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Abstract

This article reviews the research that focused on the relationship between age and self-
efficacy by reviewing the previous studies carried out in the age and self-efficacy
knowledge. Self-efficacy refers to a person’s belief in their own abilities to accomplish
a specific task and produce results. The main theme of this research is whether there
is a difference between older and younger employees in terms of self-efficacy and age.
The objective of this review is to identify the influence of age on self-efficacy and to
identify the influence of age on the training and computer knowledge of employees. In
the methodological part, the researcher considers the effects of training and computer
knowledge on the self-efficacy of employees. Although older employees have an age-
based experience that encourages their greater productivity, younger employees are
more enthusiastic, ambitious, innovative, and involved in their work. The results of the
review reveal that age influences self-efficacy. The self-efficacy of older employees can
be improved through education, attitudes, appropriate training, work intervention,
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practices, and experience.
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Introduction

Self-efficacy is the ability of an individual to
achieve performance and results. Naturally,
high self-efficacy people less likely to leave
work, less excuses and absenteeism, in the
contrast of low self-efficacy people tend to
avoid difficult tasks, not confident in their
abilities and take longer to overcome setbacks
or failure, automatically these characteristics
lead to low goal attainment and not to
overcome obstacles (Gist et al., 1989). Further
self-efficacy explained that employees to face
challenging idea and facing difficulties.
Efficacy employees only seek solutions to sort
out the issues than contemplate their
inadequacy. Furthermore, Bandura (1982)
stated that self-efficacy is a one of the self-
evaluation of one’s own competence to
successfully performing task.

In the today’s society, age has become a
priority (Aaltio et al., 2014), and it is also as
possible reason for individual differences.
Most of the individuals have recognized that
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cognitive abilities decrease with increasing
age. This might have a negative effect on
employees’ self-efficacy to do effectively with
new task demand (Ryan et al., 1993). In line
with older employees have found that lower
self-efficacy for career related learning
(Maurer, 2001).

The main theme of this research identifies the
influence of age on younger and older
employees of an organization. Especially look
into the training and computer knowledge
(skills) of employees.

Obijectives

The following
formulated.

objectives have been

e To identify the influence of age on self-
efficacy.

e To identify the influence of age on
training and computer knowledge of
employees in an organization.
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Literature Review

The literature review discusses on the self-
efficacy, age, attitudes of employees, training
and computer knowledge.

Self-efficacy

Human performance is influenced by ability,
motivation and situational factors, which also
include new dimensions of self-efficacy (Bakar
et al., 2016). Individuals use their abilities and
skills to perform a task, especially taking into
account not only required skills, but they
believe their capability support them (Bandura,
1977). Without self-efficacy, the individual
gives up trying to achieve goals (Lucas et al.,
2005). Particularly strong sense of competence
of people with high self-efficacy, those people
linked to creativity, better social interaction,
better performance and better health (Pajare,
1996). In addition, these people choose to
perform more difficult task, willing to face on
challenges, explore their environment or create
new one (Bandura, 1997). This leads to a wider
range of career choices willing to continue their
success (Wood et al., 1989). In distinction with
low self-efficacy, they may doubt their abilities
to adopt to a changing work situation, fearful of
interpreting information and comments. These
people related to anxiety, depression and
helplessness which are led to the person for low
self esteem thought about  their
accomplishment and personal development
(Schwarzer et al., 2005). Further, Self-efficacy
was positively correlated with persistence and
achievement, task effort, training transfer and
job performance (Gist et al., 1992; Stajkovic et
al., 1998; Colquitt et al., 2000; Molter et al.,
2013).

Age

In the notion of age, there is no any universally
accepted criterion concerning the definition of
the older employees. The definition varies
across different industries, cultures, industrial
sector and countries (Sterns et al.,, 1995;
Taylor, 2006). In general, in the number of
studies mentioned, older employees are
between the age of approximately 40 to 65
years old (Czaja et al., 1993; Elias et al., 1987,
Gist et al., 1988).

Age plays the major role for individual
differences, it affects an individual’s
perception and work outcomes (Morris et al.,
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2005). In this junction, age related experiences
are the most impactful factor regards to the self-
efficacy. Perception of self-efficacy is
predicted based on their attitudes, which helps
them achieve stability. The age factor is one of
the obstacles for older employees to engage in
work activities in an organization (Davey,
2014) and also has a great risk as well
(Hernstein, 1990). Moreover, the negative
effects are poor performance, cardiovascular,
stress among the employees and lower self-
efficacy (Levy et al., 1999). Further, indicated
that age discrimination was linked to
organizational productivity, such as lower job
involvement, organizational commitment, job
satisfaction, wellbeing and performance
(Orpen, 1995; Zaniboni, 2015).

