for example,
labour shortages, for which effective management and
the retention of human capital are necessary. Human
resources make agricultural and forestry enterprises
successful and help to ensure sustainable competi-
tive advantages, as suggested by e.g. Lorincova et al.

(2016), Hitka et al. (2018), Jarlstrom et al. (2018).

Over the last two decades (Tooranloo et al. 2017;
Chams and Garcia-Blandén 2019; Macke and Genari
2019), a new approach to HRM, namely sustainable
HRM (SHRM), has been developing. Jarlstrom et al.
(2018) identified four dimensions of SHRM: fairness
and equity, transparent HR practices, profitability, and
employee well-being. It can be seen as an extension
of strategic HRM, with SHRM adding a new view an-
gle to the discussion on corporate social responsibility
(CSR) (Bombiak and Marciniuk-Kluska 2018). In the
context of the economic, social, and environmental pil-
lars, SHRM is, among other things, based on the fol-
lowing approaches:

i) green HRM, which can be seen as supporting envi-
ronmental management and the adoption of en-
vironmentally friendly practices (Bombiak and
Marciniuk-Kluska 2018; Jarlstrom et al. 2018);

ii) age management as business management concern-
ing the age of employees (Urbancové and Vrabcova
2020; Garavaglia et al. 2021);

iii) diversity management as the effective management
of a diverse workforce to promote organizational
equality (Dennissen et al. 2020);

iv) sustainable systems of work (Jérlstrom et al. 2018);

v) the Ehnert's model (Ehnert 2009) and the Kramar's
model (Kramar 2014), which complements the
Ehnert's model by including ecological results; and

vi) the theory of stakeholders (Jarlstrom et al. 2018;
Ren et al. 2018).

The paper focuses on intergenerational cooperation
and age management in SHRM in the COVID-19 pan-
demic accompanied by severe economic downturns and
political instability. According to Carnevale and Hatak
(2020), this is particularly challenging for HRM as ten-
sions between stakeholders intensify, shareholders' pri-
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macy is challenged, work organization is debated, and
changes in job designs are manifested (Collings et al.
2021). Core problems (Carnevale and Hatak 2020) in-
clude the need to adapt quickly to a new working en-
vironment, the inability to find alternative workspaces,
the inability to separate work and private life when
working from home, loneliness, and many others. In the
agriculture and forestry sector, other aspects that can
be mentioned in the context of COVID-19 and HRM
are the introduction of new labour practices (Charlton
and Castillo 2021) to slow down the virus spread among
workers, workforce shortages due to the restrictions
on immigration and travel, the risk of crop loss due
to quarantines, the disruption of global trade, govern-
ment interventions, and others.

Therefore, the main research objective is to identify
access of organizations to implementation of age man-
agement (precisely measures supporting employees'
cooperation and knowledge transfer). Recommenda-
tions are given for employee collaboration across all
generations based on these factors, focusing on agri-
cultural and forestry organizations. A research ques-
tion is formulated: Does the implementation of age
management depend on the organization's size?

Theoretical part. There is no consensus in the litera-
ture on what SHRM should encompass (Jarlstrom et al.
2018; Chams and Garcia-Blandén 2019), and that is why
Table 1 gives definitions of SHRM that relate not only
to age management and intergenerational collaboration.
The Scopus and Web of Science database fields of title,
abstract, or keywords were used to search for the fol-
lowing terms: sustainable HRM, sustainable human re-
source management, and sustainable work system.

It follows that SHRM involves strategic practices that
reflect the triple bottom line principle by developing
partnerships with all stakeholders to ensure sustainable
competitive advantages and societal well-being. Accord-
ing to Tooranloo et al. (2017), the critical dimensions
and factors influencing the implementation of SHRM
include, among others, CSR, availability of career op-
portunities, green management of employee health and
safety, green human resource planning, human resource
efficiency, management commitment to economic sus-
tainability, and employment guarantee.

