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BeLIEVING THAT OLDER APPLICANTS MAY NoT Possess THE REQUIRED TECHNOLOGY KNOwWLEDGE For A JoB Is AN EXAMPLE
OF AGE-RELATED STEREOTYPES THAT CONTINUE TO INFLUENCE HIRING PRACTICES IN MANY INDUSTRIES. DESPITE SIGNIFICANT
ADVANCEMENTS IN TECHNOLOGY AND THE GROWING DIGITAL LITERACY ACROSS AGE GROUPS, MISCONCEPTIONS ABOUT OLDER
WORKERS' TECHNOLOGICAL CAPABILITIES PERSIST. THESE BIASES NOT ONLY HINDER FAIR EMPLOYMENT OPPORTUNITIES FOR
OLDER APPLICANTS BUT ALSO PREVENT ORGANIZATIONS FROM BENEFITING FROM THE DIVERSE EXPERIENCES AND SKILLS THAT
OLDER EMPLOYEES CAN BRING TO THE WORKPLACE. UUNDERSTANDING THE ROOTS OF THIS STEREOTYPE AND ADDRESSING IT
THROUGH INFORMED HIRING PRACTICES IS CRUCIAL FOR FOSTERING INCLUSIVE, INNOVATIVE, AND PRODUCTIVE WORK
ENVIRONMENTS.

THe RooTs ofF THE STEREOTYPE: WHY Do EMPLOYERS BELIEVE OLDER
APPLICANTS LACk TECH SKILLS?

HisTorICAL TECHNOLOGICAL ADOPTION AND MEDIA PORTRAYALS

MANY ASSUMPTIONS ABOUT OLDER WORKERS AND TECHNOLOGY STEM FROM OUTDATED PERCEPTIONS ROOTED IN EARLIER
TECHNOLOGICAL ERAS. IN THE PAST, RAPID TECHNOLOGICAL CHANGES CREATED A DIGITAL DIVIDE, OFTEN PORTRAYED IN MEDIA
AS A GAP BETWEEN TECH-SAVVY YOUNGER GENERATIONS AND LESS FAMILIAR OLDER ADULTS. THESE PORTRAYALS REINFORCED
THE STEREOTYPE THAT OLDER INDIVIDUALS ARE RESISTANT OR UNABLE TO LEARN NEW TECHNOLOGIES.

GENERATIONAL DIFFERENCES AND EXPERIENCE BIAS

SOME EMPLOYERS UNCONSCIOUSLY ASSOCIATE AGE WITH A LACK OF FAMILIARITY OR COMFORT WITH MODERN DIGITAL TOOLS,
ESPECIALLY IF THEIR OWN EXPERIENCES ARE LIMITED TO WORKING WITH NEWER GENERATIONS. THE BELIEF THAT YOUNGER

W/ ORKERS ARE INHERENTLY MORE ADAPTABLE TO TECHNOLOGICAL CHANGES PERPETUATES THE MISCONCEPTION THAT OLDER
APPLICANTS ARE LESS CAPABLE IN THIS AREA.

ASSUMPTIONS ABOUT LEARNING ABILITY AND ADAPTABILITY

A COMMON MISCONCEPTION IS THAT OLDER WORKERS ARE LESS WILLING OR ABLE TO LEARN NEW SKILLS, INCLUDING
TECHNOLOGY. W/HILE LEARNING CURVES EXIST FOR EVERYONE, EVIDENCE SUGGESTS THAT WITH PROPER TRAINING AND
MOTIVATION, OLDER EMPLOYEES CAN ACQUIRE NEW TECHNICAL SKILLS JUST AS EFFECTIVELY AS THEIR YOUNGER
COUNTERPARTS.

THE ReaLITY: OLDER APPLICANTS OFTEN POSSeEss STRONG TECHNOLOGY
SKILLS

ReceNT DATA oN DIGITAL LITERACY Across AGE GROUPS

CONTRARY TO STEREOTYPES, STUDIES SHOW THAT MANY OLDER ADULTS ARE HIGHLY PROFICIENT WITH TECHNOLOGY:

o ACCoRrDING To Pew ResearcH CENTER (202 1), APPROXIMATELY 7 3% OF ADULTS AGED 65 AND OLDER USE THE



INTERNET REGULARLY.