When the increasing age of employees, it has
the positive effects are increase in knowledge,
experience  (Ackerman, 1996), positive
attitudes, less negative emotions. And also,
they create a more favorable working
environment than younger employees (Kim et
al., 2017; Luchman et al., 2012), although the
negative consequences are loss of fluid
intellectual abilities (Wechsler, 1944) some
personality changes (Jones et al., 1996) affect
emotions (Charles et al., 2001), negative
impact on health, effect on work moderation
and work-related outcomes (Wegge et al.,
2012).

Attitudes of Employees

Attitudes is about feeling how employees
perceive their environment, commit the actions
and ultimate behavior. Job attitudes indicates
that individual and organization objectives are
achieved through performance.

Most of the circumstances, attitudes develop
through first-hand experiences (Doll et al.,
1992). Examine the belief in self-efficacy of
older employees, more stable employees than
younger, malleable and easily influenced
employees (Alwin et al., 1991). These people
encourage the younger generation through their
support and promotion (Erikson, 1963;
McAdams et al., 1992) ready to transfer their
knowledge to youngster (Arnold et al., 2015;
Mor Barak, 1995). And they have a stronger
career identity and job engagement to work
than younger employees (Kim et al., 2017).



As age increased, the consequences are
changes in the cognitive process such as
decreased memory capacity, lower speed and
reduced concentration (Hertzeg et al., 2008).
Consequently, the characteristics of these
people are less motivated, less creative,
perceived as harder & slower to learn, less
productive, less physically powerful, less
adaptable, less flexible to change, difficult to
learn the new tasks, more resistance to change,
uninterested in training (Posthuma et al., 2009;
Warr, 1944,2001), decrease the citizenship
behavior, spend more time worrying about their
own work (Mumtaz, 2010) and etc. And also
observe the other factors during the working
days more often sick and absenteeism from
work, increased organizational cost and
outdated technological knowledge (Goldberg
et al., 2005; Guest et al., 2005; Markos, 2005,
Newton et al.,, 2005). These traits are not
common to all the times, they are perceived as
more positive than younger worker in terms of
stability, commitment and job satisfaction
(Rosen et al., 1976; Craft et al., 1976; Hassell
et al.,, 1995). Moreover, older employees
seeking solutions to the problems from
traditional way, on the other hand, younger
workers are more independent on the use of
technology for job accomplishment.

Attitudes of younger employees, author
Maslow,1970 mentioned that these people look
into the economic security and success. Thus,
they are more likely to demand a fair
instrumental exchange return for their loyalty
and their involvement in the organization. And
also, their main consideration of the working
relationship is safety (Hall et al., 1968).
Younger employees at the start of their careers
are more inclined to test their expectation of
organizational life, while expectations are
fulfilled, their engagement is increased, which

in turn leads to better performance
(Buchanan,1974; Grusky, 1966). In addition,
young recruiters focus on issues of

instrumental equity related to distributive
justice. They expect to receive results that meet
their economic security needs. It influences on
their emotions, cognition and behavior (Cohen
etal., 2001).

When considering young workers have both
positive and negative characteristics. Positive
factors are ambitious, motivated by work, able
to learn quickly, more considerable their social
life, innovative, energetic, quickly learn new
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technology. Apart from the positive factors, the
negative factors are less emotional, less
faithful, unreliability, immaturity, change jobs
quickly, etc. (Newton, 2005; Gibson et al.,
1993; Rosen et al., 1976).

Common view in organization, negative
attitudes towards older employees (Harwood et
al., 2001), it is linked to decreased mental and
physical capabilities.

Age and training

Training has become the most demanding
investment for managers and the organization
to enhance organizational productivity. From
this training, employees improve their
knowledge, skills, abilities, aptitudes and
attitudes. It supports employees resolve critical
issues.  This competency creates the
competitive advantage for survival (Chiaburu
et al., 2008). The investment of training brings
satisfaction to employees and increase
capabilities (Bages et al., 2012).

