
Introduction
One of the most discussed issues 

across Europe is the demographic ag-
ing of the population. The population 
aging is increasingly appearing in our 
daily lives and affects them in different 
ways. It can be very difficult to be an 
old man/woman in today’s fast world 
because there are a lot of demands on 
people even they are old – old age does 
not fit anyone. The definition of when  
a person is old, however, can be very dif-
ficult to define because the aging process 
is carried out for each individual. Aging 
population will require different organi-
sational changes and actions in public 
policy in all affected countries. The aim of 
the paper is analyse the actual situation of 
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job opportunities for people over 50 in the 
Netherlands. For an individual worker over 
50, periods of unemployment may have 
important social and economic conse-
quences, especially if recruiting employers 
use information about past or contempo-
rary unemployment to sort workers. If em-
ployers prefer not to hire jobseekers with 
a history of unemployment, unemployed 
workers will have a hard time finding jobs, 
it will be very difficult to bring down high 
unemployment, and there will be scope 
for policy measures to help unemployed 
workers compete for jobs. Hence, it is 
crucial for policymakers to be informed 
about the causal effects of experiencing 
unemployment.
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1. Problem description
Long-term unemployment of older peo-

ple can have severe financial and health 
consequences for these individuals (Frese, 
Mohr 1987; Klehe et al. 2012; Ranzijn et al. 
2006; Warr 1987), and is associated with 
significant economic and social costs to 
communities and ultimately economies 
(Encel, Studencki 2004; Ranzijn et al. 
2004). Thus, encouraging older people’s 
job search and re-employment is an im-
portant issue in countries with an ageing 
population. In the context of continuous 
demographic changes affecting popula-
tions and workforces in both developed as 
well as developing countries (Cohen 2003), 
many governments are now attempting 
to change the institutional and econom-
ic contexts that influence job search and 
re-employment of older people.

Policy responses to population aging 
globally comprise both negative and pos-
itive strands: on the one hand, old age 
is commonly portrayed as a period of 
inactivity and dependency while, on the 
other, often simultaneously, older people 
are viewed as a social and economic re-
source. Both successful and active aging 
derive from the same scientific root, the 
activity perspective (Strawbridge et al. 
2002; Walker 2009).

Eurostat projections indicate that the 
aging population will reach an unprece-
dented level over the following 50 years 
in 31 European countries (Lanzieri 2011). 
The changing age structure is determined 
by a number of factors – declining birth 
rate and declining mortality, together 
with a decline in illness and disability is 
increasing longevity (Walter, Maltby 2012). 

In 2015, for the first time in the history, 
there was, globally, more individuals over 
the age of 65 than children under the age 

of 15 (Mahon, Millar 2014). In relation to 
the increasing age of the population, there 
are also changes in old-age dependency 
ratio1. During the last 5 years, there has 
been an increase in this indicator in the 
EU countries by only 2.7% (from 26.1% in 
2010 to 28.8% in 2015). The lowest rate 
of old-age dependency ratio in 2015 was 
in the Slovakia (19,6%), Ireland (19.8%) 
and Cyprus (20.3%). The highest old-age 
dependency ratio was, however, in Italy 
(33.3%), Germany (32.7%) and in Greece 
(31.9%). According to the Eurostat projec-
tion, the level of this indicator will be rais-
ing rapidly. The most critical situation is 
expected in 2060 when old-age depend-
ency ratio will reach 50.2% (Eurostat 2015).

Considering the situation mentioned 
above, the society will, whether they want 
it or not, have to start counting on the po-
tential of the older population. On the one 
hand, older workers will have to work as 
they will be dependent on the income from 
employment and at the same time the 
employers will have to utilise this people 
because there is a real decline of young 
people who would be able to replace older 
people (Rašticová et al. 2013).

Despite the fact that older workers can 
provide much needed skills and expertise 
to an organization, employers still have not 
recognized the important significance of 
an aging population for the competitive-
ness of their companies (Mahon, Millar 
2014).