Concerning the current demographic development,
it is necessary to ensure the continuity of knowledge
between the older and the upcoming generation in ag-
riculture and forestry (Hitka et al. 2018). Age man-
agement is the management of an organization with
respect to the age of its employees (Garavaglia et al.
2021). Garavaglia et al. (2021) suggest adopting an ac-
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Table 1. The definitions of SHRM

Definition of SHRM Reference

‘A model of sustainable human capital starts with pre-hiring processes (raw materials),
on-boarding (design stage), training and development (production stage), developing external

partnerships and integrating individual employees with the ecosystem (distribution stage),

Banerjee (2013), p. 216

building internal relationships through mentoring (use and maintenance stage),

and employee's exit through succession planning (recovery stage)

'Sustainable HRM could be defined as the pattern of planned or emerging HR strategies

and practices intended to enable the achievement of financial, social and ecological

Kramar (2014), p. 1084

goals while simultaneously reproducing the HR base over a long term.’

‘Adoption of HRM strategies and practices that enable the achievement of financial, social
and ecological goals, with an impact inside and outside of the organisation and over
a long-term time horizon while controlling for unintended side effects and negative feedback.'

'Sustainability of an organization depends on the exploration of external environment
for opportunities, changes, trends and risks involved and the balance between
economic, social and environmental areas in an organization.'

"This is a new approach to the realization of the HR function, the nature of which
is to include ecological objectives in all HRM sub-areas, from employment planning,
through recruitment, selection, employee motivation and development, to their

evaluation and influence on working conditions.'

'SHRM and sustainability are two paradigms that converge toward a common organizational
benefit, not only satisfying shareholders' objectives but also operating in a responsible manner,
while taking into consideration collective welfare and the preservation of natural resources.'

"The SHRM model points out that human resource management enables the promotion
of social welfare, considering that individuals and organizations can work together,
in a reciprocal and sustainable manner, seeking long-term benefits.'

'Sustainable human resource management enables the management of organizations
to use the potential of employees of all ages through the application of age management.'

Ehnert et al.
(2016), p. 90

Tooranloo et al.
(2017), p. 1253

Bombiak and
Marciniuk-Kluska
(2018), p. 5

Chams and
Garcia-Blandén
(2019), p. 113

Macke and Genari
(2019), p. 813

Vranakovi et al.
(2021), p. 2

SHRM - sustainable human resource management; HRM — human resource management

tion research approach to facilitate the implementation
of these practices. The research conducted by Urban-
cova and Vrabcovd (2020) identified three significant
explanatory factors for the application of age manage-
ment in the primary sector, namely internal employer
branding through the application of current manage-
ment trends, external employer branding, and ensur-
ing knowledge continuity, which is related to the social
factor identified by Earl and Taylor (2015).

The conditions in which current employee teams across
all generations emerge and work are undergoing dynamic
changes (Skibinski et al. 2016), and the COVID-19 pan-
demic reinforces this statement as a result of the need for
social distancing (Hartley et al. 2020). This paper identi-
fies organizations' access to the implementation of age
management (precisely measures supporting employees'
cooperation and knowledge transfer). Following the au-

thor's arguments in Table 1, age management can signifi-
cantly influence intergenerational employee cooperation
in organizations. Therefore, the following preconditions
have been formulated:

Precondition 1: Age managementisappropriate to ap-
ply in all sectors of the economy, i.e. all business areas
(Gobel and Zwick 2012; Falk et al. 2018). Therefore,
the paper's results are always focused on all sectors
of the economy.