Results of previous research have indicated this
relationship with age, training outcome and job
performance (Beier et al., 2005; Colquitt eta I.,
2000; Waldman et al., 1986). Self-efficacy is
positively related to task effort, persistence,
achievement (Gist et al., 1992) job
performance (Stajkovic et al., 1998) and
training transfer (Colquitt et al., 2000; Molter
et al.,, 2013). Further, during the training
period, self-efficacy improves (Bandura et al.,
1991; Gist et al., 1988; Wood et al., 1989). In
this junction, individuals are overestimated and
underestimate their capabilities, if the learner
underestimates competence, the results become
positive training experience and enhance the
self-efficacy, sometimes if the learner perceive
overestimate and the task is more demand than
they previously thought, they may lower
capabilities leads to negative self-efficacy. Age
is one of the factor of the learner that
determines learning competence and training
outcome (Schulz et al., 2010).

Take older employees into account in the
training concept, learning progress slowly, less
motivated, less effort and perform more poorly
than younger employees (Kubeck et al., 1996).
They reduce self-efficacy for training &
development and self-efficacy for learning as
well (Maurer, 2001; Touron et al., 2004). Older
workers face difficulty during training to



compare younger workers, their ability to
acquire new computer skills is diminished and
they need more time to complete the training
program (Czaja et al., 1989; Elias et al., 1987;
Gistetal., 1988; Gomez et al., 1986; Kubeck et
al., 1996; Baldi, 1997; Hartley et al., 1984). The
correlation between increasing age tends to
improve performance (Waldman et al., 1986),
hence training outcome have a negative
relationship (Kubeck et al., 1996). Successful
training influences on self-efficacy and led to
job performance (Bandura, 1986; Sitzmann et
al., 2008; Sonntag et al., 2007; Stajkovic et al.,
1998). In support of these findings, self-
efficacy has a strong predictor of training &
development and performance (Kraut et al.,
2016). And also, the training design includes
the requirement of the older learner (Maurer,
2001). Companies tend to invest less in training
or innovative input for older employees
(Verworn et al., 2009). Look at the success of
training, it has the measure of the training
instrument, it differs from age and training
(Warr et al., 1999).

Age and Computer Knowledge

Ageism contributes to the self-efficacy of older
workers and decreases the rates of computer
and internet use among older employees
(McDonough, 2016). The results mentioned
above are supported by the Czaja & Collegues
in 2006. Older workers face struggle to use
computer technology. The age factor may
inhibit workers’ abilities to use computer
technology and also less exposure, less
experience may have lower workers
performance in computer technology (Dyck et
al., 1994; Garfeinetal., 1993; Westerman et al.,
1995). Research results of older employees feel
computer anxiety, adverse attitudinal and
resistance to the use of computer technology,
some other factors also influence age
differences, such as cognitive process, memory
and learning style. In addition, older people
have less use of information and
communication technology in their work
(Czaja et al., 2006; Gelderblom, 2006).

Self-efficacy plays the significant role with the
part of user acceptance of new technology
(computer) (Fagan et al., 2003). Computer self-
efficacy having a relation to the computer
training programme, it included the computer
skill acquisition, computer experience and
attitudes of people (Hassan et al., 2004). Older
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workers underestimate their actual computer
knowledge (Marquie et al., 2002). One of the
researches finding Czaja et al., 2006 proved
that older employees have a significant
relationship with computer skills. Go into an
in-depth analysis of their research, it shown
that the sample consists of healthy and fairly
educated people. The educational factor
influences and shows the mediation of the
relationship between age and performance
(Ardila et al., 2000). Some organization limit
the allocation of funds to development
opportunities for older workers (Maurer et al.,
2001). These people don’t always like to
change jobs, as they gain more job-specific
experience in the current job.

The past research shows that there is a negative
relationship between older employees and
computer performance (Czaja et al., 1989;
Dyck et al., 1996; Elias et al., 1987; Gist et al.,
1988; Gomez et al., 1986; Hartley, 1983;
Ansley et al., 1988). People behave in different
ways to acquire the new technological changes,
reasons for whether they perceive the changes
as an opportunity or threat (Hunhtanen et al.,
1992). In addition, learning new computer
skills requires a change in their knowledge and
abilities.

In the overview of some research results, the
results of older employees more worries to
acquire new skills and feeling insecure in their
jobs than younger workers (Mullan et al.,
1972), reason for psychological barriers
(Bailey et al., 1995).

There is a relationship between age, computer
self-efficacy and computer skills acquisition/
performance (Reed et al., 2005). Older and
younger employees have different reasons for
accepting or rejecting technological change.
This technology is not inherently good or bad.
It depends on the user attitudes and its value.

