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WELCOME

WELCOME TO COMPETENCE 50+ 2007!

Europe will be facing many challenges over the years
to come, one of which is demographic developments.
An ever-smaller number of people will have to provide
for an ever-growing population. There will be several
different solutions for dealing with this dilemma. One
solution is to take advantage of the competence of the
older workforce.

Around 50 million people aged between 50 and 64
work in the EU. At the same time, more than 40 million
people in the same age range are outside the labour
market. They may be unemployed, on sick-leave or
retired (source: Eurostat). Many of these want to return
to the labour market in order to contribute to provi-
ding for themselves, to participate in working life or to
promote their own personal development. But society
also needs the input of the older workforce. They have
skills and experience and can contribute to bolstering
Europe’s competitiveness in the global economy.
Making Europe successful is one of the key factors that
will be strengthened by the involvement of the older
workforce. This has been established by the EU in its
Lisbon strategy for promoting the development of the
European labour market.

Around Europe, many different development activities
are being carried out to strengthen the position of the
older workforce on the labour market. Through EQUAL,
the European Social Fund has supported more than
200 development partnerships aimed at older people
and the labour market. The purpose has been to deve-
lop skills and methods in order to bolster the European
labour market in the short and long terms.

Many research projects are also taking place, helping to
build up a bank of know-how on the mechanisms that
have caused older people to be prematurely removed
from the labour market. Itis of at least equal interest
to identify the preconditions for success in making it
possible for the older workforce either to retain their
employment or to make it easier for those people who
have been forced to leave the labour market for various
reasons to return to employment.

WELCOME TO GOTEBORG, SWEDEN

*  You will have the opportunity to present your work
at workshops and exhibition stands

* You will have the opportunity to study the research
and development work that is carried out in Europe

* You will have the opportunity to learn about the
conditions for the next programme period

*  You will have the opportunity to make new contacts
with people within a subject that is consistently
gaining in importance with the passage of time

* You will have the opportunity to lay the foundations
for a new EU-financed project

Eva Bertilsson-Styvén, Mayor, Tjérns kommun
Folke Brolin, Development Partnership Coordinator,
Life Competence 50+



COMPETENCE 50+

A CONFERENCE WITH MANY FACES

Our ambition is for people from different backgrounds
to meet in order to work together on a common theme
— the conditions for older people on the labour market.
We hope that practitioners, researchers and decision-
makers will learn from one another and together lay the
foundation for working together in the future.

THIS IS BEING DONE THROUGHOUT EUROPE
Competence 50+ 2007 is a conference for anyone
who wants to gain a broad picture of European deve-
lopments within Age Management. At the same time,
there will be opportunities to participate in seminars
and workshops dealing with specific subject areas

or highlighting individual development and research
projects.

We will be focusing on reporting results and practical
experiences in the hope that these will inspire other
people to promote development work in Europe.

A SPRINGBOARD FOR THE FUTURE

Competence 50+ 2007 is a conference at which you will
be given the opportunity to learn about the conditions
that apply for future European investments to combat
discrimination against older people on the labour
market. The next programme period runs up to 2013

- the work can start in Goteborg.

UNEXPECTED MEETINGS - NEW IDEAS
Competence 50+ 2007 is the arena to give you the
chance to meet new people. An important part of the
conference programme is the contact seminar at which
we hope you will meet many interesting people. We
hope these meetings will be the start of new projects
during the coming programme period.

SOMETHING NEW

Lots of work is currently taking place in Europe to
improve the conditions for older people on the labour
market, but there is no collective picture of everything
that is being done. In parallel with the preparatory work
for Competence 50+ 2007, soundings are being taken
concerning the possibility of creating a European net-
work within the field of Age Management. Who knows,
we may have made enough progress in our work so that
a joint collaborative organisation of some type might
be born at Competence 50+ 2007.

We hope that you will learn a lot at Competence 50+
2007, meet lots of interesting people and have a few

pleasant days in Géteborg.

Wishing you a very warm welcome,

(Aoder G

Anders Ostebo, Project Manager, Competence 50+ 2007




PROGRAMME AT A GLANCE

SUNDAY 17 JUNE 2007

16.00 - 19.00

MONDAY 18 JUNE 2007

09.00-12.00

12.00 - 13.00 Welcome refreshment in the Exhibition Hall
13.00 - 14.10
OPENING SESSION
Welcome to Competence 50+ and Géteborg
Chairman of Life Competence 50+ -Eva Bertilsson-Styvén, Mayor, Tjérns Kommun
Sven Otto Littorin, Minister for Employment, Swedish Government
Lenia Samuel, Deputy Director General, EU Commission
Anne-Marie Guillemard, Professor, Sorbonne
Hall K2
14.10-15.00 Coffee break/Exhibition in the Exhibition Hall
15.00 - 15.45 | DIALOGUE SEMINAR DIALOGUE SEMINAR DIALOGUE SEMINAR
Workplaces in change 1 Learning and Qualifications 1 Altered conditions and attitudes on
Energetic ageing - the Vattenfall Mentoring the labour market 1
process Helle Bonde (P), Denmark Union - employer - State. Three parts
Robert Kack (P), Sweden Paul de Haas (P), Netherlands in one play
Trude Furunes (R), Norway Kerstin Ljungstrém (R), Sweden Mattias Thorns (D), Germany
Reidar J. Mykletun (R), Norway Moderator: Annemarie Sarner, Roland Gauthy (D), Belgium
Moderator: Nils Friberg, Vattenfall AB, | Confederation of Swedish Enterprise, Anne-Marie Guillemard (R), France
Sweden Sweden Moderator: Bernt Schiller, Géteborg
Univ., Sweden
Hall K1 Hall K2 Hall K3
15.45 - 16.00 Coffee break/Exhibition in the Exhibition Hall
16.00 - 16.45 | DIALOGUE SEMINAR DIALOGUE SEMINAR DIALOGUE SEMINAR
Workplaces in change 2 Learning and Qualifications 2 Altered conditions and attitudes on
Health and work in an aging Europe | Skills transfer the labour market 2
Per Erik Solem (R), Norway Kerstin Alms (R), Germany Manager’s attitudes to older
Judith Sluiter (R), Netherlands Robert Diez (P), France employees in the local authorities
Claes Hakan Nygard (R), Finland Tarja Tikkanen (R), Norway Carole Smith (D), United Kingdom
Moderator: Peter Westerholm, Thorbjérn Stockfelt (R), Sweden Leif Lindberg (D), Sweden
University of Uppsala, Sweden Moderator: P-O Théng, Géteborg
University, Sweden
Hall K1 Hall K2 Hall K3
19.00 Reception hosted by the City of Goteborg and the Region of Vastra Gétaland at City Hall Bérsen

R= Researcher, P = Practitioner, D = Decision maker

IN



TUESDAY 19 JUNE 2007 - MORNING

09.00 - | SESSION 1 SESSION 2 SESSION 3 WORKSHOP 1| WORKSHOP 2| WORKSHOP 3 | WORKSHOP 4| WORKSHOP 5 | WORKSHOP 6
09.45
Sweden is Evidence European Ageless at Health Enchancing Management | A new Creative
the worst in based network, Work: choice | promotion for | Employability | of all ages: development | Approaches
the world concepts to or conflict unemployed | through The value of [ model of to Workforce
promoting reach the EU- | A by GHK Learning working life in | mentoring Ageing
Senior Lisbon target | Consulting Jane Barmer, | Peter Kuhnert, all ages
Competence! | for older United Germany Graham Smith, Satu Mékinen, | Tommy
workers Helen Tubb, | Kingdom United Gregory Finland Isidorsson,
Hans Lindholm, Belgium Kingdom Andronikos, Sweden
Sweden Juhani Pat Irving, Greece
lImarinen, Belgium
Finland
Hall K1 Hall K2 Hall K3 Room R21 Room R22 Room R23 Room R24 Room R25 Room R26
10.00 - WORKSHOP 7| WORKSHOP 8 WORKSHOP 9 | WORKSHOP 10 | WORKSHOP 11 | WORKSHOP 12
10.45
Flexible Mutual Changing New therapies | Innovative Be knowledge,
Working — the | learning male workers | for hospital Lifelong be coach
Way Forward to nurses employment | Learning
Marek Margarida
Mary Dornowski, Hanne Randle, | Herve Nardias,| Corinne Segard,
McCarthy, Poland Sweden France Merlino, Portugal
Ireland France
Coffee break/
Exhibition/Poster presentations
09.45 - 11.00
Room R21 Room R22 Room R23 Room R24 Room R25 Room R26
11.00 - | SESSION 4 SESSION 5 SESSION 6 WORKSHOP 13| WORKSHOP 14| WORKSHOP 15| WORKSHOP 16| WORKSHOP 17| WORKSHOP 18
11.45
The Economics | Understanding | Conditions GreenGrey- Staying in Why should Promoting the | How to Empowermet
of Age Learning of Work and | Motor working life? | you open your | “Generation | handle age by media
Management | in/for Work Employment Early retire- eyes to 50+!? | Gold"” management | production
- The offensive | Implications | for Older Ruud van ment thoughts in SMEs
versus the for Older Workers: Leest, among public | Folke Brolin, | Anne Meuer- Maria
defensive Workers Understanding | Netherlands sector nurses | Sweden Willuweit, Michel Anastasiadis,
model the Issues Germany Moriceau, Austria
Tara Fenwik, Sirpa Koponen France
Claes Canada Naj Ghosheh, and Monika
Malmaquvist, Switzerland von Bonsdorff,
Sweden Finland
Hall K1 Hall K2 Hall K3 Room R21 Room R22 Room R23 Room R24 Room R25 Room R26
11.45 - . Hlgns .
13.30 Lunch in Restaurant Estrad/Exhibition/Poster presentations




TUESDAY 19 JUNE 2007 - AFTERNOON

INVITATION TO PARALLEL INFORMATION AND DIALOGUE - CONCERNING TRANSNATIONAL CO-OPERATION

13.30 |13.30-14.15 13.30- 14.15 13.30- 16.30
Opportunities for transnational co- Partnership - A model for sustainable |Round-table dialogues
operation in the new program period change. about project ideas and possibilities
Moderator: Johannes Wikman, Swedish to work together in the new program
ESF Council, Sweden A seminar about experiences and ways to| period.
a successful development work.
New possibilities within the Round table dialogues about three
new Social fund Participating: The National Thematic topics: Workplaces in change, Learning
Walter Faber, Head of Unit at the Group (NTG) Partnership and Qualifications, Altered conditions
Commission’s Directorate General for and attitudes on the labour market
Employment, Social Affairs and Equal Leda Stott, Consultant, Spain
Opportunities, Beligum. Patrik Jonsson Research Assistent, APel | Exhibition Hall
R&D, Sweden
EU:s Action programme in the field of
lifelong learning 2007-2013
Anna Gudmundsson, Head of Unit at
The International Programme Office for
Education and Training in Sweden.
HallK 2 Hall K3
14.45 - 15.15 14.30 - 15.15
New European database search model | Partnership - A model for sustainable
change.
Johannes Wikman will inform about the
new database search A seminar about experiences and ways to
a successful development work.
Participating: The National Thematic
Group (NTG) Partnership
Leda Stott, Consultant, Spain
Patrik Jonsson, Research Assistent, APel
R&D, Sweden
Hall K2 Hall K3
15.30-16.15 15.30-16.15
Opportunities for transnational co- Partnership - A model for sustainable
operation in the new program period change.
Moderator: Johannes Wikman, Swedish
ESF Council, Sweden A seminar about experiences and ways to
a successful development work.
New possibilities within the
new Social fund Participating: The National Thematic
Walter Faber, Head of Unit at the Group (NTG) Partnership
Commission’s Directorate General for
Employment, Social Affairs and Equal Leda Stott, Consultant, Spain
Opportunities, Belgium. Patrik Jonsson, Research Assistent, APel
R&D, Sweden
EU:s Action programme in the field of
lifelong learning 2007-2013
Anna Gudmundsson, Head of Unit at
The International Programme Office for
Education and Training in Sweden.
Hall K 2 Hall K3
19.00 An evening of Entertainment and a traditional Swedish Midsummer dinner at Restaurant Tradgarn




WEDNESDAY 20 JUNE 2007

09.00 - | SESSION 7 SESSION 8 SESSION 9 WORKSHOP 19 | WORKSHOP 20| WORKSHOP 21| WORKSHOP 22| WORKSHOP 23| WORKSHOP 24
09.45
Good practice | Lifelong Turning Back | Economics go | Active Ageing | Realising the | Lifelong Ageing Assets | Footloose-
in age learning and | the Clock: 50+ services - | System Actions| value of the learning -Older People | Mossfree
management: | Vocational The Rebirth of | cooperations - older worker/ | moves forward | and Work:
developments | Education and | Ageing competencies | Alessandra SWOOP Effective Judith
in companies in | Training Workers Corrias, Italy | Research Pilot | Manuela strategies for | Cerwenka,
the EU Ralf Kaufmann, ePortfolio Vollmann, older people | Austria
Robert Stylianos Germany for an older Austria and employers
Robert Héghielm, Mavromoustakos, worker
Andersson, Sweden Cyprus Irene Heller,
Ireland Hilary Shipley & Lindsey
& Anne St.John,
Jennings- United
Bramly, United Kingdom
Kingdom
Hall K1 Hall K2 Hall K3 Room R21 Room R22 Room R23 Room R24 Room R25 Room R26
10.00 - | DIALOGUE DIALOGUE DIALOGUE WORKSHOP 25| WORKSHOP 26| WORKSHOP 27| WORKSHOP 28| WORKSHOP 29| WORKSHOP 30
10.45 SEMINAR SEMINAR SEMINAR
Initiatives Elderly plans | Advancing Efficient Skill | Convincing Age
Workplaces Learning and | Altered for ICT- Do they work? | Women's Transfer employers to | Management
in change 3 qualifications | conditions Professionals Employability recruit older | - an offensive
Production 3 and attitudes | 50+ in Sandra Krabb, Corinne people approach in
system and Lifelong on the labour | Germany Austria Alice Morton, | Merlino, practice
ageing work learning - market 3 United France Anneleen
force different Political and Karl-Heinz Kingdom Peeters, Barbro
Holger solution financial Hageni, Belgium Skoglund,
Rademacher Tara Fenwik control Germany Sweden
(R), Germany (R), Canada systems
Markus Buch Robert Barbara
(R), Germany Andersson (P), | Wagner (P),
Karen Segaard | Ireland Germany
(R), Denmark Joana Bernard Hazon
Figueiredo(P), | (P), France
Moderator: Portugal
Roland Susanne Moderator:
Kadefors, Univ. | Schade (R), Lena Gonas
of Géteborg, | Germany Univ. of
Sweden Karlstad,
Moderator: | Sweden
Kenneth
Abrahamsson
FAS, Sweden
Hall K1 Hall K2 Hall K3 Room R21 Room R22 Room R23 Room R24 Room R25 Room R26
11.00 - o s
11.50 Coffee break/Exhibition in the Exhibition Hall
11.50 - An Age Management Network - Time to establish an European Network now?
12.10 Reports from the seminar on Tuesday and other initiatives.
Hall K2
12.10 - Session 10 - Hall K2
12.30 One Challenge, two points of views, many solutions
Matthias Thorns, Business Europe, Germany and Naj Ghosheh, ILO, Switzerland
12.30 - Conclusion - Hall K2
13.00 Chairman of Life Competence 50+
Eva Bertilsson-Styvén, Mayor, Tjérn Kommun
13.00 -
Lunch in Restaurant Estrad
14.00

R= Researcher, P = Practitioner, D = Decision maker



CONFERENCE PROGRAMME

Sunday June 17, 2007

16.00-19.00

REGISTRATION

Monday June 18, 2007

09.00-12.00

12.00-13.00

13.00-14.10

14.10

15.00-15.45

REGISTRATION
Welcome refreshment in the Exhibition Hall
OPENING SESSION

Chairman of Life Competence 50+ - Eva Bertilsson-Styvén, Mayor, Tjérns Kommun
Sven Otto Littorin, Minister for Employment, Swedish Government

Lenia Samuel, Deputy Director General, EU Commission

The ageing workforce in Europe and “age cultures”

Guillemard Anne-Marie, Professor, Sorbonne, France

Coffee break/Exhibition in the Exhibition Hall

DIALOGUE SEMINARS

Workplace in change 1 - Energetic ageing - the Vattenfall process
Moderator: Nils Friberg, Vattenfall AB, Sweden

Reduced working Hours (80-90-100) as a tool for company senior policy practice
Kack Robert, Sweden

Managers' attitudes towards senior workforce
Furunes Trude, Norway

ABSTRACT/HALL/ROOM

0S-1a, OS-1b

Ds-1

Ds-2

Outcomes as measured by selected work environment indicators, changes in retirement

ages and practices, and sick leave for different age groups
Mykletun Reidar Johan, Norway

Learning and qualifications 1 - Mentoring
Moderator: Annemarie Sarner, Confederation of Swedish Enterprise, Sweden

Mentoring - a tool to successful integration and retention of the workforce
Bonde Helle, Denmark

The benefit of mentoring

de Haas Paul, Netherlands

Mentorship based the mentee’s needs and wishes

Ljungstrém Kerstin, Sweden

Ds-3

Ds-4

Ds-5

Ds-6



15.45

16.00-16.45

19.00

Altered conditions and attitudes on the labour market 1 - Union - employer - State.