Precondition 2: The approach to human resources
management and age management is not completely
sensitive, responsible, and systematic on the part of or-
ganizations (Gobel and Zwick 2012; Vranakova et al.
2021). Therefore, it is necessary to work with human
resources in organizations more sensitively and respect
their needs to support employees' cooperation and
knowledge transfer.
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MATERIAL AND METHODS

As part of the research preparation, previous pub-
lications and other documents related to SHRM and
intergenerational cooperation in social sustainabil-
ity were reviewed. Based on Anderson (2013), it is ap-
propriate to assess the behavior of companies within
the socio-scientific discipline through a questionnaire
survey. The quantitative data were obtained by an on-
line standardized questionnaire survey in the Czech
organizations across all sectors (n = 183) in Google
Forms. The survey was conducted from June 2020
to December 2020. The qualitative research followed
it in 2021. The questionnaire did not use the term 'age
management'’, but the management method concern-
ing the age of employees to better understand the re-
spondents. Respondents understood all the terms, and
a preliminary survey was conducted (z = 10). The iden-
tifying features of the questionnaire survey include the
size of the organization, the sector (primary, second-
ary, tertiary), the organization type (private, public,
non-profit), the annual turnover, and majority owner-
ship (domestic, foreign) (Table 2). The questionnaire
was completed by the middle or higher management

Table 2. Organizations that participated in the research
— Types and structure of surveyed organizations

Characteristics Percentage
Economic sector of the organization

Primary 4.4
Secondary 41.5
Tertiary 54.1

Size of the organization (number of employees)

<50 26.2
51-249 28.4
> 250 45.4
Majority ownership

Domestic 45.4
Foreign 54.6
Type of organization

Private 85.8
Public 11.5
Non-profit 2.7
Annual turnover (million EUR)

<10 38.3
11-49 37.7
> 50 24.0

Source: Authors' own elaboration
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of the organization; in the case of smaller organiza-
tions, it was conducted by the owner.

The results were obtained using two statistical tools,
namely the dependence test (x?) and the power of de-
pendence test (Cramer's V) at the given level of signifi-
cance o = 0.05.

The exploratory factor analysis was performed to ex-
plain the correlation structure of the group of observed
manifest variables based on the smaller number of un-
known unmeasurable latent factors. The method of prin-
cipal components was used to extract the factors.
The Varimax rotation of maximizing the sum of vari-
ances of all factors was used. To check the suitability
of the data for the factor analysis, the Kaiser-Meyer-
-Olkin (KMO) measure of sampling adequacy value
greater than 0.7 and Bartlett's test of sphericity were
observed to test the null hypothesis that all correlations
between variables are zero. The result of Bartlett's test
was statistically significant, and the null hypothesis was
rejected. Considering the specificity of sociological re-
search, where the behavior and attitudes of employ-
ees and management are dealt with, according to the
recommendations of Anderson (2013), the statistically
significant factors are considered those that explain
more than 10% of the sample behavior, and, overall,
the factors present at least 50% of the behavior of the
entire phenomenon observed. Anderson (2013) states
that factor analysis is a more heuristic method that re-
quires a deep understanding of the researched problem
in the area of personnel works and management of the
employees. Therefore, the process may sometimes re-
ject statistics as less accurate, ambiguous, and subjec-
tive. On the other hand, many researchers in the social
sciences (especially sociologists) use factor analysis
quite often and trust it (Stewart 2001; Anderson 2013;
Meyers et al. 2016).

The results from the qualitative survey (n = 5; plus
moderators) were based on the focus group (the owners,
directors, economists, and human resources specialists
were asked). These are the representatives of agricul-
tural and forestry organizations selected concerning
the specifics of the sector. Thanks to focus groups, the
data obtained from the standardized survey were con-
firmed. Other essential research areas were identi-
fied, which are specified in the discussion part of the
paper. The IBM SPSS Statistics 28 statistical software
was used to evaluate the results. The results can only
be generalized for the research sample because the re-
quired minimum number of respondents to general-
ize the research results to the whole population was
not reached.
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RESULTS AND DISCUSSION

Results. As part of the research, it was first necessary
to determine how the surveyed organizations apply age
management (Table 3). It can be noted that the major-
ity of the surveyed organizations stated that they are
engaged in age management (55%), and more than 80%
have information on how the age structure of employ-
ees develops over time.

