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Purpose. The aim of this paper is to summarize key strategies of knowledge retention and transfer from older 

workers in order to prevent knowledge loss in the organization due to mass retirement of the employees. Key conditions 
and strategies of knowledge retention and transfer from the older workers in organization are summarized. 
Methodology. A qualitative research approach is applied to investigation of organizational and individual antecedents 
of effective knowledge retention and sharing. It is revealed that organizational factors conditioning successful 
knowledge transfer include existence of knowledge-sharing norms, sufficient level of trust and cooperation, 
interpersonal informal relations and networks, social support. Availability of knowledge-sharing infrastructure such as 
corporate knowledge repository, communication and IT knowledge systems, physical and virtual spaces for 
communications, available time are also critical conditions. Individual characteristic of the knowledge sender include 
his  knowledge and expertise, willingness to share knowledge, disseminative capacity and cognitive proximity with 
knowledge recipient. Originality. Organizational strategies contributing to effective knowledge transfer are proposed to 
be the following: creation of corporate knowledge repository and communities of practice, development  of corporate 
knowledge networks, stimulation of informal communications and socialization of the employees, motivation of 
teamwork and horizontal communications, open decision-making and availability of information, reward system  based 
not only on financial indicators, but also on results of cooperation. Strategies of influence to the individual 
characteristics of knowledge sender include motivation and development of his disseminative capacity via training and 
facilitation. 

Practical value. Retention of the retirees in the workplace helps to reduce the loss of corporate knowledge and 
memory and to develop managerial competencies. Phased retirement programs, casual employment or term contract, 
retiree involvement as consultant or  the members of the board of directors, mentoring, succession planning, job 
shadowing, keeping the corporate base of pensioners, retirement return programs are proved to be effective HR 
management strategies for older workers retention. References 19, tables 1. 
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Наслідками старіння населення та масового виходу на пенсію працівників для організацій є втрата 

корпоративних знань та досвіду, що негативно впливає на ефективність організації в цілому. В роботі 
проаналізовано ключові стратегії утримання та передачі знань літніх працівників в організаціях. Якісний аналіз 
застосовано у визначенні організаційних та індивідуальних чинників, що сприяють ефективному утриманню і 
трансферу знань. На основі визначених чинників синтезовано стратегії управління персоналом, що дозволяють 
довше утримувати пенсіонерів на робочому місті та передавати їх знання та досвід молодшим поколінням 
співробітників. Наявність інфраструктури для обміну знаннями, такими як сховище корпоративних знань, 
системи зв'язку та інформаційні технології щодо управління знаннями, наявність фізичного та віртуального  
простору для зв'язку, спеціально виідлений час є також критичними умовами. Індивідуальні характеристики 
володаря знань включають його знання та досвід, готовність ділитися знаннями, здатність до розповсюдження 
та когнітивна близькість з одержувачем знань. Запропоновано організаційні стратегії, що сприяють 
ефективному трансферу знань: створення сховищ корпоративних знань та спільнот практиків, розвиток мереж 
корпоративних знань, стимулювання неформальних комунікацій та соціалізації працівників, мотивація спільної 
роботи та горизонтальних комунікацій, відкритість та прозорість у прийнятті рішення, доступність інформації, 
впровадження системи винагород, що заснована не тільки на фінансових показниках, але й на результатах 
співпраці. Стратегії впливу на індивідуальні характеристики володаря знань включають мотивацію та 
підтримку, розвиток його здатності до трансферу знань через навчання та фасилітацію. 

Утримання пенсіонерів на робочому місці допомагає зменшити втрату корпоративних знань та пам'яті та 
розвивати управлінські компетенції. Програми поетапного виходу на пенсію, неповна зайнятість або строковий 
контракт, участь пенсіонері в якості консультантів чи членів ради директорів, наставництво, планування 
послідовності, ведення корпоративної бази пенсіонерів, програми повернення з пенсії є ефективними 
стратегіями управління персоналом для утримання працівників похилого віку. 

Ключові слова: старіння, пенсіонери, знання, утримання, трансфер, стратегії. 
 