Three parts in one play
Moderator: Bernt Schiller, Géteborg Univ., Sweden

"Trade Unions, Employers and the State” at the Conference Competence 50+
Thorns Mattias, Germany

Working after 50? Contradictions and antagonism

Gauthy Roland, Belgium

A new management of ages in response to demographic ageing

Guillemard Anne-Marie, France

Coffee break/Exhibition in the Exhibition Hall

DIALOGUE SEMINARS

Workplace in change 2 - Health and work in an aging Europe
Moderator: Peter Westerholm, University of Uppsala, Sweden

Health and work in an Ageing Europe

Solem Per Erik, Norway

High-demand jobs may expect age-related diversity in work ability
Sluiter Judith K., Netherlands

Title and abstract not available

Nygard Claes Hakan, Finland

Learning and qualifications 2 - Skills transfer
Moderator: P-O Thang, Goteborg University, Sweden

Nova.PE - know-how transfer for SMEs

Alms Kerstin; Riese Christian, Germany

Transfert des savoirs expérienciels©

Diez Robert, France

Mentoring: mobilising, retention and appreciation of competence 50+
Tikkanen Tarja, Norway

How to make use of the elderly?

Stockfelt Torbjérn, Sweden

Altered conditions and attitudes on the labour market 2 - Manager’s attitudes
to older employees in the local authorities

Age Diversity in the Workforce
Smith Carole, United Kingdom
Title and abstract not available
Lindberg Leif, Sweden

Reception hosted by the City of Goteborg and the Region of Véstra Gétaland
at City Hall Borsen

Ds-7

Ds-8

Ds-9

Ds-10

Ds-11

Ds-12

Ds-13

Ds-14

Ds-15

Ds-16

Ds-17

Ds-18



Tuesday June 19, 2007

09.00-09.45 PARALLEL SESSIONS - SESSIONS 1-3/WORKSHOPS 1-6

10

Session 1

Sweden is the worst in the world promoting Senior Competence! Lack of competence
needs changed behaviour for better integration of seniors in working life.

Lindholm Hans, Sweden

Session 2
Evidence based concepts to reach the EU-Lisbon target for older workers
lImarien Juhani, Finland

Session 3
A European Age Management Network: The way forward?
Tubb, Helen; Irving Pat, Belgium

Workshop 1

Ageless at Work : choice or conflict

Barmer Jane, United Kingdom

An informative workshop highlighting differing age management approaches from

the Ageless at Work EQUAL partnership occurring in France, Finland and England.

A blend of presentation and audience participation will enable delegates to consider
practical solutions that challenge barriers to 50+ inclusion and retention in the ‘work’
place and enable people aged 50 and over to have informed choice and opportunity in
fulfilling their work aspirations, potential and economic contribution.

Workshop 2

Health promotion for unemployed

Kuhnert Peter, Germany

Health promotion for elderly unemployed is most needed but least developed. The aim
of this workshop is to present and discuss possibilities focussing on resources instead
of the impairments.

Workshop 3

Enhancing Employability through Learning

Smith Graham, United Kingdom

This workshop offers an overview of project activity carried out in Scotland aimed at
encouraging older workers to reconnect and engage in lifelong learning to increase
future employability. It will further provide an opportunity for delegates to discuss the
issues and share experiences.

Workshop 4

Management of all ages: The value of working life in all ages

Andronikos Gregory, Greece

The aim of the workshop is to trigger a dialogue among participants so that approaches
and points of view from other projects or initiatives concerning management of all ages
can be emerged. The workshop will be considered successful when it is not limited in
simple ideas exchange but presents practical and transferable solutions.

Workshop 5

A New Development Model Of Mentoring

Maékinen Satu, Finland

For use in the health and social care sectors, the Jobsis Equal project (ESF) has created,
developed and tested a Mentoring Model, which will be presented in this workshop.

Hall K2
SE-2

Hall K3
SE-3

Room R21
WO-1

Room R22
WO-2

Room R23
WO-3

Room R24
WO-4

Room R25
WO-5



09.45-11.00

10.00-10.45

Workshop 6 Room R26

Creative Approaches to Workforce Ageing WO0-6
Isidorsson Tommy, Sweden

Creative Approaches to Workforce Ageing (CAWA) is a project that aims to promote

fresh thinking on the question of the ageing workforce, involving Swedish, British,

Austrian, Spanish and Bulgarian partners. In the workshop case companies present

their approaches and models to handle workforce ageing. There will also be a presentation

of some preliminary results from the ongoing projects by experts from the countries

participating in the CAWA project.

Coffee break/Exhibition/Poster presentations
WORKSHOPS 7-12

Workshop 7 Room R21
Flexible Working - the Way Forward WO-7
McCarthy Mary, Ireland

The value of flexible working arrangements for older workers - results of a nationwide

survey and exploratory pilot projects.

Workshop 8 Room R22
Mutual learning WO0-8
Dornowski Marek, Poland

The ability of IT based developments in a process of education for people over 50.

How to build a wall from the bricks that new technologies throw at us? A good practice

worked out by Mentoring through IT Partnership.

Workshop 9 Room R23
Changing male workers to nurses WO-9
Randle Hanne, Sweden

The workshop will discuss how to create favourable conditions for developing new jobs

for long-term unemployed men, by choosing to work in the public health sector.

The topics will cover, project leadership, beating individual anxiety for nursing and learning,

mentoring to boost self-esteem, workplace training, changing nurse’s education, and

collaboration between regional stakeholders.

Workshop 10 Room R24
New therapies for hospital employment WO-10
Nardias Herve, France

Hospitals mission is to maintain health and life of patients. But this high objective is now

depending of a new another crucial objective to “cure and care” workers all along their

career with specially attention on the end of professional life.

Workshop 11 Room R25
Innovative Lifelong Learning WO-11
Merlino Corinne, France

How can we help SMEs with the implementation of truly innovative solutions to help

maintain a dynamic workforce regardless of age.

Workshop 12 Room R26
Be knowledge, be coach WO-12
Segard Margarida, Portugal

How to enhance older workers in individual and organizational knowledge process?

How to create new motivations for older workers and profits for SMES? Try to develop

coaching methodologies and KM where older workers become the “greatest coaches”
in SMES.

11



11.00-11.45 PARALLEL SESSION — SESSION 4-6/WORKSHOP 13-18

12

Session 4
The Economics of Age Management — The offensive versus the defensive model
Malmaquist Claes, Sweden

Session 5
Understanding Learning In/For Work: Implications for Older Workers
Fenwik Tara, Canada

Session 6
Conditions of Work & Employment for Older Workers: Understanding the Issues
Ghosheh Naj, Switherland

Workshop 13

GreenGreyMotor

van Leest Ruud, Netherlands

Young and old together repair the economic motor. A combined action of green and
grey to solve the problem of shortages on the regional labour - market.

Workshop 14

Staying in working life? Early retirement thoughts among public sector nurses

von Bonsdorff Monika; Koponen Sirpa, Finland

Our study showed that Finnish public sector nurses had two kinds of early retirement
thoughts, which were either related to their health, or more general and unspecific in
their nature. Several factors related to employee health and to the hospital leadership
and human resource management practices had an effect on nurses early retirement
thoughts.

Workshop 15

Why should you open your eyes to 50+!?

Brolin Folke, Sweden

Members of Life Competence 50+ DP will tell you about our development of methods
such as life competency analysis, network agencies empowered by older people; work
integrated, tailor-made training, mentoring, research results concerning attitudes and
rules and regulations on work places and as experienced by job seekers.

Workshop 16

Promoting the ,,Generation Gold”

Meuer-Willuweit Anne, Germany

In this workshop we shall present you our concept of networking and public relations
designed to change the image of older employees within companies and society.

The project ,Generation Gold” aims at the integration of longterm unemployed
persons 50+ into the labour market. You will hear how we made our projects successful
and we discuss with you our results and findings.

Workshop 17

How to handle age management in SMEs

Moriceau Michel, France

The workshop concerns the experimentation of methodologies of age management
in SMEs and its transfer from larger SME (staff of 300 persons) to smaller ones (staff of
50 persons).

Workshop 18

Empowerment by media production

Anastasiadis Maria, Austria

This interdisciplinary method was developed during the Austrian EQUAL project U-Turn.
It is an interlinkage between participative media production and empowerment as an
upcoming method of social work. In this workshop we will present the results of the case
study done with longterm unemployed people aged around 50 and we will refer to how
this method can be implemented into the practice.

Hall K1
SE-4

Hall K2
SE-5

Hall K3
SE-6

Room R21

WO-13

Room R22
WO-14

Room R23
WO-15

Room R24
WO-16

Room R25
WO-17

Room R26
WO-18



11.45

13.30-16.30

13.30-14.15

14.45-15.15

15.30-

16.15

13.30-14.15

14.30-15.15

15.30-16.30

13.30-16.30

Lunch in Restaurant Estrad/Exhibition/Poster presentations

INVITATION TO PARALLEL INFORMATION AND DIALOGUE -
CONCERNING TRANSNATIONAL CO-OPERATION Hall K2

Opportunities for transnational co-operation in the new program period
Moderator: Johannes Wikman, Swedish ESF Council, Sweden

Walter Faber, Head of Unit at the Commission’s Directorate General for Employment,
Social Affairs and Equal Opportunities will inform about the new possibilities within the
new Social fund.

Anna Gudmundsson, Head of Unit at The International Programme Office for Education
and Training in Sweden will inform about EU:s Action programme in the field of lifelong
learning 2007-2013.

New European database search model Hall K2
Johannes Wikman will inform about the new database search.

Opportunities for transnational co-operation in the new program period Hall K3
See 13.30-14.15

Partnership - A model for sustainable change Hall K3
A seminar about experiences and ways to a successful development work.
Participating: The National Thematic Group (NTG) Partnership

Leda Stott, consultant, is specialising in cross-sector partnerships and development issues.
Over the last ten years she has designed, developed and evaluated partnership programmes
in Africa, Europe and Latin America with a wide range of international agencies, government
departments, business and non-governmental organisations. She has recently co-authored
Working Together, A Critical Analysis of Cross-Sector Partnerships in Southern Africa (2005)
and the European Commission’s EQUAL Guide for Development Partnerships (2004).

Patrik Jonsson, Research Assistent, APeL R&D, Sweden

Partnership - A model for sustainable change Hall K3
See 13.30-14.15

Partnership - A model for sustainable change Hall K3
See 13.30-14.15

ROUND TABLE DIALOGUES ABOUT THREE TOPICS: Exhibition hall

Workplace in change, Learning and Qualifications, Altered conditions and attitudes
on the labour market

Round-table dialogues about project ideas and possibilities to work together in the new
program period also based on the information given earlier

Blue mark — Competence

- Life long learning

- Mentoring/knowledge coaches

- Workintegrated learning

- Further developed pedagogical methods

Yellow mark -- Attitudes in workplaces are changing towards 50+ for instance by
- Flexible working conditions
- New reward systems.

Green mark - Restart/newstart centre for jobseekers
- Coaching
- Competence analysis
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- Job market analysis
- Alternative career approaches

You can stay as long as you like in a specific dialogue but you are also free to leave for another round-table
dialogue.

One person will be using a computer and will be responsible for writing down names and a short summary
about the discussions and this summary will be sent to everyone that have indicated interest by giving his/her
email-address.

19.00 Conference Dinner at Restaurant Tradgarn

Wednesday June 20, 2007

09.00-09.45 PARALLEL SESSION - SESSION 7-9/WORKSHOP 19-24

Session 7 Hall K1
Good practice in age management: developments in companies in the European Union SE-7
Andersson Robert, Ireland

Session 8 Hall K2
Lifelong learning and Vocational Education and Training (VET) SE-8
Héghielm Robert, Sweden

Session 9 Hall K3
Turning Back the Clock: The Rebirth of Ageing Workers SE-9
Mavromoustakos Stylianos, Cyprus

Workshop 19 Room R21
Economics go 50+ services - cooperations - competencies WO-19
Kaufmann Ralf, Germany

Only the combination of developing new markets and changing human resource

development leads to an added value. For all participants, enterprises, entrepreneurs,

employees and customers. Three Development Partnerships from northern Germany will

present their experiences and examples to be discussed.

Workshop 20 Room R22
Active Ageing System Actions WO-20
Corrias Alessandra, Italy

Skill3 is an experience of cooperation between private and public sectors to find solutions to

active ageing in a preventive approach. During the workshop, the profile of Case Manager

will be presented; Case Manager is an expert in reconfiguration processes who supports

workers and enterprises facing change management analyzing the needs expressed and

setting of individual or company development plans.

Workshop 21 Room R23
Realising the value of the older worker/SWOOP Research Pilot ePortfolio for an older worker WO-21a,
Shipley Hilary; Jennings-Bramly Anne, United Kingdom WO-21b

A joint presentation between Skills Analysis and SWOOP (South West Opportunities for
Older People). In response to an ageing population, two projects based in the South West UK
are working towards improving the employability of older people. Both projects aim to
influence employer attitudes to the employment of older workers. In addition, these projects
are identifying the skills, abilities and experiences that older people may contribute to the
workforce. This workshop will highlight results of the toolkit piloted by Skills Analysis and
SWOOP's ePortfolio learning tool.

Workshop 22 Room R24
Lifelong learning moves forward WO0-22
Vollmann Manuela, Austria

The objective of the workshop is to present the successful outcome of the course “learning

14



10.00-10.45

moves forward” and of our consulting and workshops on age management for companies.
We consider the combination of age-oriented didactics and project learning for women over
45 on the one hand and of activities to implement age management in companies on the

other hand as vital for achieving sustainable solutions in this field.

Workshop 23

Ageing Assets - Older People and Work: Effective strategies for older people and employers

St. John Lindsey; Heller Irene, United Kingdom

Prime Advantage and SWOOP are projects working with older workers and employers.
Through these projects older people have been helped to gain confidence, to acquire new

skills and assisted into jobs.

Workshop 24
Footloose-Mossfree
Cerwenka Judith, Austria

Innovative tool pack towards higher age mobility and better frame conditions dual approach:

- empowerment for female workforce 45+ in social economy
- relevant demographic consulting for their employers

PARALLEL SESSIONS - DIALOGUE SEMINAR/WORKSHOP 25-30
Workplace in change 3 - Production system and the ageing work force
Moderator: Roland Kadefors, University of Goteborg, Sweden

Assistance System for Age Differentiated Work Design and Employee Assignment
Rademacher Holger, Germany

Age-based work systems in the German automotive industry

Buch Markus, Germany

A new concept for improving work ability of elderly workers at Danish workplaces
Segaard Karen, Denmark

Learning and qualifications 3 - Lifelong learning - different solutions
Moderator: Kenneth Abrahamsson, FAS, Sweden

Lifelong Learning and Older Workers

Fenwik Tara, Canada

Lifelong learning for an ageing workforce

Andersson Robert, Ireland

Recognition, Validation and Skills” Certification — boosting qualifications towards
active ageing

Figueiredo Joana, Portugal

Empowering Women through Lifelong Learning — A Qualification Scheme for
Middle-Aged Women

Schade Susanne, Germany

Altered conditions and attitudes on the labour market 3 - Political and financial

control systems
Moderator: Lena Gonés, University of Karlstad, Sweden

Jobs for “best agers” - a regional employment pact as a key to success
Wagner Barbara Anna, Germany

To lengthen professional life and senior efficiency : why and how
Hazon Bernard, France

Title and abstract not available

Lunde Asmund, Norway

Room R25

WO-23

Room R26

WO-24

DS-19

DS-20

DS-21

DsS-22

Ds-23

DS-24

DS-25

DS-26

Ds-27
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11.00

11.50

12.10

12.30

Workshop 25 Room R21
Initiatives for ICT-Professionals 50+ in Germany WO-25
Hageni Karl-Heinz, Germany

The Workshop will present the situation of German IT professionals over 50 years (above

average unemployment) and an initiative 50+. We discuss a project, that addresses a new

concept of advanced training, with the ‘age-oriented learning’ in practical projects, oriented

at relevant IT-Profiles.

Workshop 26 Room R22
Elderly plans - Do they work? WO-26
Krabb Sandra, Austria

Hear the findings and learnings of the project “Experience has Future” that co-operated

with SME in Vienna/Austria. Discuss the different experiences and challenges in that context.