® MANY SENIORS ACTIVELY USE SMARTPHONES, SOCIAL MEDIA, AND ONLINE BANKING, DEMONSTRATING THEIR DIGITAL
COMPETENCE.

e OLDER ADULTS ARE INCREASINGLY ENGAGING IN ONLINE LEARNING, WHICH ENHANCES THEIR TECHNOLOGICAL SKILLS.

ExPERIENCE AND SkILLS GAINED OVER A LIFETIME

OLDER APPLICANTS OFTEN HAVE EXTENSIVE PROFESSIONAL EXPERIENCE, INCLUDING!
® PROFICIENCY WITH A VARIETY OF SOFTWARE TOOLS ACCUMULATED OVER YEARS OF WORK.
® STRONG PROBLEM~SOLVING, COMMUNICATION, AND ADAPTABILITY SKILLS DEVELOPED THROUGH DIVERSE ROLES.

® KNOWLEDGE OF INDUSTRY-SPECIFIC TECHNOLOGIES AND PROCESSES THAT NEWER EMPLOYEES MAY NOT YET POSSESS.

ExAMPLES OF OLDER APPLICANTS EXCELLING IN TECHNOLOGY-DRIVEN ROLES

MANY OLDER WORKERS HAVE SUCCESSFULLY TRANSITIONED INTO ROLES REQUIRING ADVANCED TECH SKILLS:

® RETIRED ENGINEERS WHO HAVE KEPT UP WITH TECHNOLOGICAL ADVANCEMENTS AND TRANSITIONED INTO CONSULTING
ROLES.

® SENIOR | T PROFESSIONALS PROVIDING MENTORSHIP AND LEADERSHIP IN TECH COMPANIES.

e ENTREPRENEURS OVER 50 WHO LEVERAGE DIGITAL MARKETING, EFCOMMERCE, AND SOCIAL MEDIA PLATFORMS TO GROW
THEIR BUSINESSES.

W/ HY BELIEVING OLDER APPLICANTS LACK TECH SKILLS |Is DETRIMENTAL

Missep OPPORTUNITIES FOR T ALENT AND EXPERIENCE

DISMISSING OLDER APPLICANTS BASED ON STEREOTYPES MEANS ORGANIZATIONS OVERLOOK VALUABLE SKILLS:
® RICH INDUSTRY KNOWLEDGE ACCUMULATED OVER DECADES.
® STRONG WORK ETHIC AND RELIABILITY OFTEN ASSOCIATED WITH EXPERIENCED WORKERS.

® | EADERSHIP AND MENTORING ABILITIES THAT CAN BENEFIT TEAM DYNAMICS.

IMPACT ON W ORKPLACE DIVERSITY AND INNOVATION

AGE DIVERSITY FOSTERS INNOVATIVE SOLUTIONS AND A BROADER PERSPECTIVE:

e OLDER EMPLOYEES CAN BRING UNIQUE INSIGHTS THAT CHALLENGE THE STATUS QUO.



® MIXED-AGE TEAMS HAVE BEEN SHOWN TO PERFORM BETTER DUE TO DIVERSE VIEWPOINTS.

LeGcAL AND ETHICAL CONSIDERATIONS

EMPLOYERS RISK LEGAL REPERCUSSIONS IF THEY DISCRIMINATE AGAINST OLDER APPLICANTS BASED ON UNFOUNDED
ASSUMPTIONS. ETHICAL HIRING PRACTICES SHOULD FOCUS ON SKILLS AND QUALIFICATIONS RATHER THAN AGE.

STRATEGIES TO COMBAT AGE-RELATED TECHNOLOGY STEREOTYPES IN
HIRING

IMPLEMENT OBJECTIVE SKILL ASSESSMENTS

USE PRACTICAL TESTS AND ASSESSMENTS TO EVALUATE ACTUAL TECHNICAL SKILLS RATHER THAN RELYING ON AGE-BASED
ASSUMPTIONS.