PROBLEM STATEMENT. The aging population 

and the massive retirement of baby boomers poses new 
challenges for organizations. One of the implications of  
the  older workers retirement is a  loss of knowledge, 
wisdom and experience accumulated by the employees 

during the years of work not codified and fixed in the   
corporate memory. As a consequence of  demographic 
situation, a significant loss of human capital due to 
retirement is expected before 2025. The demographic 
situation is similar both for the developed countries and 
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the developing ones. Ukraine is one of the thirty oldest 
countries of the world and also has forecasted mass 
retirement and decrease of labor force supply. 
Assessing  the financial consequences of  the  lost 
knowledge seems rather difficult, however, the 
potential risks of losing critical knowledge is  
decreased productivity, increased  errors and accidents,  
decreased  creativity, loss of client relations. Once 
leaving the organization, knowledge and expertise is 
difficult to recover. The record retirement of 
experienced employees is expected in the next decade, 
so the actual task for the organizations is to codify,  
retain and transfer the knowledge accumulated by 
employees until their full retirement. 

The aim of this paper is to summarizes key 
strategies of knowledge retention and transfer from the 
older workers in order to prevent knowledge loss in the 
organization caused by mass retirement of the 
employees. 

EXPERIMENTAL PART AND RESULTS 
OBTAINED. Knowledge is the central resource of 
many organizations. On retiring, employees take with 
them the key skills and corporate memory, experience 
and expertise, decision-making procedures, work  
practices and routines, the experience of successes and 
failures of the company. The costs of staff retirement 
include expenses  on training  and development  of the 
new employees, a decreased organizational efficiency, 
decreased  productivity and a loss of social capital of 
the organization. Increased employee retirement also 
reduces organizational memory, and depletes the 
supply of mentors available for coaching new 
employees. 

If knowledge is not retained, organizations will not 
be able to learn from past experiences and will have to 
continually reinvent the wheel, unless appropriate 
knowledge resides within the organization and is easily 
accessible to the right people to enable them to do their 
jobs. The knowledge gaps  are often difficult to 
precisely indicate and reveal, while  many working   
processes are implicit and complex in modern 
workplaces. 

One of the reasons  of knowledge retention is 
existence of two types of knowledge – structured  
(explicit) and unstructured (tacit, implicit) knowledge. 
Explicit knowledge can be decoded, documented, 
transferred to others. It is stored in the documents, 
books, reports, drawings, calculations, designs, 
databases, routines, flowcharts, storyboards  and 
instructions. It could be transmitted by means of  the  
text, video, sound, software etc [1, p. 5]. 

Tacit knowledge is the product of an individual  
experience, reflecting his beliefs and values. It  
includes skills, experience, insights, intuition and 
judgment. It is transferred in the process of 
observation, interpersonal communication and 
discussions. Tacit  knowledge can be technical or 
cognitive. Technical knowledge covers expertise and 
information regarding know-how, while cognitive 
knowledge consists of the mental models, beliefs and 
values. An individual  is the main holder  of tacit  
knowledge, which is difficult to codify and document 
due to its  transparent characteristics. Tacit knowledge 

is acquired through the  internal individual processes - 
experience, reflection, internalization or personal 
talents. 

Explicit knowledge could  be stored  in mechanical  
or technological way, for example in textbooks or  
information systems, tacit knowledge is stored 
primarily in the memory and soul of people. Tacit 
knowledge makes work to be more easily done, 
improves work quality and is often a sign of an 
individual mastery. Using tacit knowledge increases  
efficiency in decision making, customer service and 
production, improves tasks quality. In a world with a 
growing value and decreasing amount of time, experts 
can achieve time savings through the use of tacit  
knowledge [2, p. 359]. An example of tacit  knowledge 
could be  behavior with an aggressive client or the 
company's approaches to serving  special clients. The 
organizational form of implicit knowledge could be 
stored  in routines, organizational culture and cognitive 
schemes. 

There exist the following types of  knowledge: 
human, social, cultural and structured one. Human or 
individual knowledge is knowledge of how to perform 
something and reveals itself in the form of  skill 
(ability to make a business plan, to program an 
equipment, to solve conflicts) or expertise (a deep 
understanding of chemical reactions, algorithms for 
implementing policies, knowledge of the software 
package). Human knowledge can also be sensitive, i.e. 
located in the body, such as the ability to print or drive 
a car, or cognitive (conceptual and abstract). Social 
knowledge exists in relationships between people or 
within groups and often called social capital. An 
employee  with a wide personal network of client 
relationships or efficient research team possess social 
knowledge. Social knowledge is largely tacit, shared by 
group members and created in the  teamwork. Tacit 
knowledge  is reflected in the high level of trust and 
ability to cooperate [3, p. 23]. 