However, the standardized survey results have also
shown that the overall majority of respondents (55%)
do not make plans for the age structure of their work-
force within 3-5 years. As shown in Table 3, most
respondents mentioned that they are engaged in age
management. Still, on the other hand, they also re-
ported no difference in the attitude of the heads of dif-
ferent departments towards young or older workers
in the last 12 months (77%). Therefore, it is evident that
although the respondents tended to create a positive
image of their organization in the context of age man-
agement application, the respondents' answers do not
indicate that they were taking active steps to imple-
ment age management of human resources. This is also
evidenced by the fact that 67% of the organizations
surveyed do not have training programs on age-related
management and intergenerational cooperation. Com-
pany representatives do not have to perceive different
attitudes towards different age groups of employees
as potentially discriminatory. The proper management
approach assesses each individual's potential and an in-
dividual approach, regardless of age. However, the situ-
ation in organizations is often different, as evidenced
by research conducted in the Czech Republic and
abroad concerning the incidence of ageism.

The organizations see the benefits primarily in the
context of increasing motivation and organizational

Table 3. Contingency table (relative frequencies in %):
The application of age management and the size of agri-
cultural and forestry companies

Size of the company

Applying age (number of employees)  Total
management

<50 51-249 =250
Company applies age 13 18 94 55
management
Company does not 13 10 29 45
apply age management
Total 26 28 46 100

Source: Authors' own elaboration

performance, recruiting talented employees, and, last
but not least, retaining key personnel [Table S1 in elec-
tronic supplementary material (ESM); for the ESM see
the electronic version]. The respondents mainly agreed
that this is a management-intensive way of managing
the organization, not only in terms of communication
and financial requirements (Table S2 in ESM; for the
ESM see the electronic version).

The results of the standardized questionnaire survey
show a relatively high level of CSR in the context of sup-
porting employee health (regardless of age), as 77%
of respondents contribute to activities that help im-
prove physical activity. Following preconditions 1 and 2
based on Gobel and Zwick (2012), Urbancova and Vrab-
covd (2020), Vranakova et al. (2021) is an essential issue
for all sectors of the economy. Health and safety are
primary in all industries, even more so in manual work
than intellectual work. However, the article describes
organizations' approaches following the preconditions,
so the sectoral specificities and differences are not ex-
plicitly discussed further. At the same time, 80% of the
surveyed organizations stated that practices to transfer
the knowledge and skills of older and more experienced
employees to less experienced ones (peer consultations,
sharing of work tasks) are in place. Table 4 shows the
results of testing the qualitative variables (the sector,
the size by the number of employees, ownership, type,
and annual turnover).

Based on the results, it can be summarized that the
majority of the monitored activities (variables) are/or not
related to one another. The examined variables were
tested at the 0.05 level of significance, i.e. it can be con-
cluded that all activities can be performed by any orga-
nization, regardless of its size, focus, or turnover, with
the same benefits. The most affected by the variables
examined is when the management of organizations ap-
proach their former employees with the offer of further
work activities or cooperation despite their retirement
(the dependence on its size, owners, and annual turn-
over). However, this activity is pivotal concerning the
long-term demographic development despite the nega-
tive contemporary (shorter-term) effect of COVID-19.

The data regarding factors influencing the imple-
mentation of age management are further subjected
to multivariate statistics (the factor analysis) as illus-
trated by applying the principal components method
in Table 5.