ProVvIDE TRAINING AND DEVELOPMENT OPPORTUNITIES

ENCOURAGE CONTINUOUS LEARNING FOR ALL EMPLOYEES, INCLUDING OLDER WORKERS, TO STAY CURRENT WITH TECHNOLOGICAL
ADVANCEMENTS.

PRoMOTE INCLUSIVE JoB DESCRIPTIONS AND ADVERTISEMENTS

AVOID LANGUAGE THAT IMPLIES AGE RESTRICTIONS OR STEREOTYPES. FOCUS ON SKILLS, EXPERIENCE, AND ADAPTABILITY.

TRAIN HIRING MANAGERS AND HR PROFESSIONALS

OFFER DIVERSITY AND BIAS TRAINING TO HELP THEM RECOGNIZE AND OVERCOME UNCONSCIOUS STEREOTYPES.

HIGHLIGHT Success STorIEs oF OLDER EMPLOYEES

SHOWCASE EXAMPLES OF OLDER WORKERS EXCELLING IN TECH ROLES TO CHALLENGE STEREOTYPES AND INSPIRE CONFIDENCE.

CREATING AN INCLUSIVE W ORKPLACE FOR ALL AGES

FosTerING A CULTURE OF LIFELONG LEARNING

ENCOURAGE EMPLOYEES OF ALL AGES TO DEVELOP NEW SKILLS AND STAY CURRENT WITH INDUSTRY TRENDS THROUGH
W ORKSHOPS, MENTORSHIP PROGRAMS, AND ONLINE COURSES.

ENCOURAGING INTERGENERATIONAL COLLABORATION

FACILITATE TEAMWORK BETWEEN DIFFERENT AGE GROUPS TO PROMOTE KNOWLEDGE SHARING AND MUTUAL RESPECT.



ReCOGNIZING AND V ALUING DIVERSE EXPERIENCES

ACKNOWLEDGE THE UNIQUE CONTRIBUTIONS OF OLDER EMPLOYEES, INCLUDING THEIR TECHNICAL SKILLS AND INDUSTRY INSIGHTS.

ConNcLUSION: CHALLENGING STEREOTYPES FOR A BETTER \W ORKFORCE

BELIEVING THAT OLDER APPLICANTS MAY NOT POSSESS THE REQUIRED TECHNOLOGY KNOWLEDGE FOR A JOB IS AN OUTDATED
STEREOTYPE UNSUPPORTED BY CURRENT DATA AND REAL-WORLD EXAMPLES. IN REALITY, MANY OLDER INDIVIDUALS ARE HIGHLY
CAPABLE WITH TECHNOLOGY, BRINGING VALUABLE SKILLS, EXPERIENCE, AND PERSPECTIVES TO THE \WORKPLACE. OVERCOMING
THIS MISCONCEPTION REQUIRES INTENTIONAL EFFORTS FROM EMPLOYERS TO IMPLEMENT FAIR HIRING PRACTICES, PROVIDE ONGOING
TRAINING, AND FOSTER AN INCLUSIVE ENVIRONMENT THAT VALUES CONTRIBUTIONS REGARDLESS OF AGE. EMBRACING AGE
DIVERSITY, ESPECIALLY IN TECHNOLOGY-DRIVEN ROLES, NOT ONLY ENHANCES ORGANIZATIONAL PERFORMANCE BUT ALSO
CREATES A MORE EQUITABLE AND INNOVATIVE WORKFORCE FOR THE FUTURE.

FREQUENTLY ASkeD QUESTIONS

WHY IS IT A MISCONCEPTION TO BELIEVE OLDER APPLICANTS LACK NECESSARY
TECHNOLOGY SKILLS?

RESEARCH SHOWS THAT MANY OLDER APPLICANTS HAVE STRONG TECHNOLOGY SKILLS AND ADAPTABILITY, ASSUMING
OTHERWISE PERPETUATES AGE BIAS AND OVERLOOKS QUALIFIED CANDIDATES.