Cultural knowledge reflects  collective 
understanding of organization routines   and behavior 
practices. While  social knowledge reflects  an 
intellectual capital inherent to certain relationships, 
cultural knowledge describes collective knowledge that 
is more widely spread in organization and representing  
organizational norms, values, roles and standards of 
behavior with colleagues and other stakeholders. 
Knowledge in this form is explicit and based on rules. 
It differs from the other types of knowledge  and is 
separated from  a human as a holder. Cultural 
knowledge   is mainly  an organizational resource. 

Thus, the main implication of employees retirement  
is the loss of both explicit and tacit knowledge, 
including  technical expertise, knowledge of 
organizational practices and behavior rules, 
organizational culture. While formalized knowledge 
can be stored  in reports, instructions and   rules, tacit 
knowledge is easier to transfer in the process of 
interpersonal communication, apprenticeship and 
mentoring, direct interaction and discussions, good 
practices and critical incidents debriefing, informal 
networks  and practical experience. Tacit knowledge is 
acquired, taught and shared through knowledge fairs, 



МЕНЕДЖМЕНТ, МАРКЕТИНГ ТА УПРАВЛІННЯ ПЕРСОНАЛОМ  

 
Вісник КрНУ імені Михайла Остроградського. Випуск 6/2017 (107). Частина 2 

64 

learning communities, study missions, tours, advisory 
boards, job rotation, stories, myths and task forces. 

As  a personal  productivity is strongly predicted by 
the abilities, motivation and capabilities of the 
individual, so does  knowledge management  depend  
on the same determinants. Knowledge management 
context affects individual  ability of knowledge 
creation, retention  and transfer. While  knowledge 
transfer being a  time  consuming activity, it  is  
sometimes  considered   as an  extra-role behavior by 
the  employees. Proper conditions for knowledge 
retention is a key success factor in effective knowledge 
managing strategy. Allocating  time and place for 
knowledge retention and transfer practices is an 
antecedent for it. One of the reasons that physical 
proximity helps knowledge transfer is that knowledge 
is most credible when it comes from a trusted source, 
and working or living with someone provides some 
basis for establishing trust . The basis of trust may be 
personal  or professional. It may also be based on 
institutional credibility or credentials  and this 
credibility of course does not require personal 
acquaintance [4, p. 62]. 

 At the same time, geographical proximity does not 
always stimulate the transfer of knowledge. There are 
different types of proximity: cognitive, organizational, 
institutional, social and geographic. Knowledge is 
easily transferred  in socially embedded relationships 
between employees. The stronger the network of 
personal relationships, the more enthusiastic are  
employees towards investing time and energy in 
transferring knowledge to others [5, p. 403]. 

Knowledge transfer demands  a certain degree of 
cognitive proximity - the existence of a common 
knowledge base between people,  ability to mutual 
understanding and learning, to exchange knowledge. 
As an  effective knowledge transfer requires the ability 
to absorb, clarify, interpret and apply new knowledge, 
cognitive distance between people should not be too 
large  to make  mutual learning to be  possible. So, 
organization management should create opportunities 
for socializing at the workplace by creating spaces, 
events, stimulating teamwork and communication 
between departments. These spaces can be physical, 
virtual or mental  ones and aimed at facilitating   both 
formalized and implicit  knowledge transfer.   
Important for  knowledge transfer is   time available for 
these practices. Lack of time causes the inefficient 
dissemination and exchange of knowledge in the 
organization. Case studies of companies successful at 
knowledge retention reveal the fact of allocating 
special days free from work for the corporate practices 
of  knowledge transfer.  

Organizational culture is proved by many scholars 
to be an important element of knowledge transfer  
context.  In the study of determinants of individual 
engagement in knowledge sharing  Cabrera at al [6, 
p. 260] revealed the impact of social support on 
knowledge sharing. People who perceive their co-
workers and supervisors to value knowledge sharing 
feel more inclined to engage in such behaviour. This 
finding underlines the importance of top-management 
role  in the implementation of knowledge management 

systems. Top management can send strong messages to 
the organization as to how important sharing 
knowledge is. These messages can be direct or indirect, 
through modelling, rewards and recognition.  Managers 
sharing  knowledge and success and failure practices, 
strengthen social organizational norms of knowledge 
transfer. Managers bear much responsibility for 
creating an atmosphere in which knowledge-sharing is 
not only possible, but expected and rewarded. 