The factor analysis identifies four significant fac-
tors combining variables related to the benefits of age
management for the organization. Factor analysis cre-
ates organizations according to their behavior simi-
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Table 4. Chi-square test of independence and the Cramer's V measure of association between applied age manage-

ment measures/instruments and selected structural variables

Sector

Size Ownership Type Annual turnover

Variable

(P-value/Cramer's V)

The management tracks how the age

. 0.300/-
structure of employees develops over time

The company management makes plans
for the age structure of the workforce
within a period of 3-5 years

0.422/-

The organization has noted different
approaches to young or senior staff
by department heads over the past
12 months

0.341/-

The education program in the organization
takes into account the age of employees and
emphasizes the cooperation of generations

0.097/0.274

The organization contributes to activities
that help improve physical fitness as part
of supporting the employees' health
(regardless of their age)

0.375/-

The organization has practices to transfer
the knowledge and skills of more senior and
experienced employees to less experienced
employees (mutual consultations, sharing
of work tasks, etc.) in place

0.297/-

The organization allows for flexible working

hours as employees' life roles change 0.087/0.276

The organization approaches its former
employees with an offer of further
work activities or involvement in the
organization even after their retirement

0.200/-

0.182/- 0.756/- 0.804/— 0.585/-

0.733/- 0.624/— 0.507/- 0.709/-

0.437/- 0.737/- 0.038/0.186 0.012/0.214

0.331/- 0.016/0.176  0.403/- 0.094/0.159

0.146/- 0.382/- 0.408/— 0.259/-

0.517/- 0.510/- 0.771/- 0.444/-

0.012/0.215 0.421/- 0.059/0.173 0.099/0.157

0.033/0.190  0.009/0.190  0.385/— 0.002/0.256

Source: Authors' own elaboration

larity when organizations primarily focus on human
resources management. As shown in Table 4, the first
factor accounts for approximately 19% of the variance,
the second one accounts for 14%, the third one ac-
counts for 11%, and the fourth one accounts for 10%.

Table 5. Resultant factors by the Varimax method

Table 6 shows the analysis results in detail, with each
variable (out of the 4) described in the table by the fac-
tor weights, specifically by the correlation value of the
item. Statistically significant factors together explain
54% of the final sample.

Factor Name of the factor Total variance ~ Total % of the variance ~Cumulative % of the variance
Factor 1 emphasis on HR marketing 1.893 18.927 18.927
Factor 2 tﬁ’:&t::a‘l’z If\tf‘gﬁﬁ’;ﬁt 1385 13.850 32.777
Factor 3 managing work performance 1.110 11.099 43.876
Factor 4 emphasis on acquiring 1.037 10.370 54.246

Source: Authors' own elaboration
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Table 6. Resultant factors by the Varimax method, access organizations and their process settings influencing of imple-

mentation of age management

Variables Factor 1 Factor 2 Factor 3 Factor 4
emphasis . emphasis
emphasis on stabilizing fnanaging on acquiring
Name of the factor . . work .
on HR marketing the internal qualified
. performance
environment employees
Retaining key employees 0.292 0.125 -0.747 0.152
Acquiring talented employees 0.279 0.060 -0.010 0.783
Improving motivation and performance 0.527 0.246 0.018 -0.534
Improving the organizational climate 0.030 0.586 0.262 —-0.228
Improving organizational culture —-0.067 0.707 —-0.027 0.275
Improving the organization's reputation 0.592 —-0.058 -0.052 0.065
Building the employer brand 0.639 —-0.131 0.091 0.170
Gaining a competitive advantage 0.685 0.199 —-0.030 —-0.024
Improving crisis management 0.051 0.590 -0.067 -0.068
Improving the organization's performance 0.282 0.178 0.746 0.137
Total % of variance 18.927 13.850 11.099 10.370

Important measures of the association are highlighted in bold

Source: Authors' own elaboration

The results have shown that the trends were improv-
ing the HR marketing of the company, both external
and internal, are the most emphasized ones by the
representatives of organizations. There are processes
of enhancing the motivation and performance of ex-
isting employees, employer branding, and prestige
building to gain a competitive edge. The coefficients
here range between 0.527 and 0.685. The first factor
of factor analysis can be called 'emphasis on HR mar-
keting'. These organizations can be presumed to have
set a strategy to achieve their competitive advantage
by setting up practical human resource work.