How CAN EMPLOYERS CHALLENGE AGE-RELATED STEREOTYPES ABOUT TECHNOLOGY
PROFICIENCY?

EMPLOYERS CAN IMPLEMENT UNBIASED HIRING PRACTICES, PROVIDE TRAINING OPPORTUNITIES, AND FOCUS ON INDIVIDUAL SKILLS
RATHER THAN AGE-BASED ASSUMPTIONS.

WHAT ARE THE CONSEQUENCES OF DISMISSING OLDER APPLICANTS BASED ON
TECHNOLOGY ASSUMPTIONS?

THIS CAN LEAD TO A LESS DIVERSE \WORKFORCE, MISSED TALENT, AND POTENTIAL LEGAL ISSUES RELATED TO DISCRIMINATION
CLAIMS.

\YW/HAT STRATEGIES CAN ORGANIZATIONS USE TO ASSESS TECHNOLOGY SKILLS FAIRLY
ACROSS ALL AGE GROUPS?

ORGANIZATIONS CAN USE SKILL-BASED ASSESSMENTS, PRACTICAL TESTS, AND INTERVIEWS THAT FOCUS ON ACTUAL
TECHNOLOGY COMPETENCIES RATHER THAN AGE OR STEREOTYPES.

ARE THERE ANY BENEFITS TO HIRING OLDER APPLICANTS WITH STRONG TECHNOLOGY
SKILLS?

YES/ THEY OFTEN BRING VALUABLE EXPERIENCE, MENTORSHIP ABILITIES, AND A DIVERSE PERSPECTIVE THAT CAN ENHANCE TEAM
PERFORMANCE.

\WHAT TRAINING OPTIONS EXIST FOR OLDER EMPLOYEES TO UPDATE THEIR TECHNOLOGY



KNOWLEDGE?

ORGANIZATIONS CAN OFFER W ORKSHOPS, ONLINE COURSES, MENTORSHIP PROGRAMS, AND ONGOING PROFESSIONAL DEVELOPMENT
FOCUSED ON CURRENT TECHNOLOGY TOOLS.

How CAN COMPANIES PROMOTE AN INCLUSIVE CULTURE THAT COUNTERS STEREOTYPES
ABOUT AGE AND TECHNOLOGY?

BY FOSTERING AW ARENESS, ENCOURAGING DIVERSITY, AND SHOWCASING SUCCESS STORIES OF TECH-SAVVY OLDER EMPLOYEES,
COMPANIES CAN CREATE AN INCLUSIVE ENVIRONMENT.

ADDITIONAL RESOURCES

BELIEVING THAT OLDER APPLICANTS MAY NOT POSSESS THE REQUIRED TECHNOLOGY KNOWLEDGE FOR A JOB EXEMPLIFIES A
COMMON STEREOTYPE THAT INFLUENCES HIRING PRACTICES AND WORKPLACE DYNAMICS. THIS PERCEPTION, ROOTED IN AGEISM
AND TECHNOLOGICAL CHANGE, HAS SIGNIFICANT IMPLICATIONS FOR BOTH EMPLOYERS AND OLDER JOB SEEKERS. |T REFLECTS
BROADER SOCIETAL BIASES THAT OFTEN EQUATE AGE WITH DIMINISHED ADAPTABILITY OR TECHNOLOGICAL PROFICIENCY,
DESPITE MOUNTING EVIDENCE TO THE CONTRARY. THIS ARTICLE EXPLORES THE ORIGINS OF THIS BELIEF, ITS IMPACT ON
EMPLOYMENT OPPORTUNITIES, AND STRATEGIES TO CHALLENGE AND OVERCOME SUCH MISCONCEPTIONS.