Workshop 27 Room R23
Advancing Women's Employability WO0-27
Morton Alice, United Kingdom

Women face significant additional barriers in accessing and progressing employment in

later life. This workshop will consider the issues and offer an overview of pilot activity carried

out in Scotland, aimed at assisting women aged 50+ overcome the challenges of advancing

their employability.

Workshop 28 Room R24
Efficient Skill Transfer WO-28
Merlino Corinne, France

12 ingredients for a success recipe

Workshop 29 Room R25
Convincing employers to recruit older people WO0-29
Peeters Anneleen, Belgium

In our presentation we will discuss the main obstacles for the employment of older people

and how firms can be influenced in order to be more willing to hire and retain 50+ jobseekers.

Based on own research and practical project experiences, several strategies will be presented.

Workshop 30 Room R26
Age Management - an offensive approach in practice WO-30
Skoglund Barbro, Sweden

Experiences from successful Age Management training programmes for managers. Keys for

success and how to meet the obstacles.

Coffee break/Exhibition in the Exhibition Hall

An age management network - Time to establish and European Network now? Hall K2
Reports from the seminar on Tuesday and other initiatives.

Session 10 Hall K2
One challenge, two points of views, many solutions
Thorns Matthias, Germany, Ghosheh, Naj, Switherland

Conclusion Hall K2
Chairman of Life Competence 50+ - Eva Bertilsson-Styvén, Mayor, Tjérns Kommun

13.00-14.00 Lunch in Restaurant Estrad
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SOCIAL PROGRAMME

MONDAY 18 JUNE AT 19.00
RECEPTION AT CITY HALL
BORSEN

All delegates are invited to attend the Welcome
Reception hosted by the City of Géteborg and the
Region of Vastra Gotaland. A light meal will be served.

Free of charge but must be indicated at the time of
registration to obtain a ticket.

TUESDAY 19 JUNE AT 18.30
RESTAURANG TRADGARN

All delegates are invited to join us for an evening of
entertainment and a traditional Swedish Midsummer

buffet.

Price per person SEK 375.
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REGISTRATION AND CANCELLATION POLICY

Registration should be carried out via the Conference website (www.livskompetens.com).

REGISTRATION POLICIES

e A registration will not be processed until full payment is received.

e Payment for registration fees must be made in SEK, either by credit card (VISA, Master Card and American Express) or
by Remittance to IBAN (International Bank Account No.) SE25 5000 0000 0511 7102 4215/or
Bank account 5117 10 242 15, BIC/SWIFT: ESSESESS, Bank: SEB, SE-106 40 Stockholm.

* Bankgiro (only Swedish participants) 5887-2797

e Plusgiro (only Nordic participants) 7738-8

Please clearly mark your name and Ref. Competence 2007. All expenses in connection with transferring fees must be paid

by the delegate

* A confirmation notice of your registration will be sent to you within 10 business days of receipt of your completed
registration and full payment.

e All receipts will be enclosed with the delegate package at the Conference.

REGISTRATION FEES
All fees are in Swedish Krona (SEK)

Swedish tax legislation requires participants to pay their registration fee either including or excluding Swedish VAT (Value
added tax).

* Delegates from a company/organisation within the European Union must state company/organizations/hospital VAT
registration Number to be able to pay the Congress fee excluding VAT. If no VAT registration Number is given the fee
will include VAT.

e Delegates from a company/organisation outside the European Union pay the Congress fee excluding VAT.

¢ Swedish delegates must always pay the Congress fee including VAT. The VAT can be deducted by the company.

e Hotels, social events always include VAT.

Including VAT After 31 March 2007
Members Equal projects 1725 (approx. €187)
Other delegates 4600 (approx. €500)
Excluding VAT After 31 March 2007
Members Equal projects 1380 (approx. € 150)
Other delegates 3680 (approx. €400)

THE REGISTRATION FEE INCLUDE:

e Attendance at all seminars and workshops
e Attendance at the Welcome Reception

e Printed material of the Conference

¢ Luncheons and coffee/tea during breaks

* Reduced fee for banquet

CANCELLATION POLICY
Cancellation of registration must be made in writing and sent to e-mail competence2007@congrex.com or fax to
+46 31708 60 25

Refund of registration fees will be as follows:

e If you can not attend, your registration is transferable to another member of your organisation. Cancellation will be
accepted until 5 April 2007, and the total amount will be refunded less a cancellation fee of SEK 300 (approx €35).

* No refund on cancellations received after 5 April 2007.
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GENERAL INFORMATION

AIRPORT BUS/LOCAL TRANSPORTATION

The airport bus from Gothenburg Landvetter airport
leaves every 15 min. and takes approximately 20 min.
to the city centre. The bus stops outside the Goteborg
Convention Centre (stop Korsvagen). The fee is SEK
70/€8 one way or SEK 130/€14 for return ticket.

From Gothenburg City Airport the bus takes approx 30
min to stop Nils Ericsonsplatsen (Central station).

The fee is SEK 50/€5 one way. Please visit
www.flygbussarna.com for timetables.

Tram No. 2 (location A) will take you from the Central
station to Goteborg Convention Centre (stop Kors-
vagen).

The Convention Centre is located in the city center with
walking distance to hotels and shopping area.

AIRPORT TAXI
Costs approximately SEK 350/€38. We recommend Taxi
Géteborg, VIP Taxi or Taxi Kurir. Ask for fixed price.

BADGES

Each participant will receive a name badge upon
registration. For security reasons all participants are re-
quested to wear their badge during all the Conference
activities and social events.

BANKS
Banks are open between 09.30 and 15.00 on weekdays.

Some banks in central Géteborg are open between
09.00 and 17.00.

CLIMATE

The weather in G6teborg at this time of the year is
usually nice and sunny but showers can occur.

For weather forecast please visit www.goteborg.com

CURRENCY

The official currency is Swedish Krona (SEK).
USD 1 = SEK 6,99 (June 2007)

EUR 1 = SEK 9,34 (June 2007)

DISCLAIMER

The Organising Committee and Congrex Sweden AB
accept no liability for injuries/losses of whatever nature
incurred by participants and/or accompanying persons,
nor loss of, or damage to, their luggage and/or
personal belongings.

LANGUAGE

The official Conference language is English. Translation
will however be provided into French, German and
Spanish at most seminars. If the number of delegates
from any of these countries are low the translation of
that language will be cancelled.

GOTEBORG TOURIST INFORMATION
Please visit www.goteborg.com

MEALS

Coffee and lunches are included in the registration
fee and will be served daily. Your name badge is your
ticket.

ON SITE REGISTRATION IN GOTEBORG

On site registration will start on 18 June, 2007 from
09.00 and will be open 19-20 June during Conference
hours. The registration desk and Conference secretariat
are located at foyer of the Congress Hall, Géteborg
Convention Centre, Méassans gata 8, Entrance 8.

PROGRAMME CHANGES

The organisers cannot assume liability for any changes
in the programme due to external or unforeseen
circumstances.
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ABSTRACT OPENING SESSION

The ageing workforce in Europe
and "age cultures”

Vieillissement de la population active en
Europe et cultures de I'age

OS-1b

Guillemard, Anne-Marie
Université Paris-Descartes Paris, EHESS/CEMS 54, Paris, France

The international comparisons (Europe, North America and Japan)
made in L4ge de 'emploi. Les sociétés a I'épreuve du vieillissement
(Paris: Armand Colin, 2003) showed that similar, relatively
homogeneous demographic patterns differ significantly depending on
the country - a cogent reminder that demographic determinism does
not exist. Changes in the age structure dictate neither practices nor
policies, but they do lay down a new set of conditions. Everything
depends on the way that a country is reworking the patterns of
relations between ages and generations in a new society where
people live much longer and, too, on the meaning given to growing
old, in particular through the public and private decisions that are
implemented in the fields of employment, training and welfare in
response to these new conditions. The main idea in my book is that
these reworked patterns tend to give rise to distinct “age cultures”,
which provide both alternatives to ageing wage-carners and a
framework for the actions and anticipations of all players in the labor
market with regard to ageing. We can distinguish a “culture of the
right to employment for all age-groups”, to which actors have given
priority through the arrangements made in welfare and employment
policies in Scandinavian countries. This contrasts with the “culture of
the right to early exit from the labor market”, which tends to emerge
out of the arrangements made in public policies and the interplay
between various parties on continental Europe, in particular France.
Given the distinct sets of norms edified in national institutions,
each “age culture” has raised the question of ageing wage-earners
differently, whence the emergence of different “agreements” based on
principles of justice and fair treatment. Ageing workers in Scandinavia
are deemed to be vulnerable but capable of being reclassified, and
this justifies an active employment policy on their behalf. In contrast,
employees of the same age in France are thought to be incapable of
being reclassified, and fair treatment, therefore, implies providing
them with generous benefits instead of retraining them or improving
their job qualifications.

Guillemard, Anne-Marie
Université Paris-Descartes Paris / Institut Universitaire de France, Paris,
France

I

Mon ouvrage récent « UAge de 'Emploi. Les sociétés 2 I'épreuve
du vieillissement » Armand Colin, 2003, montre, a partir de
comparaisons internationales portant sur trois continents :
Amérique du Nord et Japon, quune méme réalité démographique
relativement homogene revét des significations contrastées selon les
pays. Il rappelle donc avec force qu'il n'existe pas de déterminisme
démographique. Les transformations de la structure par 4ge ne dictent
ni des conduites, ni des politiques. Elles jouent comme un ensemble

Europe,

nouveau de contraintes. Tout dépend de la maniere dont chaque
pays construit les rapports entre les 4ges et les générations dans cette
nouvelle société de vie longue et quel sens est donné a 'avance en
ige, notamment au travers des arbitrages publics et entrepreneuriaux
respectivement mis en ceuvre pour répondre a ces contraintes dans le
domaine de 'emploi, de la formation et de la protection sociale. Lidée
force du livre est que ces configurations tendent a constituer des «
cultures de I'age » distinctes. Ces derniéres faconnent des alternatives
différentes pour les salariés avangant en 4ge et encadrent les actions et
anticipations de tous les acteurs du marché du travail 2 I'égard de I'age
au travail. Cest ainsi que I'on peut distinguer une « culture du droit
au travail a tout 4ge » privilégiée par les agencements de politiques
de protection sociale et d’emploi et le systéme d’acteurs incarnés par
les pays scandinaves. On peut I'opposer a la « culture du droit a la
sortie précoce du marché du travail » qui tend & étre configurée par
les agencements de politiques publiques et les dynamiques d’acteurs
spécifiques aux pays d’Europe continentale et bien incarnés en
France. En raison des édifices normatifs distincts contenus dans les
institutions, chaque culture élabore une problématisation différente
de la question des travailleurs vieillissants, laquelle donne lieu a
des accords spécifiques sur des principes de justice et de traitement
équitable. Si les travailleurs agés des pays scandinaves sont considérés
comme vulnérables mais reclassables,ce qui justifie une politique
active de I'emploi en leur direction, ceux de la France sont, aux mémes
ages, réputés non reclassables. Dés lors un traitement juste suppose de
les indemniser généreusement au lieu de les requalifier.
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ABSTRACTS SESSIONS

Sweden is the worst in the world promoting Evidence based concepts to reach the EU-Lisbon
Senior Competence! Lack of competence needs target for older workers

changed behaviour for better integration of
seniors in working life. SE-1 SE-2

Lindholm Hans Llmarien Jubani
Manpower AB, Stockholm, Sweden Finnish Institute for Occupational Health, Helsinki, Finland
No abstract available No abstract available
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A European Age Management Network:
The way forward?

Tubb, Helen'; Irving, Pat’
'GHK Consulting Ltd, Brussels, Belgium; *GHK Consulting Ltd,
Birmingham, United Kingdom

Framed by this question, the seminar secks to explore whether it be
would both feasible and worthwhile to set up a European network
focusing on age management. This exploration is based on the
experience of the ESF EQUAL Initiative, as well as a wider overview of
European policies and developments. The seminar will notonly provide
an opportunity to present the findings of some initial research into the
‘network idea’, but also to canvass ideas and opinions, and gauge levels
of interest from the seminar participants themselves. It is hoped that
the seminar will provide a starting point for discussion - and ideally
action - that goes beyond the Competence 50 + 2007 Conference.
European policies and developments - a favourable context
for the network? In 2001, the EU Member States adopted targets
to increase the share of older workers in employment from an EU
average of 40% to 50% by 2010. Since that time, Member States
have been busily working to develop policies and launch initiatives
to reach these targets. Their measures have been firmly framed within
the renewed Lisbon Strategy and European Employment Strategy, as
well as recent developments such as the Commission Communication
“The demographic future of Europe - from challenge to opportunity”.
EQUAL - a potential source for the network? It is estimated that
up to 210 EQUAL Development Partnerships have been active in
addressing the needs of older workers and tackling ageing issues.
During the first round, their activities were enriched and disseminated
at the European level via success stories, published documents, an Age
Management Working Group and the organisation of a large-scale
conference. Under the second round, an analysis of the age-related
Development Partnerships has recently been undertaken and will be
presented for the first time in the seminar.

The Economics of Age Management -
The offensive versus the defensive model

SE-4

Malmaquist, Claes
Malmgquist Ekonomikonsult AB, Orrviken, Sweden

Conclusions: An economic analysis of common business practices
found that an offensive model of age management called “Age
conscious leadership” will likely improve an organization’s profit level.
With this model, necessary changes in behaviour that accommodate
the needs of older workers are much less when compared to a
defensive model called “Age adjusted work hours”. The decisive factors
behind this difference are that the offensive model is cost neutral
when it comes to working times and that it has a greater impact
on those employees not be-longing to the “older worker” group.
Results: The defensive model requires an average increase in
productivity among those in the “older worker” group of at least
16 percent to reach a profit level. For that reason, the likelihood
of achieving profitability using a defensive model is low. Necessary
changes in the behavior of older employees would be too great to
cover the costs associated with shorter working hours. The offensive
model requires an average increase in productivity of 2,7 percent
for profitabil-ity. The probability of reaching profitability with
an offensive model is thus very good. The demands on changes in
behavior are also much lower when compared to the defensive model.
Background: Private and public sector organizations want analyses
that help in the understanding of the economic consequences of
making it easier for older person to continue working. Chronological
age is a poor benchmark for predicting how a person performs or
will perform at work. At a workplace with many younger employees
average work capacity is about the same for most workers while the
opposite exists in workplaces with many old employees. Individual
differences become greater with rising age. What will be the ultimate
economic impact of concentrating resources on ways to make it easier
for older persons to remain in the workforce?
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Understanding Learning In/For Work:
Implications for Older Workers

Fenwick, Tara
University of Alberta, Edmonton AB, Canada

Some popular views of learning understand it to be a straightforward
‘acquisition’ of knowledge of skills, occurring solely in the individual.
Older workers often are assumed to require upskilling and strategies to
compensate the ‘problem’ they present to theworkplace: general physical
and mental decline, traditional attitudes, and obsolete knowledge.
I argue that these beliefs are both inaccurate and unhelpful
framings of the real issues at stake. Contemporary theories of
learning at work are practice-based, understanding cognition as
embodied and enacted in webs of socio-cultural relations and
knowledge politics. These theories help examine the entire system
of the work organization and its knowledge production, including
issues of ageism and the construction of the ‘older worker.
My presentation begins with a critique of myths and limited
notions about learning and older workers. Then it overviews four
contemporary theories of learning in work: communities of practice,
psycho-analytic, cultural-historical activity theory and complexity
theory. These offer productive ways of understanding how to foster
learning among multiple intergenerations in the workplace. I conclude
with implications for workplace learning that can help integrate older
workers.

Conditions of Work & Employment for
Older Workers: Understanding the Issues

SE-6

Ghosheh, Naj

International Labour Organisation, Geneva, Switzerland

Advances in science and medicine couple with improved socio-
economic conditions in many societies have resulted in extended life
expectancy. Thishuman achievementhas created many positive options
for older segments of the population. Yet it has also resulted in rapid
growth in this segment of the population. This has raised concerns
among policy makers on a host of social and economic issues including
paying for retirement pensions and health, social justice in society, and
maintaining social cohesion between older and younger generations
who may have other priorities. The policy responses have been not only
been to cut social programmes affecting older people, but to also raise
the age to collect retirement pensions, thereby extending working life.
However, simply raising the age to collect retirement pensions does
not take into account the circumstances in the paid labour market
for older workers. Barriers to employment (e.g. age discrimination),
barriers to career advancement of older worker workers, and negative
perceptions of the ability and productivity of older workers by other
workers and employers are some of the factors that must be considered
when talking about extending the working life. Thus, while much of
the attention is focused elsewhere perhaps the area in need of further
policy development needs to be based on the conditions of work
and employment available to older workers in the labour market.
Owing to this, the presentation that will be made will emphasise the
importance of recognising the conditions of work and employment for
older workers in the labour market. It will emphasise the conditions that
are viewed as being the most relevant in this context and will further
highlight the equality approach based on ILO Recommendation No.
162 (Older Workers Recommendation) as a means to ensure that
these conditions are decent for all older workers.
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Good practice in age management: developments
in companies in the European Union

SE-7

Lifelong learning and Vocational Education
and Training (VET)

Anderson, Robert
European Foundation for the Improvement of Living and Working
Conditions, Dublin, Ireland

Conclusions: Age management has spread across both large and small
enterprises and a range of sectors but it remains confined to a small
proportion of organisations. While there is momentum for change,
more positive attitudes and commitment to an ageing workforce must
be reinforced. It is not enough to change exit and retirement policies;
there is a need to invest in the health needs and employability of the
workforce as it ages. Policies should consider the whole of working life
- working, learning and caring over the life course.