In relation to the discrimination of the 
age group 50+ both in the workplace and 
during getting a new job, we can encoun-
ter with the term ageism. Ageism can be 
understood as a process of systematic 
stereotyping and discrimination against 
people of their age, like racism and sexism 
related to skin colour and gender. Ageism 

1	 This dependency ratio is the ratio between the number of people at the age of 65 (age when they are generally economi-
cally inactive) and the projected number of people aged between 15 and 64.
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allows younger generations to see older 
people as different from themselves and 
therefore prevents them from identification 
with them. Ageism can also be seen as a 
method through which a society promotes 
the view of older people (Vidovičová, 
Rabušic 2005). 

Ageism includes stereotypes and 
negative images about old people or in-
cludes acts of discrimination towards an 
older person or group of elders. These 
are the statements and attitudes without 
true foundation but with the impression 
that they are at the core of truth. Ste-
reotypical view of old age considers 
people 50+ as a homogeneous group 
without individual differences which is  
a burden to society in the form of sub-
stantial spending of financial resources 
of society to finance pensions and high-
er costs of health and social care. Age-
ism restricts seeing the positive values of 
age and accepting the important role of  
a growing amount of elderly in the popula-
tion (Tošnerová 2002). 

2. Aging in the Netherlands
In the 80s of the 20th century, the Neth-

erlands belonged to the countries with the 
highest unemployment in the European 
Community – at that time the unemploy-
ment rate in the Netherlands was more 
than 10%. Within a few years, the high 
unemployment was dramatically reduced. 
According to the latest Eurostat data, the 
unemployment rate in the Netherlands 
was a lot below the average unemploy-
ment rate in the EU countries in 2015 – the 
unemployment rate in the Netherlands 
was 6.6% while the average unemploy-
ment rate in EU countries was around 
9.0% (Eurostat 2016). 

Nowadays there live 17 million people in 
the Netherlands. In 2013, they represented 
more than one third of the population, i.e. 

5.8 million of residents older than 50 years 
while this number is constantly increas-
ing. According to Statistics Netherlands 
prognosis 50 + population will represent 
a half of the population in the Netherlands 
in 2019 (Hokstam 2013).

There are several tools through which 
the unemployment was reduced in the 
Netherlands (Smutná 2013): 

–– the slower pace of wage growth – ba-
sed on a consensus between Nether-
lands employers, trade unions and the 
government, there has been a wage 
moderation for more than 10 years. 
There were measures which should 
have led to a reduction in expenditu-
re on unemployment and which bro-
ught to the companies growth in profit 
and this resulted in the need to create  
new jobs;

–– reform of social benefits – unemploy-
ment benefits is conditioned to finding 
a new job. If the unemployed person 
refuses a job corresponding to their qu-
alifications, it means that the state aid 
will be automatically ended;

–– rapid growth in the participation of the 
entire population in the labour mar-
ket – the part-time jobs were extended 
and promoted and it led mainly to the 
involvement of women in the labour 
market. 
The Netherlands is also “graying” up 

and due to this demographic changes 
and the increasing life expectancy of the 
Netherlands population, a plan to increase 
the retirement age was prepared by the 
government of the Netherlands in October 
2012. For the stability of the pension sys-
tem in the country, it is necessary to main-
tain the average pension period. In 2015, 
the retirement age was 65 years and 3 
months. The current government wants to 
raise the retirement age to 66 years in 2019 
and to 67 years in 2021 (Smutná 2013).

Due to the population aging, the num-
ber of people who are entitled to receive  
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a pension has increased of 2 million  
– nowadays the situations is that there are 
four people of working age to one per-
son of pension age. In 2040, there will be 
only two people of working age to one 
person of pension age and the costs for 
pensions will increase from 30 billion EUR 
to 50 billion EUR. This is the main reason 
to increase of the retirement age (Smutná 
2013).

One of the solutions of this situation 
for the government of the Netherlands is 
to increase the retirement age. However, 
it should be also considered that older 
workers are not too attractive for compa-
nies and it may lead to an increase in un-
employment in this age cohort.

3. Methodology
Qualitative methodologies consist of 

the philosophical perspectives, assump-
tions, postulates, and approaches that 
researchers employ to render their work 
open to analysis, critique, replication, rep-
etition, and/or adaptation and to choose 
research methods. In this respect, qual-
itative methodologies refer to research 
approaches as the tools with which re-
searchers design their studies, and col-
lect and analyse their data (Given 2008). 
Qualitative approaches share a similar 
goal in that they seek to arrive at an un-
derstanding of a particular phenomenon 
from the perspective of those experienc-
ing it. Therefore, the researcher needs to 
determine which research approach can 
answer their research questions (Streu-
bert Speziale, Carpenter 2007).