The second factor of factor analysis focuses on sta-
bilizing the internal environment, primarily of the
organizational climate (0.586) and culture (0.707).
The organizations emphasize proactive resolving any
workplace conflict that may lead to employee demo-
tivation, discontinuity, or threat to the organization.
The third factor of factor analysis 'work performance
management' describes organizations whose strategy
is based on a resource-based approach, where the criti-
cal knowledge employee is instrumental in enhancing
the organizational performance. However, knowledge
sharing needs to be ensured here, especially in the
COVID-19 period. Companies that apply HR mea-
sures to improve organizational performance are un-
likely to implement measures to retain key employees
and vice versa.

The fourth factor of factor analysis called 'emphasis
on acquiring qualified employees' stresses employees'
knowledge, skills, and abilities and knowledge sharing
among employees. The organizations focus on con-
tinuous and regular retraining, education, and devel-
opment of employees. Furthermore, the focus group
participants (n = 5) agreed that intergenerational co-
operation and knowledge transfer need to be empha-
sized, given the unfavorable demographic situation and
the lack of young farmers and foresters.

Focusing on young employees and facilitating busi-
ness development in rural areas is essential, along with
providing guidance on administration and transfers, re-
ducing transaction costs (a handover plan), and advice
on the possibility of expanding and modernizing the
business (creating a business plan, etc.), subsidies, etc.

According to experts in the focus groups, the current
system concentrates mainly on the one-way transfer
of knowledge from experts to entrepreneurs. The sup-
port for decision making, problem-solving, the help
of local initiatives, and conflict solving, which require
individual involvement of experts or advisors and long-
-term cooperation, is not sufficiently applied or devel-
oped in the present agricultural and forestry system
of knowledge and innovations. Young farmers can also
be supported by helping them to set up business plans.
The above mentioned is an important area of interest
for the future common agricultural policy, which aims
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to develop agriculture and rural areas, ensure food pro-
duction, and, last but not least, safeguard farmers' stan-
dard of living. We can summarize the test identified
association between two age management measures
and the sector following support precondition 1. Age
management is an area with excellent prospects for de-
veloping organizations of all sizes and doing business
in all sectors and industries.

Discussion. The results were achieved based on a ques-
tionnaire survey and a focus group evaluation. Descrip-
tive statistical methods, factor analysis, and focus group
results helped verify the results obtained from several
angles. Factor analysis validated and revealed organiza-
tions' behavior in the approach to the implementation
of age management. The limit of this method is their
high application in sociological research; on the con-
trary, they are not frequently used in economic re-
search. Concerning the achieved results, it is necessary
to apply age management in all sectors of the economy,
while it is necessary to reflect the specifics of the sector.

The proposals to redefine the future common agri-
cultural policy have several instruments that can partly
contribute to improving the competitiveness of agricul-
ture. Generational cooperation and knowledge transfer
include supporting and establishing new demonstra-
tion farms (Eitzinger et al. 2019; Stastna et al. 2019)
and implementing field days for knowledge dissemina-
tion. Given the increasing priority of knowledge trans-
fer at the EU level, it will be necessary to focus on the
appropriate support, including exploring mechanisms
for knowledge transfer, developing independent con-
sultancy (Oliveira et al. 2019), developing information
technologies and their use (Stastna et al. 2019), which
can also help intergenerational collaboration and sup-
porting age management.

More than 37% of the surveyed organizations do not
perceive any disadvantages. However, the remaining
two-thirds of respondents agree that the work sched-
ule places greater demands on communication, and the
age diversity is, according to respondents, challenging
to manage. In their research, Urbancové and Vrabcova
(2020) and Garavaglia et al. (2021) discuss the resis-
tance to the implementation of age management associ-
ated with the persisting stereotypes and barriers related
to employee age and the existence of hostile organiza-
tional cultures. Leadership plays a crucial role in SHRM
(Chams and Garcia-Bland6n 2019; Macke and Genari
2019), particularly concerning legitimizing of HR prac-
tices and resource allocation (Jarlstrom et al. 2018),
which is increasingly relevant in the context of the
ongoing COVID-19 pandemic. COVID-19 is a threat
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to the health and safety of employees, so it is essen-
tial that organizations systematically assess this risk
(Collings et al. 2021).