Being an element of organizational environment 
trust was found to positively predict knowledge sharing 
within as well as between work units. According to 
Cabrera’s study, norms that encourage open exchanges 
of knowledge among organizational members will lead 
to a greater degree of knowledge sharing. A strong 
sense of group identity also influences individual 
knowledge-sharing behavior [7, p. 723]. In an open 
culture of trust and reciprocity, people are more likely 
to share their knowledge. Levin and Kross have also  
proved the positive connection between trust and 
knowledge dissemination [8]. 

Management practices for creating a culture of trust 
and cooperation include open communications, 
egalitarianism, fairness in decision-making, and 
perceived support from the organization, staff or 
mentor. These practices positively influence 
relationships, and therefore increase the expectations of 
reciprocity [7, p. 728]. Open decision-making, 
availability  of information and a motivation of all team 
members  contribute to an increase in the  trust level. 
On the contrary, unilateral decision-making, secrecy 
and lack of information depress confidence in the team. 
Asking professionals and managers to share the 
intellectual capital, which is a primary source of their 
value to the organization, requires considerable trust on 
the part of the employee. Decisions to share what they 
have learned will be determined by whether the 
organization has earned that  trust by demonstrating 
respect for its employees. An insufficient  trust 
environment reduces degree of cooperation, 
communication  frequency and the willingness to 
knowledge sharing in organization. Structural 
processes  of information dissemination, team meetings 
and use of corporate information networks  for the  best 
practices dissemination  facilitate   knowledge transfer. 
The culture of retention is critic. 

Husted and Michailova point out that the 
knowledge owners behavior depends on their 
willingness to share knowledge with other 
organizational members on demand [9, p. 62]. The 
authors identified the reasons for the knowledge 
senders’ hostility to share knowledge: the potential loss 
of value and protection of  competitive advantage due 
to a sense of ownership of accumulated knowledge; 
unwillingness to spend time on knowledge transfer, 
while  this time could be spent on  more productive 
activities; fear of “ knowledge parasites” - people who 
invested  less  effort in their development; avoidance of  
exposure and  external evaluation of the knowledge 
quality during its transfer; fear of losing  position of 
privilege and superiority  due to  knowledge sharing. 

Therefore, the behavior of knowledge holders 
depends on their individual characteristics, including 
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knowledge and experience, as well as the willingness  
to transfer knowledge. Among other traits, knowledge 
senders should have well-developed abilities to 
articulate and communicate knowledge – disseminative 
capacity. These abilities could be acquired, for 
example, through education, training, observation, and 
involvement. So, in case an employee holds a  unique 
knowledge or expertise and has insufficient 
disseminative capacity, the company should support 
him and develop his  abilities  for knowledge sharing. 

S.Goh points out to the importance of  knowledge 
transfer infrastructure [10, p. 26]. In organizations with 
high hierarchy level  knowledge become «sticky» in 
certain areas and do not flow to other parts of 
organization. Breaking down the hierarchies in the 
organization enables knowledge transfer. 
Organizational solutions such as creating horizontal 
communication streams increase the effectiveness of 
knowledge sharing. Horizontal communications are 
enhanced by use of  communication technologies,  
creating cross-functional teams and encouraging 
teamwork in the organization. This forces individuals 
and groups away from the silo mentality  and  
contribute to horizontal communication and 
cooperation. Another of support structure in 
organization is the reward system. Rewarding 
employees only on the basis of financial success 
stimulates competition and lack of sharing. A review of 
the remuneration system, including indicators such as 
the degree of cooperation and exchange of best 
practices, can improve the effectiveness of knowledge 
sharing. Therefore, effective retention and transfer of 
knowledge in an organization requires both proper 
organizational culture and relevant individual 

characteristics of the knowledge sender. Individual 
characteristics include cognitive proximity of 
employees, disseminative capacity and willingness to 
transfer knowledge. The organizational factors include 
the level of trust, culture of reciprocity and 
cooperation, strong social norms of knowledge sharing, 
motivation and reward system based on retention 
results,  physical and virtual infrastructure, informal 
personal relationships between employees, allocated 
time for the transfer of knowledge. The organization's 
strategies aimed at creating a favorable climate are: the 
creation of communities of practice, the creation of 
corporate knowledge networks, the stimulation of 
informal communications and the socialization of 
employees, the stimulation of teamwork and horizontal 
communications, open decision-making and the 
accessibility of information, remuneration not only for 
financial indicators, but also for results of cooperation. 
Organization can influence the individual 
disseminative capacity of knowledge senders by means 
of training, development and facilitation. 