Results: While most companies had maintained an extended good
practice some had lost interest in older workers as a theme or
narrowed their range of initiatives. In general the growth or decline of
measures for older workers was linked to economic factors, demand
for and supply of workers with appropriate skills. The most common
measures in age management were in training and development,
followed by flexible working. There was a tendency for measures to
promote health and well-being to be reported more, while specific
measures for recruitment or redeployment were less common. There
was more attention to ageing and all age groups in the workforce but
lictle specific attention to lower-skilled workers or to women.
Background: Over the last decade the profile of older workers in
EU policies has risen from being a vulnerable group in employment
to being a core resource for economic development. EU policies
have addressed not only retirement and tax benefit structures but
increasingly age management and the combating of age discrimination
in the workplace. The Council of EU Ministers has established targets
for employment rates of older workers and for raising the effective
retirement age - their achievement is contingent upon the fostering
of working conditions conducive to job retention and encouraging
employers to recruit older workers. This paper is based upon the
experience of more than 100 organisations in the public and private
sectors who were identified during the 90s as examples of good
practice in age management. These companies have been followed up
in 2005 to examine the implementation of age management over the
last decade.

Hoghielm, Robert
Stockholm Institute of Education, Stockholm, Sweden

Is it possible to organize VET in such a way that the “gap” between
school and work can be bridged? Within EU there have been a large
number of projects during the last ten years occupied by this issue.
However, the question is formulated in such way that there has been
a misconception and does not support the idea of lifelong learning.
This paper argues from empirical Swedish findings related to an Equal
project, where unemployed adults participated in VET courses at
secondary school level that the explanation for the misconception
can be found in the existence of two cultures, one school based with
its own logic like providing subjects in a sequencing way, from the
simple to the complex. Working life is the other culture organized in
another way with a number of occupations at the same work place
constituting a community of practice. The foundation of a vocation
is based on vocational culture, vocational praxis and vocational
knowledge. School based VET does not recognize these levels which
are connected to each other like a Chinese box. A more appropriate
way of organizing VET is if you turn the perspective around meaning
that you start in working life which decides when the schools
theoretical courses are admitted to the students (vocational based
learning) which is an opposite way compare to traditional VET. It
is not a question of transfer but a question of boundary crossing. In
this context the vocational teacher can be regarded as a broker. A
broker is a person making new connections across communities of
practice, facilitate coordination and open new possibilities for new
meanings. Vocational education students are in a unique position
to act as mediators, bringing insights from work experience into
the school and from the school to work place. In this process the
vocational teacher has an important role. When VET is regarded as a
reciprocal process between work and school it can be viewed as a way
to promote lifelong learning. The de-schooling of VET will facilitate
such a process. A bonus effect is the stimulation of local and regional
development.
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Turning Back the Clock: The Rebirth of
Ageing Workers

Mavromoustakos, Stylianos
Intercollege, Nicosia, Cyprus

Introduction: According to figures by the European Commission, the
forecasted average European Union date for the decline of the workforce
is 2011. Thus in a few short years the EU will begin to experience a
shortage of labour which is likely to hinder the ongoing efforts of
strengthening Europe’s competitiveness in the global economy. In
addition to adwindling workforce, life expectancy continues to increase
while birth rates remain low at around 1.5 children per woman. In
fact, by 2030 Europe will have 18 million children and young people
less than it has today. These demographic changes have begun to
place pressure on pension systems, insurance policies and health care.
Practitioners and policy makers alike have been concerned about these
demographic changes for the past two decades. However, in today’s
21st century, far from meeting the requirements, the magnitude
of these changes has forced the EU to rethink and alter outdated
practices and institutions in order to develop possible solutions. It
is worth noting at this point that the problem of demographic aging
cannot be solved by examining one component at a time. Instead, the
problem must be viewed in its totality. Accepted solutions include
immigration, increasing the inclusion of women and other groups
(e.g. the disabled) who continue to be a minority in the workforce,
as well as increasing the number of working hours and the retirement
age.

Lifelong Learning and Training for Older Workers: An active and
productive society of all ages requires a strategy which facilitates and
motivates older people (50+) to remain involved in the workforce.
Thus, another viable solution is the development of educational
initiatives, through lifelong learning programmes, which create
learning and training opportunities which strengthen and support
older workers. At the European level older workers are often not
included in training programmes. As a result, low-skilled 50+ workers
are more likely to be pushed out of organisations. This however,
translates into a loss of experience and a failure to capitalize on
the valuable knowledge amassed through years of employment. In
order to capitalize on this knowledge and experience greater effort is
needed, as well as a positive attitude towards training older workers.
Incorporating lifelong learning into working patterns, thereby
extending the working life of individuals, may provide Europe with
the strongest opportunity for effecting long-lasting structural change.
Careful thought and consideration is required when training
elderly individuals. Older individuals cannot be treated in the
same way that young individuals are. The former have their own
particularities, such as different learning habits and problem areas.
A training approach must be developed which meets their specific
needs which simultaneously capitalizes on their wealth of experience.
This presentation will review previous examples and projects and
highlight best-practice cases of successful training programmes in
which the target group (50+ individuals) was greatly involved. Based
on these reviews, recommendations and solutions will be put forward
as to how to update the skills of this target group through selective
training schemes (e.g. using the latest forms of communication
technology) which motivate individuals and enhance their expertise.
Finally, this presentation will examine the role played by Vocational
Education and Training (VET) institutions in accomplishing this.
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ENERGETIC AGEING - VATTENFALL:
Reduced working Hours (80-90-100) as a
tool for company senior policy practice

DS-1

ENERGETIC AGEING - VATTENFALL:
Managers’ attitudes towards senior
workforce

Kiick, Robert
University of Umed, Vattenfall Nordic, Umed, Sweden

Conclusions: All participants were satisfied with the 80-90-100 tool.
Many employees saw it as a good way of extending the work life. If
the tool can be developed in a more flexible shape it would be easier
to implement it in different parts of the organization.

Results: Managers reported a more motivated and engaged workforce
(win/win situation). At the same time it prepares older workers for
their retirement, practically, socially and emotionally. Senior workers
get one day more of leisure time, which also is one of the most
common arguments for an early retirement.

Background: The study surveyed to illustrate participants different
opinions about the 80-90-100 tool and the ability to apply it in the
organisation. The tool stands for 80 % workload for 90 % of the wages
with 100 % pension savings, which could be offered to all employees
in the age bracket 58-65 years of age. It was also an objective to see
if 80-90-100 is a good way of retaining senior workforce. The survey
also looked at participant’s thoughts about their pension in generally.

Furunes, Trude

University of Stavanger, NHS-IOL, Stavanger, Norge

Conclusions: Age management is supported among staff, but
managers felt that lack of human and budget resources restrict the
implementation. Managers™ perceptions of older workers are divided.
Almost 50 have somewhat negative attitudes towards senior workers.
This also seemed to be partly reflected in how older workers are
treated.

Results: Managers reported that older workers are passed over in
promotion (45%), offered less vocational training (21%), have less
wage increase (80%), and are not expected to take part in change
processes (26%). 52 percent reported that younger workers are
preferred when new equipment and working methods are introduced.
When asking if they thought there was an upper age limit for
being a good manager, the most frequent responses were ‘depends
on individual capacity’ (40%), or ‘not within the age of retirement’
(40%). On evaluating what was important for their own decision
on when to retire, social economical development or the company’s
economy were not at all important. The most important variables
were own health, private economy, social relations at work, as well as
the company’s and manager’s attitudes.

Background: Previous research has shown that managers’ attitudes can
play a role in how senior workers are treated at the workplace. Along
with the age management programs Vattenfall Norden is running, it
was therefore equally important to map managers attitudes towards
ageing and ageing workers. The study surveyed managers™ attitudes
towards senior workers. It was also an objective to see to what degree
managers felt they had decision latitude on age management decisions
or if they felt their decision latitude was limited. The survey also
looked at managers” own retirement decisions.
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ENERGETIC AGEING -VATTENFALL:
Outcomes as measured by selected work
environment indicators, changes in retirement
ages and practices, and sick leave for
different age groups

DS-3

Mentoring - a tool to succesful integration
and retention of the workforce

Mykletun, Reidar Johan

University of Stavanger, Stavanger, Norway

Conclusions: Most managers and workforce appreciated the program,
which has contributed to increase retirement ages and reduce sick
leaves for workforce in the 80-90-100 programs. Perceived working
conditions of workforce aged 51+ were generally equal to or better
than for the younger workers. The program developed into a dynamic
process attracting external attention that improved the company
image and strengthened the effects of the program.

Results: Although “filtered out” as uninteresting by some managers,
the awareness raising was appreciated by the workforce. The tool
80-90-100 was generally well received and implemented in most of
the organisation. The competence transfer programs were effective
in diffusing knowledge and values and access to networks. Average
pension ages slowly increased from 58 to 62,5. Generally, senior
workers appreciated the relationships with their managers higher than
their middle aged and younger colleagues, and the seniors generally
evaluated their working environment in more positive ways or equal
to their younger and middle-aged colleagues. The Senior Resource
Pool facilitated transfer to new and interesting positions, however
mainly with time limitations, thus introduced elements of transitions
and uncertainty.

Background: Vattenfall Nordic experienced dropping average
pension ages. Facing an increase in average ages for the workforce,
shortage of competence and workers were foreseen. Retaining senior
workforce and transferring competence to facilitate the generation
relays became a serious organisational challenge. The General
manager set up a program with several ingredients: 1) seminars
raising awareness and motivating for prolonged careers; 2) leadership
training; 3) competence transfer programs; 4) special structures for re-
employment of redundant senior workforce (“Senior Resource Pool”);
and 5) a special program tool (80-90-100) reducing the workload
of senior workers. The tool introduced 80 % workload for 90 % of
the wages with 100 % pension savings, which could be offered to a
selected group of senior workers.

Bonde, Helle
Randers Municipality, Laksetorvet, [Municipality of Randers, Social and
labourmarket, Randers, Denmark

In the region of Aarhus in Denmark 140 companies/workplaces have
succefully implemented the tutor/mentor-function during the period
june 2002 - the autumn of 2006. In this context 1100 tutors have
been trained to function as tutors/mentors.

The tutor/mentor function has been developed to focus on:

- the reception and integration of new workforce

- supporting the new workforce in their development and training
- retention of the workforce

- prevention of marginalization of the workforce.

During a workshop we will be able to demonstrate best practices and
inspire the participants in the following fields:

* the companies motives to develop the tutorfunction

the ideal personal profile of the tutor/mentor

the way senior workforce can be developed to work as mentors
the contribution of the companies in the process

training programmes for the mentors

the conclusions of an analysis of the long term effect of the

*

*

implementation of the mentor function
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The benefit of mentoring

de Haas, Paul
GOA Infra group, Groningen, Netherlands

The European population is ageing. On one hand, people live longer,
and on the other hand, birth rates have strongly decreased. Several
European projects have been started which deal with the issue of ageing.
Points of attention are: older people should be anabled to live
independently; we should deal with the health problems at a higher
age; we should appreciate the contribution of the eldery to soceity
and we should promote solidarity between different generations; we
should promote active participation of eldery in society; we should
stimulate dialoque and understanding within the union, which
causes people to be able to handle the fact that we age in a better way.
One of the projects is “golden Oldies in the Infra” which is
participating in the European project “age value”. The project
aims at older employees in the physically heavy civil engineering
sector, who are being given up after the age of 45, while after
they have had extra schooling, they are very well able to do
other tasks and/or are employable as a mentor of young people.
Mentors in a competence directed education are constantly busy
comparing themselves to the expectations in the working practice.
The transfer of knowledge is therefore aimed in a way that mentors are
constantly busy answering the following questions:

- What are the expectations of the mentor in the working practise ?

- What are the weak and strong points concerning this issue ?

- How can I improve myself concerning this issue ?

Mentors who want to support mentee professionals have to take
action in a coaching way. Mentors aim their attention mainly at
answering the questions that the mentee professional asks himself.
Additionally, mentors are able to communicate about their own
working-method and they are capable of making appointments with
the mentee professional concerning the content of the coaching
activities. A competence directed purpose of an eduacation requires
mentors to coach from the mentee professional’s point of view, where
theory and practice are connected, instead of their own vision on their
own profession. A mentor coaches the mentee professional in main
lines within the framework of the educational course.

Mentorship based the mentee’s needs and wishes

DS-6

Ljungstrom, Kerstin
KLUAB, Stockholm, Sweden

The one year long programs that we have formed during the last
12 years have been based upon the need in each person to develop.
It has been very important to have a thorough dialogue with the
top management about the foundation for a mentor and mentee
program. The organisations have been open to differing needs and
have not asked the mentee to tell what kind of development they
plan. This is part of the secret with the success of the programs

Within the program we have found some necessary steps

1. Information to the whole organisation - everybody who is curious
is invited to participate during a 1 hour introduction to the
program

2. The THINK day - a full day of individual and group based
reflections on the human needs in connection with development
ideas. By the end of this day each person decides if a mentor is the
possible best assistance in the development process. If so, the work
to decide what kind of experience, skills, personality, age etc a
mentor should have and where one could possibly find a mentor.

3. The search process - each mentee is responsible to find, contact,
attract and meet with possible mentors. After a first meeting the
mentee and the mentor decides if they want to spend developmental
time together.

4. The starting day - the mentors meet with the top management
to be informed about the organisation and reflections around
mentorship. At lunch time the mentees arrive for a joint luncheon
and a following start seminar with contracting as an important
part. Sometimes also other additional training on communication/
coaching etc.

5. The mentors/mentees meet at least once a month and communicate
in the intervals through e-mail or phone.

6. Lunch meetings with the mentee group and half day meetings with
all mentors and mentees once each term. At the half day meetings
we also add a lecture.

7. Final day - with wrapping up, contract evaluation and finalisation,
thank-you-and-good-byes and other ceremonies that are relevant
to the group.
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"Trade Unions, Employers and the State” at
the Conference Competence 50+

D

Thorns, Matthias
BDA Bundesvereinigung der Deutschen Arbeitgeberverbinde, Berlin
Germany

Against the background of an ageing and declining work force,
Europe’s member states depend on the know-how and the skills of
the older work force. A stronger labour participation of older workers
is also in the very interests of the companies themselves. It is the only
way to safeguard and render sustainable economic growth and the
competitiveness of European business.

However, looking at the actual figures, we have to realize that until now
Europe has not performed very well in integrating or re-integrating
older workers into the labour market. In order to re-establish a culture
of working after the age of 55 and to increase considerably a stronger
labour participation of older worker, a political framework is needed,
which gives workers incentives for staying longer in the labour force
and which at the same time makes it easier for companies to employ
especially older people. This means:

¢ The general framework for more employment has to be
improved.

e Disincentives for workers to remain in the labour force have to be
remediated.

* Public pension systems must be aligned towards an extension of
the working life.

Special privileges for older workers have to be acknowledged as
obstacle for the employment of older workers.

* Lifelong learning has to be strengthened.

European business itself seriously tackles the demographic challenge.
Companies extensively contribute to increasing quality in human
resources. As long ago as 1999 European employers were spending
100 billion Euro on vocational training for their employees. In
parallel, individual responsibility and the worker’s own commitment
to training and qualification — reflecting the potential benefit to
the individual — must now also be boosted. Moreover, companies
developed a broad variety of programmes to support their employees
staying longer in the work force. The BMW Group for instance runs
the programme “Today for tomorrow”, including health management,
qualification and flexible working time models for their employees.

Finally, the question concerning the employment of older worker
has to be seen in the wider context of economic growth. Economic
growth still remains an important engine for more and better jobs
— for younger as well as for older workers. However, in the current
circumstances, Europe still does not make full use of its potential.
EU Member States therefore must step up the tempo of the necessary
structural reforms. In the words of Commission President José
Manuel Barroso: “7he improved economic outlook is a unique window
of opportunity to speed up, not an excuse to sit back and relax. There is no
room for complacency.