Methodology

Consider the design of the research, this
research is desk research. All relevant
information extracted from reputed journals,
conference proceeding & abstract, thesis and
etc. It mainly focuses on two concepts; training
and computer knowledge. Look especially in
the population of younger and older employees.



Discussion

The discussion part consists of the relationship
between age & performance and age & self-
efficacy.

Employee performance is a vital term in the
human resource management and the behavior
of an organization. There is no any construct
define the term performance. It is
multidimensional concept, difficult to define.
Therefore, the authors define that employee
performance or job performance is an
achievement and contribution of an individual
in practical and quantifiable terms (Austin et
al., 1992; Campbell et al., 1993; McConnell,
2003).

A discussion of past research has indicated that
length of experience is a better predictor of job
performance as a function of age (Avolio,
1990). In particular, some research results have
expressed that there is a negative relationship
between age and performance (Mumtaz, 2010),
the reason is that the modern work organization
needs the active performance of employees and
also aging workers who lack personal
initiative/proactive behavior (Warr et al., 2001;
Sommentag et al., 2002; Vanveldhoven et al.,
2008). Other research results have described
that there is no correlation between these
variables  (Warr,1994). In addition, no
significance difference between age and
younger & older workers in terms of
performing essential tasks (Ng et al., 2008), in
some cases older employees perform better
than younger workers (Peterson et al., 2005).
Considerably age has a negative relationship
with the performance of a stable work
environment has been tested with several meta-
analysis, however, the results didn’t confirm
the proposed negative relationship between age
and performance (Waldman et al., 1986;
MCcEvoy et al., 1987; Sturman, 2003; Ng et al.,
202028). The recent discovery indicated that
there is virtually no research examining the
validity of these variables and future research
should explore whether this is true (Posthuma
et al., 2009).

Researcher have found that performance of
employees (younger and older workers)
determine not only age, other factors also
influence (skill, knowledge, attitudes and etc).
Next part of the discussion regarding age and
self-efficacy. Self-efficacy means that people
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believe that they have the skills and abilities to
perform the task successfully. When the age
increases, people realize that their cognitive
abilities will decrease, these mental attitudes
lead to a low level of self-efficacy between age
and self-efficacy.

Look at the organization; the age, attitude and
behavior of employees at work have shown a
relatively high level of employee satisfaction
(Rhodes, 1983). As employees age, they
acquire knowledge and skills that allow them to
perform tasks quickly and efficiently (French et
al., 1989; Hesketh et al., 1989). Some authors
have found a moderate relationship between
age and self-efficacy (Artistico et al., 2003;
Schulz et al.,, 2010). Results of previous
research have indicated a negative relationship
between age and self-efficacy (Salthours et al.,
1996) and age has a negative association with
the ability and willingness to learn (Kubeck et
al., 1996; Warr et al., 1998; Colquitt et al.,
2000; Yeatts et al., 2000; Warr, 2001; Maurer,
2001; Kanfer et al., 2004) as well as older
workers reported lower self-efficacy for career-
related learning (Maurer, 2001). Some are
mentioned that the decline in cognitive abilities
is the reason for the negative impact on self-
efficacy (Kanfer et al., 2004; Ryan et al., 1993).
The empirical finding revealed that there was
no significant effect on age and self-efficacy
(Beier et al., 2005; Peterson et al., 2005;
O’Connell et al., 2008).

Conclusions

A crucial factor is how older and younger
employees build their relationship and how
they work together. For employees at work,
impressions of self and others are important in
the relationship building process. From a work
organization perspective, older managers
normally treat older and younger employees
alike, although younger managers give more
opportunity and priority to younger employees
for their development (Shore et al., 2003).

Certainly,  self-efficacy  increases the
competence of every employee in an
organization. This efficacy can be improved
through the training program and computer
skills, it depends on the nature of job category.
In the conclusion of this research, attitudes are
the vital factor for both type of employees, the
way employees perceive their work and
environment. Self-efficacy gives support to



enhance their performance of employees. In the
training part, when the organization prepares
the training plan for employees, should take
into account the training requirements and
needs of older workers. Meanwhile, training
success is determined by age, training program
and training success measurement. Second part
of acquiring computer knowledge, it depends
purely on changes in attitude. The age and
acceptance of change (older and younger
employees) depends on whether the technology
is accepted or rejected. Furthermore, its value
and influence depend on the attitudes of the
user of the technology. Therefore, age
influence on  self-efficacy. The older
employees’ self-efficacy can be improved

through education, attitudes, appropriate
training, work intervention, practices,
experiences and etc.
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