The organizational strategies contributing to  
knowledge transfer are the following: creation of  
corporate  knowledge repository  and communities of 
practice, development of corporate knowledge 
networks,  stimulation of informal communications and  
socialization of the employees, motivation of  
teamwork and horizontal communications, open 
decision-making and availability of information, 
reward system based not only on  financial indicators, 
but also on results of cooperation. A synthesis of 
personal and organizational antecedents of effective 
knowledge sharing is presented in table 1. 

 
 

Table 1 –  Antecedents and strategies  of  knowledge transfer in organizations 
Antecedents of knowledge transfer Management strategies 

Organizational factors 
Culture Knowledge-sharing norms  

Culture of trust and cooperation 
Egalitarianism 
Perceived support 

Infrastructure Corporate knowledge repository 
Knowledge maps 
Flowcharting 
IT knowledge systems 
Communication systems 
Physical and virtual spaces 

Interpersonal relations  Space and time for socializing and informal communication 
Informal networks 

Work design Teams/ cross-functional teams  Interdependency  
Communities of practice 

Performance appraisal Developmental evaluations  
Include knowledge-sharing criterion 

Compensation and rewards Reward knowledge-sharing behaviors 
Individual characteristics of  the  employees 

Disseminative capacity of knowledge 
senders 

Motivation  
Training and development 
Facilitation 

Willingness to share knowledge Motivation/ Culture and social norms 
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Knowledge retention consists of three stages – 
planning, decision making and practical 
implementation [11, p. 584]. At the first stage, the 
areas of critical knowledge at risk due to  retirement are 
identified. For this approaches skills assessment and 
knowledge maps are used. The survey of employees 
anticipated retirement plans and dates allows to assess 
the risk factor for each position and estimate the 
indispensability of the employee.  Knowledge mapping 
and auditing techniques also serve to increase the 
transparency of valuable knowledge in an  organization 
[12, p. 642]. After age audit and questionnaire analysis 
a  list of persons and positions that are going to retire is 
drawn up in the context of departments and posts. 

After the types of critical knowledge have been 
determined, a decision on knowledge  transfer methods 
is made. The most widespread methods of knowledge 
retention are interviewing and videotaping, written 
reports, video conferences, training sessions, mentoring 
programs, face-to-face meetings and group discussions, 
communities of practice, critical incident techniques, 
storytelling, expert seminars, records of opinions and 
recommendations of elderly managers [13, p. 19; 3, 
p. 51]. 

Since the process of knowledge transfer and 
retention  takes several months or more, depending on 
the process complexity, it is important to motivate 
retirement age employees to participate in knowledge 
sharing, as well as to continue working until  the 
novices  be  ready to replace the vacated positions. To 
reduce the loss of corporate knowledge and memory, as 
well as to  develop the managerial competencies, the 
following  HR management strategies are used to 
retrain the retirees at the workplace:  phased  retirement 
programs,  casual  employment or   term  contract, 
retiree involvement  as consultant   or  the members of  
the board of directors, mentoring, succession planning,  
job shadowing, keeping the corporate base of 
pensioners, retirement return programs. 

Phased retirement is a formal or non-formal  
program proposed by the employer aimed at reducing  
workload and responsibilities for older employees. This 
is a gradual transition from the full employment to full 
retirement [14, p. 68]. Such programs represent flexible 
schedules and working conditions and take into 
account the needs of the elderly, their health conditions 
and family obligation. They allow retirees to balance 
work and life, to make their contribution to the 
company and at the same time to reduce strain and 
stress.  For employers such programs allows to retain  
experienced employees at  the workplace and to use 
them as coach or mentors for younger staff. 

Job-shadowing programs  is one strategy by which 
to transfer knowledge from one person or group to 
another. A less-experienced performer is paired up with 
a veteran performer. The veteran is asked to share 
knowledge (and perhaps hands-on practice) in dealing 
with the most difficult situations with which he or she 
has been faced on the job [15, p. 10]. 