UNDERSTANDING THE STEREOTYPE: ORIGINS AND ROOTS

THe HisTorICAL CONTEXT OF AGE-RELATED STEREOTYPES

STEREOTYPES LINKING AGE WITH TECHNOLOGICAL INCOMPETENCE ARE NOT NEW, THEY HAVE EVOLVED ALONGSIDE SOCIETAL
VIEWS ON AGING AND TECHNOLOGICAL INNOVATION. HISTORICALLY/ OLDER GENERATIONS \WERE PERCEIVED AS LESS ADAPTABLE
TO RAPID TECHNOLOGICAL ADVANCEMENTS, ESPECIALLY AS DIGITAL TOOLS BECAME CENTRAL TO WORK ENVIRONMENTS. THIS
PERCEPTION GAINED MOMENTUM DURING THE LATE 20TH AND EARLY 2 1ST CENTURIES, COINCIDING WITH THE DIGITAL
REVOLUTION THAT TRANSFORMED INDUSTRIES AND COMMUNICATION.

THe RoLE oF MepiA AND CULTURAL NARRATIVES

MEDIA PORTRAYALS OFTEN REINFORCE THESE STEREOTYPES BY DEPICTING OLDER CHARACTERS AS TECHNOPHOBIC OR RESISTANT
TO CHANGE. FILMS, TELEVISION, AND ADVERTISING FREQUENTLY SHOW OLDER INDIVIDUALS STRUGGLING WITH SMARTPHONES OR
COMPUTERS, WHICH PERPETUATES THE MISCONCEPTION THAT AGE CORRELATES WITH TECHNOLOGICAL INEPTITUDE. \W/HILE THESE
PORTRAYALS MAY BE EXAGGERATED OR ANECDOTAL, THEY SHAPE SOCIETAL EXPECTATIONS AND EMPLOYER BIASES.

EconoMic AND ORGANIZATIONAL FACTORS

ORGANIZATIONS DRIVEN BY INNOVATION AND COMPETITIVENESS MAY LEAN TOWARDS HIRING YOUNGER CANDIDATES PERCEIVED
AS MORE TECH-SAVVY, FURTHER ENTRENCHING THE STEREOT YPE. ADDITIONALLY, THE ASSUMPTION THAT OLDER APPLICANTS
LACK FAMILIARITY WITH NEWER TECHNOLOGIES CAN LEAD EMPLOYERS TO PRIORITIZE YOUNGER TALENT, SOMETIMES
PREMATURELY DISMISSING EXPERIENCED CANDIDATES.



THE IMPACT OF THE STEREOTYPE ON EMPLOYMENT OPPORTUNITIES

BARRIERS FACED BY OLDER JOB SEEKERS

THE BELIEF THAT OLDER APPLICANTS LACK NECESSARY TECHNOLOGY SKILLS CREATES TANGIBLE OBSTACLES:

- PRE-INTERVIEW BIAS: RECRUITERS MAY UNCONSCIOUSLY SCREEN OUT OLDER CANDIDATES BASED ON ASSUMPTIONS RATHER
THAN EVIDENCE.

- LiMITED TRAINING OPPORTUNITIES: EMPLOYERS MAY BE LESS INCLINED TO INVEST IN UPSKILLING OLDER EMPLOYEES, ASSUMING
THEY ARE LESS ADAPTABLE.

- Repucep ConNFIDENCE: OLDER APPLICANTS MAY INTERNALIZE THESE STEREOTYPES, LEADING TO SELF-DOUBT AND DECREASED
MOTIVATION DURING JOB SEARCHES.

THe CONSEQUENCES FOR EMPLOYERS AND ORGANIZATIONS

THIS BIAS NOT ONLY AFFECTS INDIVIDUAL CAREERS BUT ALSO DEPRIVES ORGANIZATIONS OF VALUABLE TALENT:

- Loss oF ExPERIENCE: OLDER WORKERS OFTEN BRING INSTITUTIONAL KNOWLEDGE, MENTORSHIP ABILITIES, AND A STRONG \WORK
ETHIC.

- INNOVATION AND DIVERSITY: AGE DIVERSITY ENHANCES ORGANIZATIONAL CREATIVITY AND PROBLEM-SOLVING; STEREOTYPING
HAMPERS THIS POTENTIAL.