The qualitative research results show that people are
the most valuable factor in organizations. Despite the
fluctuations in the labor market, goods, and services
market accompanying the financial instability of com-
panies due to COVID-19, it is necessary to approach
employees in a non-discriminatory, human, and stimu-
lating way and promote intergenerational cooperation
continuous sharing of knowledge and experience more.

Based on the previous research results on the age
management issues, it can be summarized that owing
to the pandemic; there have been unsystematic steps
in setting up human resource strategies due to frequent
financial problems, increased employee sickness rate
including the short-term (the turnover of skilled em-
ployees) and long-term shortage of skilled workforce
in the labour market. The cost-cutting pressure during
COVID-19 caused an increase in the number of dismiss-
als without systematic practices (no emphasis on iden-
tifying knowledge employees in the company), leading
to the destabilization of teams, the demotivation of em-
ployees who remain in the company. To a more signifi-
cant extent, the management of companies is no longer
paying attention to the necessity of SHRM. However,
without meeting this condition, sustainable business
cannot be ensured, and it may even lead to the compa-
ny's existence being threatened. The results of this study
are related to the effects of international studies by Earl
and Taylor (2015) and Garavaglia et al. (2021) focused
on age management. Garavaglia et al. (2021) agree
with this research in that stereotypes persist in orga-
nizations. Age management practices were not found
to be part of the systematic strategy of the surveyed
companies, which is in line with the research of Gara-
vaglia et al. (2021). As shown by the findings of Kooij
(2020), the 50+ older workers may be more affected
by the COVID-19 pandemic than younger ones.

Does the implementation of age management depend
on the organization's size? The majority of respondents
(55%) do not make plans for the age structure of their
workforce within 3-5 years; almost half of them are
organizations with more than 250 employees. The ma-
jority of the monitored activities related to age manage-
ment are not statistically influenced by the examined
variables at the 0.05 level of significance. Following
the results, the theoretical preconditions of the article
were confirmed (preconditions 1 and 2). Demographic
development implies the need to apply age manage-
ment, which will help to respond to the impact of de-
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mographic development of population ageing in the
Czech Republic, to ensure knowledge continuity be-
tween generations of employees (from owners to suc-
cessors), and to set appropriate development programs
for employees, to be able to constantly respond to the
needs of the company and the labor market.

CONCLUSION

Based on the presented results, theoretical and prac-
tical contributions can be made to the organizational
HRM setting. This paper aims to highlight the chal-
lenges and opportunities that influence the process
of intergenerational collaboration and knowledge trans-
fer in the time of the COVID-19 pandemic. This study's
results will help develop individual and organizational
knowledge sets through building responsible and sus-
tainable HRM to avoid their loss. These findings may
help reduce intergenerational conflicts, mitigate age-
ism in companies, and support the willingness to share
knowledge among employees. The system approach
was implemented to identify possible factors influenc-
ing the process mentioned above, namely the improve-
ment of HR marketing, the stabilization of the internal
environment, the knowledge continuity, and the ac-
quisition of qualified employees, which is becoming
increasingly complicated not only in agriculture and
forestry. Yet, sustainable employability is crucial both
for the further employability of employees and for the
success of firms and, consequently, for the country's
prosperity. The research results are significantly influ-
enced by the selected sector of the economy and can
be generalized only to a given sample. The research
limit can be considered that the results come from data
and answers from the questionnaire survey and inter-
views from business representatives. At the same time,
the impact of individual recommendations was not as-
sessed. Respondents may have tended to create a better
picture of their business and be more rational. How-
ever, the questions were asked non-exhaustively and
in compliance with the rules of social science research.
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