The aim of the paper is analyse the ac-
tual situation of job opportunities for peo-
ple over 50 in the Netherlands. In order to 
answer the qualitative research questions, 
semi-structured interviews were conduct-
ed, confronting the interviewees with state-
ments deduced from the body of theories 

described in the theoretical framework sec-
tion. The relative advantages of qualitative 
methods compared to the quantitative ones 
become highly significant. These methods 
limit the range of answers by the interviewee 
by basing the interview on a questionnaire 
which can provide precise formulations and 
ordering of the questions as well as possi-
ble answers. The research sample consists 
of 20 respondents who were unemployed. 
They analysed job opportunities for them in 
the labour market of the Netherlands. The 
data were analysed by grounded theory 
method by using software MAXQDA, which 
is professional software for qualitative and 
mixed methods data, allowing easy sorting, 
structuring and analysing large amounts of 
text by using code system. Factors which 
are influencing job opportunities for people 
over 50 with a name of the code were as-
signed to the coded segment and are de-
scribed by MAXmaps. The coded factors 
of the respondents were compared and 
analysed.

4. Results
Previously in the Netherlands, leaving 

the labour market through early retirement 
and disability schemes was common 
place for older workers. This has prompt-
ed the authorities to take steps over the 
past decade: to increase the incentives 
to work; to close pathways to early retire-
ment; to tackle over-utilisation of disability 
pensions; and to raise the state pension 
age. Figure 1 presents the labour partici-
pation of people in age group 45-75 years. 
Total population on the labour market is 
constantly increasing also as numbers of 
employment. Numbers of unemployment 
used to be lower in years 2007-2009, but 
after the economic crisis the numbers of 
unemployment has been increasing again.
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Figure 1. Labour participation of people in age group 45-75 years in the Netherlands

Source: own elaboration based on the results of Centraal Bureau Voor De Statistiek 2016.

Figure 2 brings results regarding unem-
ployment of people in the age group 45-75 
years (in percentage). As it was shown in 
the graph 1 unemployment of people in the 

age group 45-75 years used to be lower in 
year 2007-2009 but after these years unem-
ployment of people in the age group 45-75 
years has been increasing.

Figure 2. Unemployment of people in age group 45-75 years in the Netherlands

Source: own elaboration based on the results of Centraal Bureau Voor De Statistiek 2016.

The age of respondents presents figure 
3. 50% of the respondents were between 
56-60 years old, 20% of them were be-

tween 50-55 years old, 15% of them were 
over 60 years old and 15% of them were 
less than 50 years old.

Figure 3. Results of the survey – age of the respondents

Source: own elaboration based on the results of the survey.
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Figure 4 shows the worries of the re-
spondents. They were asked among 
which issues they are currently dealing 
with, which ones are the most worrisome 
to them at the moment. They consider as 

the biggest worry a financial issue (58%), 
family issue (38%), interpersonal issue 
(34%), health issue (31%) and political is-
sue (29%).

Figure 4. Results of the survey – worries of the respondents

Source: own elaboration based on the results of the survey.

Factors which respondents consider 
essential for their welfare conditions are 
shown in Figure 5. Individual character-
istics are divided into 6 main groups of 
factors by using grounded theory method: 
impact of job loss on living standards, ac-
ceptable obstacles, job motivation factors, 
workplace, impact of job loss on active 
lifestyle, personal occasions to find a job. 
Significance of factors which are essen-
tial for every group of factors shows the 
correlation between them. The highest 
significance in the group of factors influ-
encing the workplace is between factors 
regarding the relation with the manager 
and the care for employees. Most of the 

respondents said that their job loss had 
an impact on their active lifestyle and they 
had to reduce some activities and their liv-
ing standards kept on decent level.  The 
highest significance in the group of fac-
tors influencing acceptable obstacles is 
between factors regarding a new area of 
work, learn a new language and accept  
a lower salary. In the group of factors in-
fluencing job motivation is the highest sig-
nificance between factors regarding good 
atmosphere, team, and colleagues. For 
jobseekers is also very important if they 
enjoy working, if it helps them develop  
further and if the job motivates them.
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Figure 5. MAXmap – welfare conditions

Source: own elaboration based on the results of the survey.