- LEGAL AND ETHICAL Risks: DISCRIMINATORY HIRING PRACTICES BASED ON AGE CAN LEAD TO LEGAL CHALLENGES AND
REPUTATIONAL DAMAGE.

STATISTICAL EVIDENCE AND RESEARCH FINDINGS

RESEARCH INDICATES THAT:

- MANY OLDER WORKERS ARE PROFICIENT WITH MODERN TECHNOLOGIES, OFTEN SURPASSING YOUNGER COUNTERPARTS IN DIGITAL
LITERACY.

- STUDIES SHOW THAT AGE DISCRIMINATION PERSISTS DESPITE EVIDENCE THAT TECHNOLOGICAL COMPETENCE IS NOT AGE-
DEPENDENT.

- EMPLOYERS WHO INVEST IN TRAINING REPORT HIGH SUCCESS IN INTEGRATING OLDER EMPLOYEES INTO TECH-DRIVEN ROLES.

CHALLENGING THE STEREOTYPE: EVIDENCE AND COUNTEREXAMPLES

EMPIRICAL EVIDENCE DEMONSTRATING TECHNOLOGICAL COMPETENCE

CONTRARY TO POPULAR BELIEF, NUMEROUS STUDIES HIGHLIGHT THAT:

- OLDER ADULTS ARE INCREASINGLY ADOPTING SMARTPHONES, SOCIAL MEDIA, AND ONLINE PLATFORMS.

- MANY HAVE EXTENSIVE EXPERIENCE WITH COMPLEX SOFTWARE AND DIGITAL TOOLS ACQUIRED OVER THEIR CAREERS.
- LIFELONG LEARNING INITIATIVES AND ONLINE COURSES HAVE MADE TECHNOLOGY TRAINING ACCESSIBLE TO ALL AGES.

ExAMPLES oF SuccessrUL OLDER TECH-SAVVY PROFESSIONALS

HIGHLIGHTING INDIVIDUALS WHO DEFY STEREOTYPES:

- TECH ENTREPRENEURS IN THEIR 505 AND 60S WHO LAUNCHED SUCCESSFUL STARTUPS.

- OLDER PROFESSIONALS MASTERING NEW SOFTWARE PLATFORMS AND DIGITAL MARKETING TOOLS.

- SENIOR VOLUNTEERS AND COMMUNITY LEADERS ACTIVELY ENGAGING WITH DIGITAL PLATFORMS TO SUPPORT CAUSES.



RoLE ofF DiGITAL LITERACY PROGRAMS FOR OLDER ADULTS

GOVERNMENT AND NONPROFIT INITIATIVES AIM TO BRIDGE THE DIGITAL DIVIDE:

- FREE OR SUBSIDIZED TRAINING SESSIONS TAILORED FOR SENIORS.

- COMMUNITY CENTERS OFFERING \WORKSHOPS ON BASIC AND ADVANCED DIGITAL SKILLS.

- ONLINE TUTORIALS DESIGNED FOR OLDER LEARNERS, EMPHASIZING PRACTICAL APPLICATIONS.

STRATEGIES FOR EMPLOYERS TO OVERCOME AGE-RELATED TECHNOLOGY
STEREOTYPES

IMPLEMENTING INCLUSIVE HIRING PRACTICES

EMPLOYERS CAN ADOPT MEASURES SUCH AS:

- STRUCTURED INTERVIEWS THAT ASSESS ACTUAL SKILLS RATHER THAN ASSUMPTIONS.

- USING PRACTICAL ASSESSMENTS OR SKILLS TESTS DURING THE HIRING PROCESS.

- PROMOTING DIVERSITY AND INCLUSION POLICIES THAT EXPLICITLY ADDRESS AGE BIASES.

ProVIDING ONGOING TRAINING AND DEVELOPMENT

INVESTING IN EMPLOYEE DEVELOPMENT BENEFITS ALL:

- OFFERING REFRESHER COURSES ON EMERGING TECHNOLOGIES.