Casual employment is implemented if the transfer 
of corporate memory is not accomplished before an 
employee leaves the organization, perhaps he/she 
would be willing to return to provide a period of 

transition with his or her replacement. This may be 
planned to take place for several days a week or until 
the new incumbent feels comfortable or on an irregular 
basis as specific needs arise [16]. 

Mentoring programs are training and 
communication programs for building relationships, 
coaching  to achieve behavioral changes, assess the 
results of protégés and mentors. From the perspective 
of the organization, mentoring represents strategic 
development activities supporting  the vision, goals and 
values of the organization and providing  training 
opportunities for the  participants [17, p. 260]. A 
mentor is an experienced performer; a mentee is a less-
experienced one. Rarely is a mentor a supervisor, since 
effective mentors should usually have no selfish 
interest in the development of another person.  

Companies hire retired employees for consulting 
positions or appoint them  to the Board of Directors in 
order to have access to their knowledge, experience 
and recommendations. For example, General Electric 
established the Golden Opportunity program, which 
allows retirees to work up to 1000 hours a year and at 
the same time receive  full social security  benefits. 
Within the framework of this program, up to 50% of 
the company's retirees returned back to work. GTE 
Corp. began   employing  retirees to work in joint 
ventures, assuming a long stay overseas  (up to 6 
months) while domestic managers did not have time 
for such long business trips, retirees, on the contrary, 
had the necessary knowledge, experience, energy and 
the desire to travel [18, p. 46]. 

Companies can also employ retirees  from other 
companies, with the help of recruiting agencies for 
senior experts. An example is YourEncore, founded in 
2003 as a retirement program for Lilly, P & G and 
Boeing. For 14 years the company has grown and 
turned into a flexible resource and consulting 
community, serving customers from global leaders to 
small businesses. 

The system approach to knowledge retention  in the 
company is implemented in succession planning 
programs. The main task of succession planning is to 
identify positions at risk of losing knowledge, and to 
develop new employees to these positions.   
Historically, most organizations have limited 
succession planning to leadership roles, but managers 
increasingly recognize the need to extend  the practice 
down in the organization to cover other essential 
professional and managerial roles. The increased 
reliability on complex technical, scientific, and 
professional knowledge makes  succession planning 
essential for a much broader set of positions in many 
organizations [3, p. 62]. While succession planning can 
help preempt knowledge loss for the organization, 
career development processes may be one of the most 
effective retention tools for key employees. Career 
development processes can increase retention in tight 
labor markets by signaling to individuals that the 
organization is interested in their personal 
development. Keeping highly skilled employees 
challenged and focused on realistic future opportunities 
with the organization is an important source of 
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commitment that is needed to support long-term  
knowledge-sharing  behaviors. 

The succession policy should be coordinated with 
the current and future business objectives of the 
organization. The horizon of succession planning can 
be from two to ten years, depending on the 
qualifications and characteristics of the workplace. If 
engineers need five years to achieve maximum 
efficiency, then the succession plan should be drawn up 
for 5 years ahead [19, p. 185]. 

Not only the organizational culture and enabling 
environment are  necessary antecedents  of  successful  
knowledge retention. Veteran employees   should be 
motivated to continue work and transfer knowledge to 
younger generations. Attitude towards older people in 
organization could be a barrier towards their retention 
in case of stereotyping, age discrimination and  lack of 
respect. Research shows that older workers often feel 
lack of appreciation of their experience and input from 
the management of organization. The first step towards 
creating the culture of respect and motivation for older 
workers is to investigate their perception of 
organizational support. Retaining of the older workers 
is going  to require supervisors and managers who   are 
sensitive to generational differences and respect the 
motivational needs of veteran employees. Managers 
must be aware of the fact that senior employees have 
other needs and therefore maintain a life-phase oriented 
HR development strategy. This strategy should make 
clear that senior employees have needs for flexible 
working hours and a balance between work and private 
life. 

The culture is critical. The most difficult task for 
organization facing knowledge loss due to mass 
retirement is how to change organizational values, 
norms and practices to better support the retention of 
employees and their valuable knowledge and expertise. 
Organizations should strive to create a culture that 
makes knowledge retention, acquisition, sharing and 
reuse part of everyday practice.  

Successful adaption to the implications of the   
aging workforce requires human resources managers  
to acquire new skills, in particular in the field of 
succession planning, career development and retention 
of  older employees in the organization. 