Working after 50? Contradictions and antagonims

DS-8

Gauthy, Roland
ETUI-REHS, Brussels, Belgium

Conclusions: Adopting an
approach to managing demographic challenges is essential. To
successfully implement such an approach, the main players must
commit themselves to these objectives: governments, companies,
preventionnists, citizens, workers and the social partners must all

integrated and multidisciplinary

work together to implement communication, information, training,

regulatory and legislative measures that will help us to find the most

appropriate solutions.

Background: Our reflection is based on the following issues

- the individual choice based on will, residual ability, economical
aspects and incitment to retire

- the European so called “Lisbon’s Strategy” (creating and improving
employment must remain the key concern)

- the intergenerational gap

- the physiological effects of aging and the absolute necessity to
compensate them when conditions such as arthritis, diabetes or
cardiovascular disorders are cumulated with physiological aging

- the deleterious effects of work throughout one’s life (due to
consolidated exposures): younger workers exposed to overload do
not perceive immediately the damages; at the contrary, their elders
less exposed to overload or overexertion present symptoms that
were acquired through cumulative exposures during their whole
working life

- at the contrary, the perspective to construct one’s health at work
(seen as an instrument allowing to shape life in a positive way)

- the ergonomics perspective and the inclusive workplace approach

Instruments for actions are related to:

- labour market policies such as combined retirement and
employment, innovative human resource policies, reconciliation
work and family life

- social protection policies that do not penalize human intensive
companies and that enable people to work instead of being
assisted

- migration supported by better development of competences and a
clear common European framework

- the situation of women, which a major challenge for demographics,
but with a huge pressure put on women

- an intergenerational contract via active aging strategies, high quality
education allowing people to adapt to changes

- the situation faced by young people

- the situation faced by older people
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A new management of ages in response to
demographic ageing

DS-9

Health and work in an Ageing Europe

Guillemard, Anne-Marie
Université Paris-Descartes Paris / Institut Universitaire de France,

EHESS/CEMS 54, Paris, France

The ageing of the population, a relatively widespread phenomenon
in developed societies, has spurred quite different national policies.
There is no single response to ageing. In order to release continental
Europe from the trend in which it has been swept up toward an
early exit from the labor market, it is necessary to thoroughly reform
the principle of age-management, based as it is on age as the major
criterion for making adjustments to variations in the labor market.
The Finnish five-year plan for the employment of persons over 45
years old is evidence of how indispensable it is to replace an age-
based management by a management of the diversity and synergy of
ages in the workplace. This calls for a revolution in our conceptual
frameworks, one that can occur only if an ongoing social dialogue
takes place so as to work out a joint diagnosis and agree on shared
objectives. For example, the concept of an “occupational itinerary”
and the objective of securing itineraries throughout the life course
should be given priority in plans for interventions, this instead of the
notion of age. The latter inevitably leads to piecemeal plans targeting
the oldest and youngest in the labor force; and entails a segmentation
of employment policy and of companies’ practices in matters of
human resource management. This compartmentalization generates
discrimination and unfair treatment. It jeopardizes social cohesion,
fosters competition between generations and kindles age warfare.

Solem, Per Erik
Norwegian Social Research (NOVA), Oslo, Norway

The following inputs are related to attitudes towards ageing and
functional health and invite dialogue about counteracting ageism. -
Norwegian data from the NorLAG study, indicate that a considerable
number (17% or 120 000) of non-working seniors (40-79 years)
are interested in a job. The majority reports a comparable health
status (measured by SF-12) to those in the same age groups who are
working. For this majority, health problems are probably not a main
obstacle against working. Barriers against recruitment of non-working
seniors may be more conspicuous in working life than among older
workers. Employers’ attitudes towards older workers and towards
ageing in general are a probable barrier. Stereotypes about ageing and
ageism have deep cultural roots and also create self-stereotypes among
older workers themselves (Levy 2003). More openness and reflection
about both positive and negative aspects of ageing is one possible
approach. Increase in self-confidence of workers of all ages and in
social cohesion is another approach, based upon management of the
terror of ageing (and of dying) (Solomon et al. 2004). - Mandatory
retirement is an example of institutional ageism, and is a common
response to the challenge of high security risk in some occupations,
for example; police, fire fighters, air pilots etc. An alternative response
to such high risk occupations is to provide sufficient health controls
and tests of capabilities crucial for safe performance. Instead of
picking a specific chronological age as an arbitrary criterion of
disability, testing of capabilities is expected to increase the accuracy of
filtering out workers with high safety risk. In addition, ageist attitudes
may be counteracted by abolishment of mandatory retirement age
(Reilly & Tipton 2005). - To what extent are adaptations in work
environment and work organization offered on the criterion of age on
the one hand or on health and functional criteria on the other hand?
Research from Canada indicate that focus on age as a criterion for
accommodations at the work place results in less being done than if
focus is on functional health as the reason to make accommodations
(McMullin & Shuey 20006).
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High-demand jobs may expect age-related
diversity in work ability

DS-11

Sluiter, Judith K.
Coronel Institute of Occupational Health, Academic Medical Center,
Amsterdam, Netherlands

Conclusion: A knowledge base must be developed in order to prevent
problems to the health and well being of workers in high-demand jobs.
The knowledge base should be based on valid assessment techniques
and present effective measures in order to: i) keep workers healthy in
their jobs; ii) increase the safety of (co)workers; and iii) to optimise
the person-job-interaction. In high-demand jobs, on-employment
(medical) assessments could be performed periodically, to: identify
individuals who have developed a susceptibility to a known hazard in
the workplace; screen out workers whose present health or capacities
interfere with performing their jobs as safely as other employees,
thereby endangering themselves or others; or screen out those who are
unlikely to perform satisfactorily due to a developed health problem.
Results: High-demand or high-risk jobs are jobs that include ‘specific’
job demands that are not preventable with state of art ergonomic
knowledge. High-demand jobs with public health implications
when the job could not be performed safely are for example rescue
workers but also pilots, astronauts or medical doctors. Knowledge
about different human capacities in relation to age and the ability
to perform work tasks is available only to a certain extent. Evidence
on different topics should be gathered through multi-methodologies,
such as: task analyses and physiological parameters, reference norms,
interviews, reports of psychosocial work demands, health complaints,
screening issues and test characteristics.

Background: The work ability of ageing workforce is a major challenge
for occupational health professionals. Productivity or quality of work,
but also health risks and safety are relevant. Proposition here, is that
normal jobs without specific demands will not require special measures
to keep workers fit in the job for longer periods of time. However, in
the context of high-demand jobs, the relationship between age and
workability is relevant.

No abstract available

Nygird, Claes Hikan
University of Tampere, lampere, Finland
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Nova.PE - know-how transfer for SMEs

Transfert des savoirs expérienciels©

Albms, Kerstin; Riese, Christian
Rubr University of Bochum, Bochum, Germany

Nova.PE aims to improve the adaptability of small and medium
enterprises (SMEs) by exploitating, promoting and transfering the
available, but little used competence potential of employees who are
faced with retirement in a foreseen time. To analyse the essential,
indispensable competencies of older employees Nova.PE has developed
a competency model which is subdivided in several units and subunits
to faciliate the competency assessment operated by the personnel
development caretakers and executives/managers. A detailed and
comprehensible classification of company competencies is essential for
the following intergenerative knowledge transfer process. To alleviate
the competence assessment the competency model is transfered in an
applicable instrument, the so called “competency checklist” which is
a list of all conceivable items that can be associated to the different
units in the SMEs. By analysing and evaluating their different human
resource functions, each SME defines its individual framework for
their specific company competency model that provides a broad
overview of the capabilities required to perform successfully.

Starting from that individual framework each executive supported by
the PDP caretaker is prepared to assess the group of older employees
within their business unit in terms of their essential competencies.
The results of this assessment can be aggregated with a computer-
based evaluation tool (,Nova.PE comptence pilot®) in order to get
an overview about the specific allocation of competencies and its
demografical signification.

By now 15 enterprises learned how to analyse their age and
knowledge structures, learned how to win knowledge bearers, learned
how to organize knowledge transfers in a high methodological and
didactical quality, learned how to control these knowledge transfers
and finally learned how to implement an HR-process allowing the
use of these methods in a yearly up coming revolving procedure.
Nova.PE has established an annual process that is quite useful to
manage the demographic challenge. Especially the structured process
of transferring and preserving knowledge can be tited as a “good
practise”.

Diez, Robert; Tabellion, Gilles
ITAQUE, Avignon, France

Conclusions: Like one of the French main practitioner, Itaque

consulting firm can propose you to speak about its subjects:

1. Short presentation of a French Equal project (objectives,
partnership, ...),of a French Equal methodology (observations,
diagnosis, studies on age management)

2. Synthesis of the main problems (health, motivation, skill,
mentoring...) of French firms about age management

3. The main result: skill transfer methods and tools
a) definition of skill and especially about “savoir faire
d’expérience”

b) objectives of a skill transfer

c) Different components of skill in a skill transfer (kow how,
know what, know who...)

d) different stages of a skill transfer

e) a French example of skill transfer

f) a speech about our experience on age management

Results : Itaque develop skill transfer tools and methods like “Tansfert
des savoirs expérienciels ®” with some global firms such as Shell,
Eurocopter (EADS -Airbus), Lafarge... Itaque develops other methods
and tools on age management for little firms.
Background : ITAQUE is a French consulting firm which has worked
on age management for several years. All our consultants have already
worked on an EQUAL project untitled “Compétences Quinqua”. We
have worked especially on health, motivation and skill problems in
our age management program. Our consulting firm has been chosen
by the French ministry to organise one of the main age management
conference in France, in 2007. As our experience of age management is
not only on skills transfer, we can do the link between skill, motivation
and health problem of 50+ employees in our presentation.

Robert DIEZ and Gilles TABELLION, who are the two chief

executives of Itaque, propose to Anders OSTEBO to present their

work about one of the main problems on age management subject in

France; skills transfer.

(We can send you a presentation by PowerPoint. If you want us to

speak more about this subject before the conference, just send an

email at: r.leclerc@itaque.cu)
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Mentoring: mobilising, retention and appreci
of competence 50+

DS-

How to make use of the elderly?

Tikkanen, Tarja
International Research Institute of Stavanger (IRIS), Stavanger, Norway

Mentoring is perhaps the concept most commonly positively related
to older workers in the competence discourse. This presentation will
explore various dimensions of mentoring carried out by older workers
and raise some questions related to it.

Mentoring presents one form of informal learning at work and is
therefore discussed more generally against this field of study. Older
workers have been differently positioned in this discussion. A
stereotypical view has been to present older workers as a disadvantaged
group underlining their lacking or obsolete competence. Taken the
commonality of this view, surprisingly little has been done in working
life - or on training markets - to address the learning needs of this
group. A more positive perspective is presented by the concept of
experiential learning. However, generally speaking those workers with
longest work experience seem to pose a challenge to this perspective.
There is a dilemma between long work experience and its learning
value in terms of competence outcomes. Nevertheless, what is
important here is to see these various perspectives as complementary,
rather than overly generalising to one direction or another. The latter
has been typical in the discussion on older workers. When it comes
to competence 50+, strengths and shortcomings tend both to be part
of the picture.

The increasing awareness of and concern for the consequences of the
demographic change seem to give a new impetus to the discussion
and practice of mentoring. When searching for comprehensive active
ageing practices in workplaces, various forms of mentoring have
frequently been implemented. In many cases other kinds of solutions
seem hard to come up with. Mentoring by older workers serves various
purposes. It helps the retention of the organisational competence
and to mobilise the experience-based competence by promoting the
skills development among younger workers. Furthermore, mentoring
is a means to employee retention and to extending careers. Finally,
representing a resource perspective, mentoring has great importance
in adding value to what it means to be an older worker in the current
working life.

Stockfelt, Torbjorn
Giteborg, Sweden

The relative amount of retired elderly grows fast within the
industrialized world. Four negative consequences of that are, 1/ the
economic burden on the work force grows, 2/ valuable, for example
tacit, knowledge about production and work backgrounds, is lost, 3/
growing risk for animosity between those who obviously contribute
and those who do not, 4/ the retired get more and more indifferent
lives.
The more based on sophisticated technology the society is the more
it becomes dependent on intelligence, physical strength and other
factors of importance for the production and the consumption.
Stiffness in education and employment systems, withheld by common
traditions and work market organizations, is a hindrance to changes
and development.
One obvious problem is the dependence on year age within the
pension traditions. No doubt, sooner or later all human beings
become old and die, but obviously there are differences of different
kinds that are important. One obviously important factor is that the
mean age and the health in elderly is much higher now than some
years ago. It is not realistic to use age in years as the most important,
often even the only, sign that a person is not any longer productive.
Not only those who have come to the pension age but also, yes
especially, those who remain in the production system, have to pay
for this, both in money and in knowledge. The retired brings her
experience with her, out of the production system.
In order to create a new situation for the whole society — and not for
the elderly, only - it is necessary to start creation of a new philosophy
about production and than link new practice to that. Some of the
problems are probably the work organizations, but maybe the
worst hindrance is lack of reflection. School systems, work systems,
employment systems and retention systems are difficult to change,
because it is too common to see them as nature systems.
However if research and education is used in order to loosen such
thoughts and feelings about them, it might be possible, yes, even easy
to introduce other ways to think
- for we are all witnesses that we do not loose our human characters,
only because we get older. We need to create reflected changes in
the work situations in order to start anew, time after time
- in most of our journey through life.
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Age Diversity in the Workforce

Smith, Carole
NHS Employers, Arbour House, Staunton, Coleford, Gloucestershire,
United Kingdom

Conclusions: This work programme has ensured that the National
Health Service was prepared for Age Legislation and is addressing
demographic change and the needs of an ageing workforce.

Results: We were awarded Age Champion status and we have provided
more information, guidance and tools to support employers than any
other organisation or agency.

Background: NHS Employers is the employers organisation
for the National Health Service in England. Our aim is to
help employers improve the working lives of staff and through
staff to provide better care for patients. The NHS is the largest
employer in Europe with more than 1.3 million employees. It
provides 50 million consumers with 24 hour service availablilty.
The presentation looks at

* the age profile of our staff

* implications of workforce ageing

* how we helped employers

* innovative practices

No abstract available

Lindberg, Leif
The Swedish Association of Local Authorities and Regions, Sweden
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Assistance System for Age Differentiated Work
Design and Employee Assignment

DS-19

Age-based work systems in the German
automotive industry

Sinn-Behrendt, Andrea; Rademacher, Holger; Landau, Kurt
Institute of Ergonomics, Darmstadt University of Technology,
Darmstadt, Germany

Background: Age differentiated personnel planning and design of
work shows deficits in validated planning and design tools. The results
of this are e.g. physical and mental strain, work related diseases and
early retirement without the benefit of resources such as long-time
work experience. The study postulates age differentiated ergonomic
design of work (AEDW) supports the prevention of work related
diseases, can reduce early retirements and can improve the achievement
motivation and output of the elderly.

Method: The project focuses on a cross-sectional study about design
improvements that are necessary to guarantee an adequate assignment
(i.e. regarding both performance and strain) of employees. Hence, a
tool for ergonomic analysis (Tool I) is developed of both workplace
demands and employee’s ability. This tool is currently applied to
automotive companies. The subjective strain and disorders are also
requested by questionnaires based on CORLETT and BISHOP
(1976), and occupational health data is gathered as well. Profound
analyses of selected work places take place, whereas an age and strain
related clustering is carried out with the assessment of data.

Results: Tool I comprises in the first place physical strain, such as
postures, forces, handling of loads and short circular stress. Mental
stress is indirectly obtained e.g. at acquisition of shift work. The
data, received by the tool for job requirement and ability analysis
of companies, and the subjective strain and disorder information
is gathered into a database for verifying and analyzing causes of
age and workplace related bottlenecks in terms of demands and
abilities. This database is enhanced with job requirement and ability
data from rehabilitation clinics, which focus on orthopedics, that
consider aspects of clusters of age, areas of work, and work ability
and verify their causes. The characteristics of these bottlenecks vary
from unverifiable to criterion for exclusion depending on a variety
of criteria that correlates with the biological age only partially, for
example in an increase of disabled persons. The reason therefore is to
discuss for further deduction and work design measurements.

Buch, Markus'; Weichel, Julia’; Urban, Dirk?; Frieling, Ekkehar?
! University of Kassel, Kassel, Germany; ?University of Kassel, Institute of

Industrial Science and Ergonomics, Kassel, Germany

Background: In Germany and other European countries the
proportion of elderly employees is increasing and will increase further.
At the same time there is a tendency to drop out of the labour force
carlier. The combination of both developments leads to difficulties for
the social security systems and for the companies to meet their demand
of qualified and efficient employees. Thus in recent years many broad
initiatives were taken to fight a development which is increasingly
seen as a waste of human resources. Their aim is to change attitudes
towards older employees und to give practical recommendations to
the companies. Unlike these initiatives there is still a lack of systematic
research in the field of industrial science and related disciplines. Only
a few approaches provide meaningful arguments and evaluations for
the design of age-based systems.