Factors which respondents consider 
essential for their working conditions are 
presented in Figure 6. Individual charac-
teristics are divided into 5 main groups of 
factors by using grounded theory method: 
strengths compared to younger candi-
dates, weaknesses compared to young-
er candidates, ageism at the workplace, 
labour market and generation X. Again, 
significance of factors which are essen-
tial for every group of factors shows the 
correlation between them. The highest 
significance in the group of factors re-

garding strengths compared to younger 
candidates is between factors regarding 
knowledge and experience. Most of the 
respondents mentioned that Millenni-
als have better knowledge of computer 
skills and new technologies. Most of the 
respondents claimed that ageism was 
present at the workplace although it was 
forbidden to speak loudly about that and 
they considered important to put more 
emphasis on the positive factors of 50+ 
people.
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Figure 6. MAXmap – working conditions

Source: own elaboration based on the results of the survey.

Conclusions
The aim of this paper was to analyse 

the current situation of job opportunities of 
people over 50 in the Netherlands. A total 
of 20 respondents were questioned. These 
respondents were unemployed at that time 
but they were actively looking for a job. Half 
of the respondents were aged 56-60 years. 
As mentioned in the theoretical part of this 
paper, the retirement age in the Nether-
lands is currently 65 years and 3 months. 
These respondents therefore are expect 
to remain 5-9 years at the labour market 
until the retirement. Although, the respond-
ents said that they had changed their jobs 
during their lives several times, loss of  
a job only a few years before retirement 
made them perceive their position and 
opportunities in the labour market as un-
favourable. Find a new job after 50 is far 
more difficult, especially because of fre-
quent age discrimination by employers.

Respondents were asked which issues 
they had been facing and which issues 
they had perceived as a thread or a worry 
during their unemployment. The biggest 

worry of the interviewees’ (58% of answers) 
was the financial situation. Secondly,  
a family issue (38%), as in many cases this 
issue was related to the fact that there were 
one or more family members dependent 
the on the respondent.

The MAXmaps were created from col-
lected data and are dividing the respond-
ents’ answers into two areas – welfare 
conditions and working conditions. The 
area welfare conditions presents the im-
pact of job loss on the current lifestyle of 
respondents and the factors influencing 
satisfaction in relation to their new job. In 
the workplace, the most important fac-
tors for respondents are relations with the 
manager and his or her leadership and 
the care for employees including health  
& care, work life balance and benefits. The 
research also showed the negative impact 
of job loss on their active lifestyle – they 
had to reduce their active lifestyle, for ex-
ample travelling, meeting friends, attend-
ing social and cultural events, attending 
courses, etc. Respondents also claimed 
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they had to keep their living standards on 
decent level. According to the results, it 
is apparent that unemployed seniors are 
ready to move to another city or even to 
another country in case their new job ac-
quires that. In the deeper discussion it was 
revealed that they are even ready to learn a 
new language. The respondents would ac-
cept a job even for lower salary than they 
used to earn so far. However, respondents 
are willing to face these obstacles only in 
case of a good company climate and at-
mosphere, creative and supporting team 
and colleagues. 

The area of working conditions pre-
sents the perception of the strengths and 
weaknesses of older unemployed people 
compared to younger jobseekers. The re-
spondents declared if they ever have en-
countered discrimination because of their 
age, what would be appropriate to change, 
implement or organize in the labour mar-
ket for people over 50 and what are the 
biggest differences between generation X 
(people between 45 and 65 years) and Mil-
lennials (people between 20 and 30 years). 
Older job seekers think that they may of-
fer more knowledge and experience to  
a future employer than their younger col-
leagues. On the other hand, older job 
seekers are often afraid that it would take 
more time to learn new things and tech-
nologies for them. Millennials, according 
to respondents, have better knowledge 
regarding computer skills and new tech-
nologies compared to the generation X.

At the end of the paper it is going to be 
mentioned how respondents perceive their 
situation on the labour market. Most of the 
respondents believe that there is a latent 
ageism at the workplace although it is for-
bidden to speak loudly about that and they 
consider important to put more emphasis on 
the positive factors of 50+ people. That is 
also a direction for future applied research.
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