- CREATING MENTORSHIP PROGRAMS WHERE TECH-SAVVY YOUNGER EMPLOYEES SUPPORT OLDER COLLEAGUES.
- ENCOURAGING A CULTURE OF CONTINUOUS LEARNING REGARDLESS OF AGE.

CHANGING ORGANIZATIONAL CULTURE AND ATTITUDES

LEADERSHIP PLAYS A CRITICAL ROLE:

- RAISING AW ARENESS ABOUT AGEISM AND ITS IMPACTS.

- SHARING SUCCESS STORIES OF OLDER EMPLOYEES PROFICIENT IN TECHNOLOGY.
- CELEBRATING DIVERSITY IN AGE AND SKILLS WITHIN THE WORKPLACE.

PoLicy AND LEGAL FRAMEWORKS ADDRESSING AGE DISCRIMINATION

LeGAL PROTECTIONS AGAINST AGE DISCRIMINATION

MANY COUNTRIES HAVE LAWS THAT PROHIBIT DISCRIMINATION BASED ON AGE:

- THe AGE DISCRIMINATION IN EMPLOYMENT AcT (ADEA) IN THE UNITED STATES.
- THE EQuUALITY AcT 2010 IN THE UK.

- EUROPEAN UNION DIRECTIVES PROMOTING AGE EQUALITY.

ENCOURAGING FAIR RECRUITMENT AND RETENTION PRACTICES

POLICIES SHOULD FOCUS ON:
- OBJECTIVE ASSESSMENTS OF SKILLS.



- EQUAL OPPORTUNITIES FOR TRAINING AND ADVANCEMENT.
- MONITORING HIRING AND PROMOTION DATA TO IDENTIFY BIASES.

RoLE oF GOVERNMENTS AND ADVOCACY GROUPS

ORGANIZATIONS ADVOCATE FOR:

- PUBLIC AWARENESS CAMPAIGNS CHALLENGING STEREOTYPES.

- FUNDING FOR DIGITAL LITERACY PROGRAMS TARGETING OLDER ADULTS.

- RESEARCH TO BETTER UNDERSTAND AND DISMANTLE AGE-RELATED BIASES.

ConNcLusIoN: MoVING TowWARD A MoRE INCLUSIVE AND EQUITABLE FUTURE

BELIEVING THAT OLDER APPLICANTS MAY LACK THE NECESSARY TECHNOLOGY KNOWLEDGE IS A MISCONCEPTION ROOTED IN
STEREOTYPES, SOCIETAL BIASES, AND INCOMPLETE PERCEPTIONS OF AGING. AS TECHNOLOGY CONTINUES TO EVOLVE AT A
RAPID PACE, THE ABILITY TO ADAPT AND LEARN IS LESS ABOUT AGE AND MORE ABOUT INDIVIDUAL MOTIVATION, ACCESS TO
RESOURCES, AND ORGANIZATIONAL SUPPORT. CHALLENGING THESE STEREOTYPES REQUIRES CONCERTED EFFORTS ACROSS
MULTIPLE LEVELS—INDIVIDUAL, ORGANIZATIONAL, AND POLICY——TO FOSTER ENVIRONMENTS WHERE SKILLS ARE EVALUATED
FAIRLY AND OPPORTUNITIES ARE ACCESSIBLE TO ALL, REGARDLESS OF AGE.

BY RECOGNIZING THE DIVERSITY OF EXPERIENCES AND EMBRACING LIFELONG LEARNING, EMPLOYERS CAN TAP INTO A VALUABLE
TALENT POOL THAT COMBINES WISDOM WITH TECHNOLOGICAL COMPETENCE. ULTIMATELY, DISMANTLING AGEIST ASSUMPTIONS
BENEFITS NOT ONLY OLDER WORKERS BUT ALSO ENHANCES ORGANIZATIONAL RESILIENCE, INNOVATION, AND SOCIETAL COHESION
IN AN INCREASINGLY DIGITAL WORLD.
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