Results: Based on case studies of two automotive original equipment
manufacturers the deficiencies of existing work systems are described.
To achieve the aim of creating an age-based system which is also
adaptable to new technical and economical developments different
disciplines are involved in the project.

Several indices are used to describe the features of the current work
systems. Lifting and carrying of weight as well as working postures
are assessed by standardised observation systems. Questionnaires are
used for the measurement of performance, social support, mental and
somatic complaints, work ability and the health status.

The relationship between age and the measurements mentioned above
is examined on the basis of a comprehensive analysis considering
organisational, technical and personal determinants of behavior.
Conclusions: Starting from these analyses the deductions of
interventions that ensure a life span design of work systems will be
discussed. The aim is to find opportunities for older people to keep
them in employment and good health. These interventions based on
empirical evidence establish a basis for the practical design of work
systems.
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A new concept for improving work ability of elderly
workers at Danish workplaces

DS-21

Lifelong Learning and Older Workers

Sogaard, Karen
National Research Centre for the Working Environment, Copenhagen,

Denmark

Guidelines have traditionally focused on upper limits for exposure.
However, for the majority of jobs in the tertiary job functions it may
be more appropriate to focus on a lower limit of physical activity.
Nevertheless, some jobs e.g. cleaners and health care workers are still
physically demanding. An exposure profile should therefore for a
given job include a full description of peak forces and accumulated
load over the work day as well as repetitive movement and the level
and duration of physical inactivity. Further, also mental and social
demands should be considered.

Data will be presented showing capacity of the Danish wage carners
in different age groups and in relation to job history. It is well known
that the physical capacity such as muscle strength and aerobic power
decreases with age. It has been assumed that there would be a major
difference in the maintenance of capacities for physically heavy jobs
compared to sedentary jobs. However, recent studies rather indicate a
more pronounced decrease in capacity within jobs with high physical
demands. Thus, it is important to separate between the healthy effect
of leisure time physical activity and the wearing effect of physical
activity at work. This may limit the possibilities of designing a healthy
workday by variation of job task with different physical activity
levels. Instead, it calls for a more radical strategy of including specific
training sessions designed to match the capacity of the worker and the
job demands.

Focusing on training of the individual physical capacity could easily be
interpreted as a shift in paradigm from “fitting the task to the man” to
“ficting the man to the task”. Such a focus would work hand in hand
with the main trends encouraging e individuals to change lifestyle in
order to lower risk of life style diseases. However, a high work ability
demands optimizing of job demands and the workers capacity in a
physical as well as a mental and social context. The optimal way of
maintaining work ability of the senior work force may be a concept,
combining traditional participatory ergonomics, specifically designed
physical training and cognitive behavioural therapy.

Fenwick, Tara
University of Alberta, Edmonton AB, Canada

The ‘older worker’ is a constructed category that has acquired negative
associations. Dominant perceptions of older workers’ learning and
capacities have been proven inaccurate by recent studies. A more
generative approach is to conceive work organizations as learning
systems. In this move, the focus shifts from the ‘problem’ of any
particular worker group to the overall interrelations among all workers,
objects, processes and the spaces they inhabit. This presentation
provides a brief overview of a systemic approach to supporting lifelong
learning of multiple generations of workers, avoiding the construction
of one group as a problem.
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Lifelong learning for an ageing workforce

DS-23

Anderson, Robert
European Foundation for the Improvement of Living and Working
Conditions, Dublin, Ireland

Conclusions: The future workforce is not only an ageing workforce but
will be older than the workforce today. There are effective approaches
to extend and maintain learning among older workers and a clear
rationale for implementing active measures to improve training and
qualifications. However, older workers are today much less likely to
have access to learning and training opportunities and there is a need
to extend not only awareness of positive outcomes but also to change
attitudes and commitment among both workers and employers. Skills
development to improve performance of older workers is only part of
the package - but an important part - which also requires attention
to health, working conditions and work-life balance. While the focus
should be on lifelong learning and continuous training, it must be
acknowledged that some older workers require compensation for
years when they have had little access to such investment in their
employability.

Results: Much has been learned about appropriate methods to
maximise learning for an ageing workforce, including the need to
enhance motivation by minimising competitive, desk-based, learning.
New skills should build on existing skills and practical learning appears
much better than class-based formal techniques.

Background: Learning for an older workforce demands an analysis
of the skill needs of the organisation as well as the skill deficits in the
workforce. It requires defining training opportunities as an integral
part of career planning and personal development over the individual’s
life course. Research into the benefits of age-related training highlight
advantages not only for older workers but for younger staff and for the
organisation as a whole.

Recognition, Validation and Skills’ Certification
- boosting qualifications towards active
ageing DS-24

Figueiredo, Joana
Portuguese Ministry for Labour and Social Solidarity, Lisbon, Portugal

Portugal gave, in 2005, a decisive impulse to its Recognition, Validation
and Skill’s Certification system, an innovative process within Initiative
New Opportunities. The system targets people’s professional paths in
order to recognize qualifications, skills and competences acquired
throughout their active life, in non-formal and informal contexts
(personal, social and professional). RVCC processes are developed at
New Opportunities Centres and cover four key domains: Language
and Communication, Mathematics for Life, Information and
Communication Technologies, Citizenship and Employability.
Through this procedure, adults interested can have access to a
certificate, given on the basis of their life experience outside formal
education and training systems, where their scholar and/or professional
qualifications are recognized, at the upper secondary level maximum.
‘The main objective is to increase qualification and employability levels
of active adults, to give incentives to lifelong learning and to promote
actives social status. Therefore, RVCC processes eventually promote
active ageing by opening the way to longer active lives, strengthening
and boosting the quality and sustainability of active people’s insertion
in the labour market.

In September 2006, various results could already been noticed:
simplification of procedures involved in the entities’ accreditation
system; the creation of more than 170 New Opportunities Centres,
various of them in schools, training centres and enterprises; inscription
of near 200.000 adults for RVCC processes; signature of protocols
with various enterprises for the insertion of their actives’ in RVCC
processes in order to recognize their lifelong learning outcomes.
RVCC is included in a broader political context, under the framework
of Initiative New Opportunities, which aims to qualify 1.000.000
actives until 2010, through education and training courses and,
mainly, through RVCC processes. The strategic objective is to
overcome Portugal’s greatest deficit, that of Portuguese population’s
qualification, once qualification is the main key fore more economic
growth, more jobs and more social cohesion.
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Empowering Women through Lifelong Learning -
A Qualification Scheme for Middle-Aged
Women

DS-25

Schade, Susanne

Forschungsinstitut Betriebliche Bildung, Niirnberg, Germany

Lifelong learning is essential for increasing the employability
of experienced employees. A typical target group of continuous
qualification are women who have not yet had the chance to obtain a
formal qualification.

In conjunction with the learning provider bfz (Berufliche
Fortbildungszentren der Bayerischen Wirtschaft) and the Research
Institute for Vocational Training and Professional Development (fbb),
an innovative and experience-based qualification scheme for middle-
aged women was started in December 2006 over a period of 13 months
in the company Zeitlauf. The theoretical learning and the learning
support for the learners were coordinated by the bfz while the practical
learning was conducted by the line managers in the company. The
qualification of certified factory worker (Gerdtezusammensetzerin)
will be granted in accordance with the guidelines of the dual system
of vocational education in Germany.

Learning for experienced women is often associated with many
challenges such as relatively low levels of self-efficacy in their own
learning competencies, a lack of knowledge concerning how to
go about learning and continuous job stress during the period of
qualification. On account of this reality, we implemented both a
self-directed learning group for the women as a support structure
for learning and a training group that enables and qualifies their line
managers in defining their new role and ability to train these women
on the job.

The key feature of our training programme is the fact that it directly
involves women in the process of change management from the
very beginning by acknowledging their expertise in their job and
incorporating their skills into the process of learning. The other
important aspect of our approach/method is that it increases the
amount of self-management of their work as well as their well-being.
This form of self-directed learning groups is one that particularly suites
the learning style of experienced employees, since it makes learning
relevant to their current activities at the job and rewards them for
their efforts.

Jobs for “best agers” - a regional employment
pact as a key to success
DS-26

Wagner, Barbara Anna
GFFB gGmbH, Frankfurt am Main, Germany

Conclusions: A strong regional and thematic network is a precondition
for beeing successful in improving the integration of 50+ people on
the labour market. The regional employment pact “jobs for bestlagers”
is based in Frankfurt/M. and develope since 2005 a strong network
with a triple strategie. The programme is managed by the local job-
center in close collaboration with GFFB gGmbH, a regional partner
with core competences in regional employment strategies. The aim of
owr projekt is to improve the “image” of so-called “bestlagers” in the
workforce and as a matter of facts helping their integration on the
labour market. We activate unemployed 50+ people by offering them
individualized consultings and trainings. We work on improving
infrastructurs to match the profile of job seckers with job offers.
Results: A public campaign with senior managers and local
representatives as well as concerned people indicates the core strategy
of sensibilization of companies and target groups. An individual
integration strategy requires a network of different partners: Training
organisations, job coaches/consultants and experts in the fields of
sport and nutrition. Part of the empowerment process is the use of
methods to analyse social and managerial competences and includes
specialized targed-group related training offers. A close collaboration
was established with approx. 350 companies. We are holding job fairs
to bring people together. People interested in business creation are
in touch with our local job creation center, organizing networking
fairs for free-lancer or business-creators. The development of a so-
called matching tool improves the process between job seekers and
employers.

Background: The employment pact “jobs for bestlagers” is part of
a national employment strategy for long-term unemployed 50+
people, funded by the national ministry of labour and social affaires.
The programme is based on 2005 established 62 regions network.
A continous exchange of experiences and strategies is promoted on
national level. This year we started an ESF-project in collaboration
with Paris and Stockholm focussed on senior managers. We are
interested in developing an European network.
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To lengthen professional life and senior efficiency :
why and how

DS-27

Hazon, Bernard
Institut Medicoach, Pegomas, France

Conclusion: A policy which tends to lengthen the professional
career of 50+ will be efficient under three conditions : they must have
physical, intellectual and psychological abilities at their best; their
knowledge and know-how must remain at an upper level than their
youngest colleagues; the handing down of know-how and knowledge
would be reciprocal, from olders to youngers, and inverse. These
three conditions, considered in a professional and rational approach,
could help seniors to keep their motivation and involvement in the
company.

Background: It’s a matter of fact that long life is a new parameter of
European countries. So, the part of 50+ in the active population is
increasing, with expected effects. For the individual, a classic vicious
circle : withdrawn attitude, disqualification, failure, lost of motivation
and so on. At least, retirement is considered as the “less worst choice”,
often before 60 years old. For the companies,a dramatically loss of
competences, and an enormous cost of “social engagements”. For the
community, the increase of health cost, threats on social protection
systems, in fact a failure in European project for seniors employment.
This global situation could be prevented, providing to 50+ the means
to adapt to new conditions. It would be a “win-win” position, both for
individuals, companies and the community.

To reach this objective, we suggest that senior’s health could be
explored regarding not only somatic situation, but including also
cognitive status, level of stress, nervous breakdown, addictions,
social environment. These parameters are related to the trend of
modernization of the company. The pathologies, mainly treated
by a General Practitioner who has no dealings with the company,
decrease motivation and involvement at work(Gallup 2004, Share
2006). Countries where these conclusions have been anticipated a
long time ago, like in Finland for instance, with Pr Juhani Ilmarinen,
obtain conclusive results. Our standardized method, to evaluate and
to increase individual performances, through Medicoach software,
represents a new way of 50+ longlife learning, and welfare at work.
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Ageless at Work : choice or conflict

Barmer, Jane
Age Concern Training, Preston, United Kingdom

Conclusions: Older people have a wealth of knowledge, experience,
competence and potential often untapped in the world of work.
The labour market arena and areas for economic contributions from
older people is wider than ‘paid employment’. Barriers to inclusion
of 50+ people in the labour market traverse international boundaries
and require age management to bring about change. Collaboration,
innovation and commitment by policy makers, employers, social
partners and society offers a catalyst for change for the inclusion of
older workers and new models of good practice in age management.
Results: The Ageless at Work and associated domestic projects have
demonstrated that 50+ age mangement is multi-faceted and can be
successfully addressed in a wide variety of ways. These include:
*Clear identification of need and appropriate signposting to enhance
competence can be assisted with practical e - guidance tools.
*Projects in Finland and the UK have shown that mentoring is
effective in both utilising the knowlege and skills of older people as
well as providing a supportive solution that is flexible to the diverse
requirements of older people needing to enhance their employment
and skill development needs.

*The correlation and inconsistences between public policy, strategy
and economic development initiatives at national , regional and sub-
regional levels impact on workplace age management approaches.
*One-stop-shop approaches offer older people choices and aide
employability.

*Vocational Mobility is a practical solution to aide employer age
management by addressing mismatches between working demands
and the capacity of employees. However this is a relatively new concept
for some employers and still in early stages of application for others.
Background: Ageless at Work is a current trans-national EQUAL
project involving partners in France (ARETE), Finland (JOBSIS)
and the UK (Tick Tock / Age Concern Training) undertaking 4 work
packages exploring approaches, practice and work conditions that
maximise the recruitment , retention and contribution of older people
in the workplace and the economy.

Health promotion for unemployed

Kubnert, Peter'; Karas, Alexandra?; Deutschmann, André; Klein-
Hefling, Eva’; Kastner, Michael’

! Universitit Dortmund, Dortmund, Germany; >Universitit Dortmund,
Organisation Psychology, Dortmund, Germany

Background: Several German (Robert Koch Institut, 2006) and
international studies - including two meta-analyses - (McKee-Ryan,
Song, Wanberg u. Kinicki, 2005; Paul, Hassel & Moser, 2006) have
demonstrated that health in elder unemployed is substantially worse
than in employed. High social strains and daily stressors like e.g. severe
debts (Kuhnert & Kastner, 2002) create insurmountable problems
(Kuhnert, 2005). Health requirements are neglected in face of the
quantity and complexity of social problems (Kuhnert, 2004).
Results: Considering these difficult conditions the chair for
organizational psychology has conducted several research and practical
oriented projects which focus on employability, health promotion and
inclusion of socially disadvantaged people (Kuhnert, 2007). Those were
presented in EQUALT, the “Network for integrative health promotion
for the labour market” (N.A.G., “Netzwerk Arbeitsmarktintegrative
Gesundheitsforderung”) with projects in Great Britain, Ireland,
France, Austria and the Netherlands (2002 - 2005) and in EQUAL
IT (2005 - 2007) the development partnership SUMAS ( Social and
multimedia-based work and social assistance) with partners from
Italy, Spain, Austria and Poland. The pilot project “JobFit” conducted
by the chair, a health-oriented group counselling for unemployed and
precariously employed (Kuhnert & Kastner, 2006), has become the
starting point for further projects and influenced labour market policy
in Germany (especially NRW).

Conclusions: Health promotion for senior unemployed has to
consider various concepts for life and weakened resources in order
to achieve sustainable effects. The main focus lies on: Approval and
appreciation of the person and its “life-world” Devising positive
goals for the well-being Crisis management and creating resources
for health-oriented behaviour Enhancement of sustainable factors
like sense of coherence Creating a balance between enjoyment and
renouncement due to illness.
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Enhancing Employability through Learning

WO-3

Smith, Graham; McKechnie, Brian
University of Strathclyde, Senior Studies Institute, Glasgow,
United Kingdom

Conclusions: Many older workers experience significant barriers
which affect participation in learning. Time, cost, perception of
relevance and ability are just a few. Evidence suggests there is also a
lack of confidence and self-belief, which can be overcome through
use of reflective learning and recognising past achievements as a basis
for progression. Information on learning opportunities has to be
more readily available and accessible to older workers. Finally, post-
learning support is crucial for sustaining interest and stimulation with
considerable work required in educating employers on the benefits
associated with developing older workers as lifelong learners.
Results: Groups were formed in both work and community
settings resulting in participation of staff, and individuals who were
unemployed, from non-traditional learning backgrounds. It was
found that groups worked best with an optimum size and consisted
of around 75% female participation and 25% male. A key barrier
to involvement was rurality, with less participation in more remote
areas as opposed to urban areas. In addition, peer support encouraged
and enhanced learning among groups with social interaction playing
a key role. Finally, the use of reflective learning and building on past
experience resulted in increased confidence of participants.
Background: A major issue facing Europe, particularly Scotland, is
the challenge of an ageing population, particularly the workforce.
Improvements in health and lifespan, coupled with reduced birth
rates and pension uncertainty, mean that most people may wish to
work beyond age 65. Opening access to education and employment
for older workers is beneficial in terms of improved health, financial
security and overall quality of life. The Older Workers Learning
(OWL) Project developed a range of innovative methods to assist
older workers participate in lifelong learning. The project supported
both employed and unemployed adults aged 50+ to re-connect with
learning, develop new skills and enhance future employability.