CONCLUSIONS. Mass retirement of employees is 
a challenge for organizations due to knowledge loss. 
On retirement employees take with them knowledge of 
the organizational routines, corporate good practices, 
success and failures, technical expertise and client 
relations. It is of vital importance to retain and transfer 
knowledge from older workers to the younger ones 
before retirement. Tacit knowledge which is stored in 
minds and memory of human beings is more difficult 
to be  decoded and transferred. It is better  
communicated in the process of interpersonal 
communication, social relations and informal networks. 
Efficiency of knowledge transfer depends on proper 
organizational context and culture and individual 
factors. Knowledge transfer depends on the willingness 
of knowledge sender to transfer knowledge and 
disseminative capacity. Organizational context for 
knowledge transfer implies environment of mutual 
trust and reciprocity, social support and strong social 
norms of knowledge sharing, motivation and reward on 
the basis of cooperation. Companies could enhance 
knowledge transfer by implementing retention culture, 
motivating employees, creating infrastructure (time, 
place, communities of practices, IT databases and 
corporate knowledge repositories), stimulating 
horizontal communication and teamwork, introducing 
open decision making process and ensuring 
information availability. The most effective strategies 
of knowledge retention from the  older workers are 
mentoring, job shadowing, interviewing and 
videotaping, debriefing  corporate  success and failures, 
succession planning. Retention of older workers is 
important while it allows to  use their expertise,  to 
train the younger generation and to transfer knowledge 
from the veterans before full retirement. Phased 
retirement, casual employment, term contracts, retirees 
return and hiring on consulting positions proved to be 
the effective strategies of veteran employees retention. 
Culture of respect and taking into account changing 
goals and motivation of older employee fosters their 
retention. Therefore, effective knowledge transfer and 
retention requires changes at the organizational, 
behavioral and cultural level. 

 

 
CТАРЕНИЕ ТРУДОВЫХ РЕСУРСОВ И ПРЕДОТВРАЩЕНИЕ ПОТЕРИ ЗНАНИЙ В ОРГАНИЗАЦИЯХ 
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Последствиями старения населения и массового выхода на пенсию работников для организаций является 

потеря корпоративных знаний и опыта, что отрицательно влияет на эффективность организации в целом. В 
работе определены основные условия и обобщены стратегии сохранения и передачи знаний старших 
работников в организации. Качественный анализ применен в исследовании организационных и 
индивидуальных факторов эффективного сохранения и обмена знаниями. Выявлено, что к организационным  
факторам, влияющим на успешную передачу знаний, относятся культурные нормы обмена знаниями в 
организации, достаточный уровень доверия и сотрудничества, наличие межличностных отношений и 
неформальных сетей, социальная поддержка. Наличие инфраструктуры для обмена знаниями, такими как 
хранилище корпоративных знаний, системы коммуникации и информационные технологии по управлению 
знаниями, наличие физического и виртуального пространства для общения, специально выделенное время 
также являются критическими условиями. Индивидуальные характеристики обладателя знаний включают его 
знания и опыт, готовность делиться знаниями, способность к распространению знаний и когнитивная близость 
с получателями знаний. Предложены следующие организационные стратегии, способствующие эффективному 
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трансферу знаний: создание хранилищ корпоративных знаний и сообществ практиков, развитие сетей 
корпоративных знаний, стимулирование  неформальных коммуникаций и социализации работников, мотивация 
совместной работы и горизонтальных коммуникаций, открытость и прозрачность в принятии решений, 
доступность информации, внедрение системы вознаграждений, основанной не только на финансовых 
показателях, но и на результатах сотрудничества. Стратегии влияния на индивидуальные характеристики 
обладателя знаний включают мотивацию и поддержку, развитие его способности к трансферу знаний через 
обучение и фасилитацию. 

Удержание пенсионеров на рабочем месте помогает уменьшить потерю корпоративных знаний и памяти и 
развивать управленческие компетенции. Программы поэтапного выхода на пенсию, неполная занятость или 
срочный контракт, участие пенсионеров в качестве консультантов или членов совета директоров, 
наставничество, планирование последовательности, ведения корпоративной базы пенсионеров, программы 
возвращения с пенсии – являются эффективными стратегиями управления персоналом в удержании  
работников старшего возраста. 

Ключевые слова: старение, пенсионеры, знания, трансфер, удержание, стратегии. 
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