Management of all ages:
The value of working life in all ages

WO-4

Andronikos, Gregory
Equal National Thematic Group-Age Management, Syros, Greece

In Greece the issue of age management has not been studied
adequately and therefore targeted policies and practices have not
occured so far. The growth of 55+ population is expected to rise to
32,54% by 2010,which is particularly unfavourable for the country.
These tendencies cause multiple negative impact socially and
economically as well as on issues of managing ageing workforce. As
a result the aim of the national thematic group-all age employment-
is the synthesis of different approaches and proposals in order to
deal with the problem through the projects of the development
partnerships which participate in it on one hand and on the other
national and european organizations dealing with the specific
problem. In the abovementioned national thematic group 4 equal
development partnerships deal with the problem from different
angle and aspect. Experience dp project study and propose policies
for managing active ageing. Navigator dp project test innovative
tools and practices to enhance adaptability of shipbuilding

sector. Ependysi dp project on clothing sector and ariadni dp on
handcrafting sector.
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A New Development Model Of Mentoring
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Miikinen, Satu; Kuuppelomiki, Merja
Seindjoki University of Applied Sciences, Seindijoki, Finland

Conclusions: The Jobsis Equal Project developed the Model for
Mentoring. Both the actors and the mentors have given positive
feedback concerning the effectiveness of the model. The Model is one
of the first models in Finland and it will be tested further in the social
and healthcare sectors in South Ostrobothnia in the spring 2007.
Results: The Model for Mentoring comprises the following levels:
1) freeing up, 2) envisioning, 3) implementing and 4) sustaining. In
addition, the factors, which have proven to influence the outcomes of
mentoring, have been grouped together. The actors involved felt that
the model advanced their learning. The mentors also felt that the actors
achieved their learning goals. The results concerning the effectiveness
of the model have aroused interest locally and transnationally. Eighty
percent of the people who took part in the further training offered
through the Jobsis found employment.

Background: The social and healthcare sectors will experience a
significant loss in professionals to retirement. In 2006, the number
of unemployed jobseekers in these sectors had reduced by 8 percent.
Statistics show that recruiting qualified professionals in the social
and healthcare sectors is increasingly difficult. The Jobsis is a three-
year ESF project (1.11.2004 - 31.12.2007) being carried out by the
Seindjoki University of Applied Sciences in Finland. The project is
being implemented under the Priority “Raising Employability” and
Measure I: “Improving the access and return to working life for the
creation of a labour market open to all people including those who
have integration problems with access and return to working life.” The
aim of the project is to promote, through further training, the success
of unemployed staff in the social and healthcare sectors in obtaining
access to employment in the fields corresponding to their educational
background. The further training consists of both theory and an on-
the-job training period. The training is implemented by means of
mentoring. Transnational partners: the Tick Tock (ESF) project in the
UK & the Ageing at Work (ESF) project in France.

Creative Approaches to Workforce Ageing

WO-6

Lsidorsson, Tommy'; Simonson, Birger'; Winkelmann-Gleed, Andrea’;
Vogt, Marion’; Fernandez Garrido, Julio®

'Gteborg University, Department for Work Science, Giteborg, Sweden;
2London Metropolitan University, Working Lives Research Institute
WLRI, London, United Kingdom; *Forschungs- und Beratungsstelle
Arbeitswelt (FORBA), (Working Life Research Centre), Wien, Austria;
?“Escuela de Relaciones Laborales, Universidad Complutense de Madrid,
Madyid, Spain

Conclusion: Creative Approaches to Workforce Ageing (CAWA) is a
project that aims to promote fresh thinking on the question of the
ageing workforce, involving Swedish, British, Austrian, Spanish and
Bulgarian partners.

Demographic trends show that there is an ageing workforce across

the European Union. These trends constitute a significant challenge

for the member states as they try to maintain economic growth and
sustainable social support systems in the medium to long term.

Results: In the workshop case companies present their approaches and

models to handle workforce ageing. There will also be a presentation

of some preliminary results from the ongoing projects by experts in
the participating CAWA countries.

Background: The CAWA project is financed by the EC European

Social Fund’s (ESF) Article 6 programme and aims to highlight good

practice on training and other employment opportunities for older

workers so that the European social partners can manage change more
effectively.

Objectives for the CAWA project:

¢ To raise the awareness of the issue among social partners in those
sectors, occupations and regions where average workforce age is the
highest.

* To take into account labour force occupational differences, societal
retirement policy differences and cultural differences within and
between countries in developing policies that will improve both
individual choice and societal well-being.

e To involve representatives of the social partners in reaching
agreements on national benchmarks that will help identifying and
highlighting innovative and effective policy and practice.

* To bring these nationally developed benchmarks together to inform
the creation of a European Code of Best Practice on the Ageing
Workforce.

e To develop effective methods of dissemination by which the
benchmarks and European Code can be inserted into sectoral,
regional and national debates on workforce ageing.
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Flexible Working - the Way Forward

Mutual learning

McCarthy, Mary
Trinity College Dublin, Dublin, Ireland

The outcomes of exploratory pilot project with older workers who
chose flexible working arrangements and the results of a nationwide
survey on the perceptions and experiences of older workers in Ireland.
This survey also includes the general population’s attitude towards
older workers.

Conclusions: The importance of providing a variety of flexible
working arrangements for older workers including phased retirement
is emphasized. Pension rules should be adapted to these changes.
Employment and recruitment practices need to change to meet
the needs of older workers. They are still faced with stereotyping
in the workplace; this affects their opportunities for training and
promotion.

Results: The value of flexible working arrangements. The current
practice of fixed retirement is too rigid. - Almost 40% of all older
workers do not wish to retire at the mandatory age but would prefer
an carlier or later date; almost 70% favoured phased retirement. Older
workers are viewed in a positive light by younger workers who feel
they should be encouraged to stay in the workforce because they have
valuable skills and experience.

Background: Ireland has a relatively young population in the EU.
and has reached the 2010 Stockholm target of 50% of older workers.
However, if it is to continue to build on its competitive success, it
needs to develop a flexible and socially inclusive labour market which
attracts and retains all potential employees. This benefits both the
individual and society in general. This research was undertaken by
the National Flexi-work Partnership, a collaborative venture between
Trinity College, Dublin, Age Action Ireland, FAS - the National
Training Authority, the Irish Congress of Trade Unions, the Irish
Business and Employers Confederation and AWARE. It was funded by
the European Social Fund under the EQUAL Community Initiative.

Dornowski, Marek
National News Agency - Poland, Warkaly, Poland

Conclusions: The old slogan “together everybody achieves more” is

actual in the era of knowledge based society building process.

People over 50 years old may be valuable thanks to their experience

and wisdom. Connection between experience and enthusiasm is

possible and gives added value for both companies and individuals.

New IT techniques development does not have to be a threat for

people over 50. It is also a chance to make them even more valuable.

Knowldge transfer between young and old can be mutual and

fruitful.

E-learning methods, are low cost solutions to raise the competetiveness

of SME.

Results:

- system that allows people over 50 to play an active role on labour
market

- solution for organizations how to prevent the process of
knowledge lacking

- fully interactive software for knowledge transfer and management,
comprising four modules (reruitment, education, mentoring,
administration)

- expanded recruitment module enabling matching people in
professional pairs with special care to their psychological profile

- report on how training needs of SME can be satisfied with e-
learning methods

Background: On one hand, fast development of IT technologies in

Poland made many people over 50 out of the labour market. On the

other hand, young and well educated people also find it hard to enter

the market due to their lack of experience. Mentoring through IT

Partnership came to the conclusion that weak points of one group are

simultaneously strong ones of the other one. People over 50 can share

their work experience with their young colleagues and at the same

time learn how to use new IT tools. The only problem to be solved

was how to create a system enabling mutual learning and mutual

profits. Mentoring through IT project came as an answer raising also

new perspectives and opportunities.
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Changing male workers to nurses

New therapies for hospital employment

WO-10

Randle, Hanne'; Persson, Torbjorn’
!Karlstad University, Working Life science, Karlstad, Sweden; *Sollefied
Kommun, Samlade Vuxenutbildningen Reveljen, Sollefied, Sweden

Conclusions: This paper describes boundary crossing collaboration
and innovative solutions in a community development project in
north of Sweden. 97 middle-aged long-term unemployed low-
educated men took part in a developmental project, where they learned
skills to work in the public health sector. The project was successful
because the stakeholders managed to combine regional, organisational
and individual demands in the initial analysis which led to a deeper
understanding of the problem - and how to deal with it.

Results: New learning initiatives were introduced for excluded groups.
Adult learning based techniques were developed for untraditional
learners which boosted individual competencies and strengthened
employability. To prepare and inspire people for work in the public
health care learning was based on workplace training. Stakeholders
learned about gender blindness and its impact on recruitment practice.
The labour office, the educational providers, and the employers
changed their practice. After the project almost 50 men continued to
further education - to nursing college, and ten men stayed on to work
in the health care service without continuing their training and 15
men found jobs in other sectors.

Background: The region was facing few job opportunities, high
levels of unemployment and an increasing number of elderly citizens.
Community stakeholders such as local authorities and local politicians,
education agencies, labour market offices, county commissioners,
and the public health care worked together to develop favourable
conditions for regional development and growth. Our discussion will
describe some of the success factors which later were defined as best
practice.

Nardias, Herve
Institut Paoli Calmettes, Marseille, France

The Institute Paoli-Calmettes (IPC) in Marseilles, is an Anticancer
Centre. A private institution but part of the public health system, the
Institute Paoli-Calmettes has a university role specialising in the study
of problems relating to the treatment of cancer. Both a hospital and
a centre for research and training, the campus IPC employs a staff of
approximately one thousand two hundred persons in 150 different jobs.
Involved in an Equal Project till 2005, the IPC hospital developped
some tools, methods and concepts that will enable the goal of
sustainable staff retention in the sanitary sector to be reached.

Those studies first endeavours to describe the factors which are
working towards sustainable retention and the life-long development
of employees and their professional skills.

Moreover, the project focused on a more specific analysis of the
retention in work of older employees.

The main tools developped in this goal concerned :

- implementation of tutoral approaches for young workers

- implementation of an e-learning platform

- management methods to improve performance, recognition and
satisfaction

- skills management (joint with salary bonus, systematic skills
assesment for mature workers)

- monitoring of satisfaction

- methods for preventing and improving health at work

- adjusting money and time, individually combinated in end of
professionnal life

- preventative resettlement of workers

The results of those efforts are very interesting on the different age
classes.

Young workers have more fidelity toward the hospital. The hospital
become more attactive for new workers.

Mature workers have opportunities to be recognises and can progress
in their career.

Strategies which encourage the early retirement before the age of 60
(unfortunately largely encouraged in France during many years) are
gradually being replaced by policies which manage the skills and the
motivation at all ages.

The mentalities has changed ;

Indeed, in the demographic context of the years to come, can a
hospital really achieve its performance objectives and bypass an in-
depth study on age management ?

Our hospital can now replies NO this question.
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Innovative Lifelong Learning

Be knowledge, be coach

Merlino, Corinne

Opcareg Haute Normandie, Bois Guillaume, France

Conclusions: Awareness of the challenges awaiting enterprises with
an ageing workforce was successfully raised during the first round of
Equal. However, SME:s are still at a loss when trying to implement
truly innovative solutions to help maintain a dynamic workforce
regardless of age. HR policies based solely on age management carry
the risk of exclusion. In order to maintain a highly motivated and
active workfroce at any point in time, age management must be part
of a global approach aiming at managing the diversity of career paths
(past and future), and equally involving employers and employees.
This is a complex task, particularly for smaller companies with no
HR specialist. For this reason, “Equallity” produced a clear and
concrete methodological toolkit for the attention of both employers
and employees.

Results:

1) An initial survey allowed the identification of different best practices
amongst enterprises : Mobility; Maintaining in employment; Dealing
with loss of motivation; Learning a new job

2) A double entry methodology toolkit (with practical examples for
employers and employees) was produced, including three reading
levels :

* Level 1 : Simple information sheets (vulgarisation)

* Level 2 : Technical or legal information to step into action

* Level 3 : Expert analysis and taking the thought process further

3) Realisation of a website to access the kit (on line in June 2007)
Background: The project partners were involved in two previous
Equal DPs (one dealing with age management from the employers
perspective, and the other from the individuals point of view). they
investigated different aspects of age management :

- skills and knowledge transfer

- changing representations

- specific problems faced by women returning to work after a long
career break

- career changes and mobility

The launch of the project coincided with the change of the French
legislation, which introduced new rights and obligations for both
employers and employees.

Segard, Margarida
Isq - quality and welding institute, Lisbon, Portugal

Conclusions: It’s urgent to create organizational drivers for the active
ageing cycle, under the working life. The mechanisms related with
older workers and “get into and get out” of the labour market are
a concerning for the Governements, in special for Social Security
because of economical reasons. The other practices used during the
working life must be runned by enterprises, for profit reasons and
also under Corporate Social Responsibility. We must create win-
win shemes to attract companies and older workers. It’s a goal for
Smes’ competitiveness to Enhance individual and organizational
knowledge, held by older workers. To train older workers in order to
become coaches in company can be a solution to avoid early exits from
enterprises and from the labour market : sharing their knowledge,
coaching peer teams. Leadership/Managers must be totally committed
with this formal recognition of the valorization of older workers
Results: 98 older workers from 3 SMEs (Oracle Portugal, Salsa
- trade fashion group - and Ambar - printing industry) are being
“transformed” into knowledge, becoming themselves coaches in
company: preventing active ageing and avoiding early exits We mapped
internal knowledge, enhancing older workers, using KM software and
e.portfolios We create new ICT skills and e.sharing culture throught
older workers We Fight against cultures and myths about + 45: we
changed “reducing of cognitive and physical capacities” for “more
experience, knowledge and wisdom”

Backgrounds: In bsapiens project, developed in Portugal, we create
an innovative methodology for on job training actions, aiming high
performance teams, where older workers become a key success factor
We trained older workers to become coaches: creating new job
contents and recognized job positions, related with organizational
knowledge and coaching programmes (ex: in one of the SMEs,
women had to leave the enterprise when + 45 years - shop managers
in Salsa, a fashion trade mark) ...a solution was created for them to
keep their jobs, in a new function, under a win-win situation)
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GreenGreyMotor

Staying in working life? Early retirement thoughts
among public sector nurses

WO-14

van Leest, Ruud'; Boogerd - Quaak, Johanna’

!Regional Platform for labour Market Policy (RPA) Zeeland, Terneuzen,
Netherlands; *Development Partnership of the GreenGrey Motor,
Terneuzen, Netherlands

Background: The Dutch Province of Zeeland is the most old-aged
part of the Netherlands. Besides this many young people leave the
area to study and don’t return. The ageing of the population in
combination with the loss of young people and the conjunctural peak
causes strong shortages on the regional labour market. Therefore four
groups are approached: older people, young people to stay or return to
Zeeland, not working people and the individual worker to anticipate
at longer working and the necessity of lifelong-learning.

Conclusion: Awareness exists and structural initiatives are taken to
tackle the problem: Results are to be achieved by three pilots:

1. Pilot ‘Keep employers longer at work’

Results:

*60 working aged men and women are structurally working longer;
20 companies adapt their Human Resource Management;

*Using a new method for keeping elder people on the labour market
by optimizing the possibilities for aged people to work;

eFormulating suggestions and good practices for a policy to keep older
workers active at the labour market;

2. Pilot ‘Activating reserves’

Results:

*60 reserves are active on the labour-market: people on social welfare,
house-women and other silent not-working people;

200 companies are known with this particular group;
*Development of a new method to reach reserves and lead them to a
structural position on the labour market;

eFormulating suggestions and good practices for the rising of the
number of starters to compensate the great stream of leaving the
labourmarket as a result of ageing.

3. Pilot ‘Campaign de GrijsGroene motor’: sensibilisation and
communication

Results:

*The average citizen of the province of Zeeland is aware of the
consequences of the rising problems as a result of the ageing of the
baby-boom generation;

*Employers develop a HRM looking at the different aspects of
different phases in life. They create possibilities to keep them longer
active on the labour market.

*General acceptance of the fact that it is normal to work at least till

the age of 65.

von Bonsdorff, Monika; Koponen, Sirpa
University of Jyvéskyld, School of Business and Economics, Jyviskyld,

Finland

Conclusions: Our study showed that Finnish public sector nurses had
two kinds of early retirement thoughts, which were either related to
their health, or more general and unspecific in their nature. Statistical
analysis indicated that these phenomenons were distinctive in terms of
factors which increased the odds for early retirement thoughts. Several
factors related to employee health and to the hospital leadership
and human resource management practices had an effect on nurses
early retirement thoughts. The results of this study will further the
knowledge on keeping employees working longer.

Results: The study population consists of randomly selected (N
= 937) full- and part-time, permanently or temporary employed,
registered nurses working in a public hospital located in Northern
Savo in 2006. The response rate of the study was 54.4 percent (n =
510). The results consist of descriptive information and two logistic
regression models with nurses desire to continue working or to retire
early as the dependent variable.

Background: Health care all over the world is facing challenges due to
the changing age structure. The workforce is aging rapidly due to two
fundamental demographic forces, namely rising longevity and falling
birthrates. Furthermore, as patients age, they require hospital care in
increasing amounts. There is at the same time a deepening shortage of
nurses, due to the lack of new nurses entering the workforce, nurses
leaving their profession and nurses retiring early. Several personal
factors and environmental forces influence employees’ retirement
decisions. According to previous studies pay satisfaction, leadership
and other organizational factors are related to employees desire to
continue working, instead of retiring early.
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Why should you open your eyes to 50+!?

WO-15

Promoting the “Generation Gold”

Brolin, Elisabeth; Ciasnocha, Danuta; Kadefors, Roland

Tjorns Kommun, Arbetslivsenheten, Skirhamn, Sweden

Conclusions: . The motivational factors are important to keep the 50+
people in work life. Some have low self-esteem and need networking
facilities, life competence analysis, competence development to
improve their job profile and thus the possibility to find suitable work.
Attitudes towards 50+ need to be changed to look at the individual
instead of age. This can be done by looking at good examples in
companies and raise the self-esteem of 50+ people. Mentoring and
transfer of know-how can be one of the possibilities for 50+ to use
their Life Competetnce.

Results: We have tools for life competence analysis within companies
and for job seekers. The tool will help companies for example with
development talks focusing also on career planning. For job seckers
the life competence analysis will help to focus on motivational factors
as well as early acquired competence. We have good methods for work
integrated learning built on the Life Competence Analysis offering
effective learning on the parts that need to be developed by training.
Thus we can offer tailor-made training. Job seekers and employers
have access to good methods through networking with structured
activities based on the needs of the job seekers and the employers. The
members of the networking agency act as brokers for the needs and
promoters for the competencies of the job seekers. Life Competence
Analysis, training to be a mentor are methods that can be used by the
network agency. Throughout the project period we have been working
with employers to increase awareness of the competences of those over
50 and ultimately prevent discrimination.

Background: Since 1975, the average life expectancy has increased
from 78 to 82 for women, and from 72 to 77 for menl, and currently
women who have reached the age of 65 are expected to live until 85,
whereas men are expected to live for 16 more years, until they are 81.
This will of course increase the need of a longer working life.

Meuer-Willuweit, Anne; Zoogbaum, Carla
REGE mbH, Project Development Department, Bielefeld, Germany

Conclusions: The objective of the running project “Generation
Gold”(2005-2007) is to reintegrate older, longterm unemployed
people into the labour market. It is directly promoted by the Federal
Ministry of Labour and Social Affairs. The project’s success is based
on a three level concept:

*Networking and public relations in order to change the image of
older employees within companies and in society

eIndividual and tailor-made coaching and training offers that take
into account the heterogenity of the project participants

*A concept of job placement and marketing - based on the individual
profiles of the participants - addressing employers according to their
economic demands.

Results: 30% of the project participants are placed into the mainstream
labour market. In a nationwide ranking we hold second position in
placement statistics for the projects 50+.

The successful concept of networking and public relations has made
“Generation Gold” popular even beyond the region. We are getting
requests from potential participants; employers are offering jobs.
Local symposia on age management have gained positive response.
Associations, universities as well as ministries have contacted us - e.g.
the ministry’s training department - as we are, for example, deploying
older, experienced employees as coaches for adolescents during their
vocational training.

Mainstreaming into politics is successful, as the experts for labour
market policy of both major parties (CDU/SPD) have visited the
project. Our coordination is embedded in a national strategic board
dealing with future political programmes for age management.
Background: The society and the employers should become aware
of the golden advantages these employees have, such as: sense of
responsibility, ability to judge, stamina, ability to think in contexts,
independence, social competences, flexibility and relilability, serenity.
But the target group also has matching problems: 40% of our clients
have health restrictions, 35% are without formal qualifications and
34% have been without a job for more than four years.
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How to handle age management in SMEs

WO-17

Empowerment by media production

Moriceau, Michel
CLPS, av de la Croix Verte, Rennes, France

Conclusions: Our project has led to the conclusion of the:

a) feasibility of a platform of territorial services to SMEs and the
population in the field of Human Resources / age management

b) the validity of an a fivefold approach of the diagnosis of age
management in SMEs : strategic, demographic, sociological, HR
system, employment and skills

¢) the relevancy of the intervention on the organisational system of
the SME to cope with age management.

Results: The outcomes of the project (planned on December 2008)
will be:

a) a methodological guide resting on our five approaches, including
diagnosis tools on age management

b) a platform of territorial services organised around a free call number,
information through a Website, a first analysis of the problem, the
diagnosis in the SME, the intervention of a group of specialised
consultants, a system of project management.

Background: Our Equal project Ages and work (Ages et travail) (FR-
BRE-2004-43628) is dedicated to the settlement of territorial services
directed to SMEs and the population in Ille et Vilaine county, Brittany
region (NO of France). Staff in SMEs concerned range from 20 to
250 employees, in various sectors. We are interested in contacts with
people working on methodologies of age management in SMEs.

Anastasiadis, Maria'; Weihs, PauP
!Sozialokonomische Forschungsstelle, Graz, Austria; *Rewalk, Vienna,
Austria

Conclusion: Especially in handleing the challenge of getting older in
an employment-based society, competences which have been achieved
in ones biografical life become more and more important for improving
ones self-esteem. To improve the self-determined descision-making is
relevant in the re-integration process of longterm jobless people aged
around 50. And here the methode Empwerment by media production
has its starting point. The approach ties up to the nessecary changes
of professional help in times of individualisation and flexibilsation.
It is geared:

1. To respect the personal and social ressources, which a person has
gained during his biografie

2. To advance the individual responsibility

3. To strengthen the participation to form the personal and social
environment

Results: Working with the media can help us to create participating
settings, which make processes of Empowerment possible. The main
benefit of linking media productions with empowerment settings
has to be secen in its transforming effects. In this projects film
documantations and various media productions were done with and
by clients. So “clients” became more and more to “actors” of their lives
and their competences. In the phase of self-performance the traget
group gains self confidence and they learn how to relay on biografical
- sometimes hidden - potentials.

Background: This interdisciplinary methode has been developed
during the Austrian EQUAL Project “U-Turn”. It is an interlinkage
between participative media production and empowement as an
upcoming methode of social work. Further the concept and the
process has been accompanied by an action research procedure in order
to improve the approach and to formulate a final implementation
concept for practitioneres of labour market policy activities. In this
workshop we will refer on both perspectives - the social work and the
media art. Thereby we will present the results of the case study done
in the project “U-Turn”.
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Economics go 50+ services-cooperations-competencies

WO-19

Active Ageing System Actions

Kaufmann, Ralf'; Rose-van Dijk, Marieke’; Sabisch-Schellbas, Susanne’;
Meier-Abrens, Thomas®

'DP SEPARTH, c/o Borsch & Partner GEB mbH, Neumiinster, Germany;
2Schiff-gmbh, DP STAGE, Kiel, Germany; ’KWB, DP Potenzial 45plus,
Hamburg, Germany; *Wirtschafisakademie S-H GmbH, DP SEPARTH,
Kiel, Germany

Conclusions: only the combination of developing new markets and
changing human resource development leads to an added value for all
participants, enterprises, entrepreneurs, employees and customers.
Results: participants of the workshop will learn different aspects and
approaches to the topic

1) Development of SME and markets

- sensitising SME for the demands of future markets - build up new
services and possibilities for employment in SME in the sectors of
tourism, gastronomy and elderly care

- implement and support new organisational networks and types of
enterprises as associations or cooperatives

2) Management of human resources

- sensitising SME for the importance of competencies of older
employees

- implementing age structure analysis in companies

- adapting personnel management to the needs of an aging work-
force

- supporting recruitment by matching jobseekers and vacancies

- developing competencies of older employees or unemployed people
that meet the needs of companies

- forming study circles as an adequate way of learning for elder
people

- empowering participants

Background:

- New markets offer new chances for SME and their older employees
* older customers have other demands regarding products, services
and costumer relations

* market development works only through co-operation: members of
networks are able to concentrate on their individual strengths and
enetworks represent growth of knowledge for members

- necessity of increasing the readiness to invest and add/safeguard jobs
for elder people

* a new group relevant to the market emerged: 50+, both as consumer
and as value working-force

e the companies need experiences, not juvenileness

* lack of specialised staff is going to increase because of demographic
changes

* Way of learning becomes different for older

- Strengthening of a coherent society becomes more and more
important — organisation of participation of elder people in society
and working life becomes necessary

* Respect to the majority of (elder) people demands new approaches
in order not to loose them

Corrias, Alessandra
CSEA S.c.p.A, Torino, Italy

Background: The project Equal Skill3, promoted by the Province
of Vercelli and CSEA, involving local authority, two training
centres, employers’ representatives and trade unions, is focused on
a territory which is going through different processes of enterprises’
reconfiguration and is based on the consideration that the risk of
workers'exclusion from the enterprises is increasing, especially for
over 50. Moreover the phenomenon of the ageing population shows
that a certain number of working people risks to face situations as
preretirement or rejection inside the enterprise.

Results: The first result achieved is the training of 15 Case Managers,
experts in reconfiguration processes towards both enterprises and
workers, belonging to the organizations partners of the DP. They
support workers and enterprises facing change management with
a preventive approach analyzing the needs expressed and setting of
individual or company development plans.

The second result is the creation of two centres, called Skill3 Centres
and located inside Public Employment Centres, which represent the
project’s referring points on the territory for workers and companies
which are interested in having information and taking part to the
activities promoted.

The third result is a survey through the territory aimed to:

- analyze the main strategies each enterprise adopts facing personnel
management

- understand both the knowledge and interest towards the issues of
Work and Life Balance and CSR

- identify good practices carried out which are not given evidence
Conclusions: The Skill3 Centres recently opened and the Case
Managers are dealing with the first contacts with enterprises. The
Skill3 Centres activities should be coordinated to replacement and
enterprise supporting actions planned in the frame of the Regional
Founding Programme. Furthermore a workshop focused on how
enterprises face change management has been organized with 10
enterprises and with the participation of local authorities (Province
and Region). A deep interest has been shown by transnational partners
and Italian local authorities to the cooperation between private and
public sectors to find solutions in a preventive approach.
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Realising the value of the older worker

WO-21a

SWOOP Research Pilot ePortfolio for an older worker

WO-21b

Shipley, Hilary
Skills Analysis, Barnstaple, United Kingdom

Conclusions: Many employers believe that workers aged over 50 are
‘simply coasting to retirement.” Through Age Awareness seminars,
Skills Analysis has effectively put forward the business case for retaining
older workers and re-evaluating their role including mentoring and
skill transfer opportunities.

Older workers often lack formal qualifications and as a result may
undervalue themselves. By introducing innovative e-learning and
formalaccreditation of employability skills, Skills Analysis demonstrates
the flexibility of training and assessment in the workplace effectively
removing the fear of a classroom environment.

Older workers often lack confidence in their abilities. For 50+ workers
without formal qualifications, the Skills Analysis toolkit provides a
means to evidence existing skills, attitudes and competences. Evidence
of these can not only boost morale for the employee but also influence
attitudes of employers.

Trialling of the Skills Analysis Toolkit, demonstration of flexible e-
learning and Age Awareness seminars are helping to change employer’s
attitudes to 50+ workers. Realisation of the value of the older worker
will help to ensure future business success and economy growth.
Results: Skills Analysis is an ongoing active research project and has
yet to present final results, however interest in its products to help
older workers is reflected in the number of initial trials with 300
people across the retail, food & drink and automotive sectors, with a
further 100 continuing to trial our innovative learning programmes.
Background: Statistics show that the population is ageing, particularly
in the South West of the UK where Skills Analysis is based. If
employers don't change their attitudes to older workers, the economy
in this region could suffer from skills shortages and simply not enough
people to do the work. A company’s bottom line and indeed future
business growth could depend on realising the value of 50+ workers.

Jennings-Bramly, Anne'; St John, Lindsey’; Stevens, Hilary’
ISWOOP South west opportunities for Older peaple, SWOOP Holnicote

Annexe, University of Exeter, Exeter, United Kingdom; *SWOOP
University of Exeter, Marchmont Observatory, Exeter, United Kingdom;
3SWOOP University of Exeter, Marchmont Observatory, Exeter, United
Kingdom

Background: The ePortfolio project is part of the SWOOP initiative
to research how older workers can reengage with the workforce in an
ageing society. The ePortfolio is a tool that can be used to support a
person in assessing their skills and strengths where formal training
or qualifications may not be have been achieved. The product is web
based and is designed to provide interactive processes to enable the
user to build up a picture of their qualities, skills and achievements
and then reflect on and provide evidence that supports this. They can
then use this evidence to plan and take actions in learining new skills
or applying for work. The project has provided a ‘vanilla’ version of an
ePortfolio in various scenarios to find out whether a product like this
would be suitable for an older audience and if so what should it look
like. What other problems or issues are associated with this type of
tool and are there other benefits in using this kind of technology. This
is a very narrow interpretation of an ePortfolio but appropriate within
the constraints of the project scope.

Results: The results have been very wide ranging from a positive
response from those who had little IT experience to impatience and
cynicism from those who have a greater technological skill.

Some of the experiences have depended very much on the way the
product has been offered and how the trainer has represented it.
Conclusions: Such a product as an ePortfolio seems to be considered
as useful but it is very dependent on the way that it is presented and
supported and the skills that the individual has.

However recent work is showing that the use of such a product is
helpful in introducing the individual to ICT as it is offered as a
personal development tool without the need or pressure to achieve
targets. Other conclsions are that the experience and skills of the
mentor or trainer are important at the early stages of training.
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Lifelong learning moves forward

Weisskircher, Veronika; Schallert, Daniela; Yollmann, Manuela
abz*austria, Vienna, Austria

Background: For almost 15 years now abz*austria - a non profit
organisation - has been an important player in the field of training,
counselling and career development for women and supports women
with different backgrounds and at different stages of their life to
overcome existing barriers when (re)entering the labour market.
By applying the strategies of Gender Mainstreaming and Diversity
Management abz*austria pursues the objective of equal opportunities.
With regard to older (female) employees gender and age sensitive
instruments for the reintegration and employment assurance of
unemployed women over 45 are developed and applied. The course
“Learning Moves (Forward)” for unemployed women over 45 was
designed by abz*austria with the intention to create and promote
desire for lifelong learning.

Results: 20 unemployed women above the age of 45 participated in
two courses, each lasting 14 weeks. The courses were very successful
considering the various difficulties the target group is faced with: 12
women took up an employment subsequent to the course or started
an advanced vocational training. As regards content, the focus of the
courses was on learning to learn, training media skills and dealing
with age stereotypes. Following products were developed in a project
work by the participants and disseminated by means of media:

* a poster which draws a new, positive and self-conscious picture of
women over 45

* a brochure which points out the specific situation and the advantages
of older (female) employees

Conclusions: The experience gained in the courses shows the
significance of age-oriented didactics which apply holistic learning
methodology, consider the individual learning biography of the
participants and establish a relationship between learning contents
and the concrete life situations. The method of project learning proved
to be of particular value besides age-oriented learning strategies and
comprehensive media skills trainings. The project work encouraged
motivation, self-organisation as well as team and conflict management
and communication skills.

For more information see: http://www.abzaustria.at/projekte/45plus/
age.html

Ageing Assets - Older People and Work: Effective
strategies for older people and employers

0-23

St. John, Lindsey'; Heller, Irene®
South West Opportunities for Older People, University of Exeter St Lukes

Campus Heavitree Rd, Exeter, United Kingdom; *Medway Council,
Visitor Information Centre, Rochester, United Kingdom

Two projects, one in the South West of England the other in
South East, have worked with both beneficiaries and employers on
the issue of employment for older people. The Prime Advantage
project in South East has targeted under-represented groups offering
empowering opportunities through a multi-agency approach. The
SWOOP (South West Opportunities for Older People) project in the
South West has, through five different delivery projects worked with
over 400 beneficiaries in areas of self employment, careers guidance,
individual support, job search skills, work placements and access to
training.

Prime Advantage has raised the employment rate of older workers
employed and unemployed aged 45-65 and their level of access to
innovative training and support, in engineering, management, ICT
and business practice. It has recruited over 500 local employees and
unemployed people and helped 47 small to medium sized businesses
improve staff retention and improved business competitiveness.
Focussing on employers from the SME sector in the local Engineering/
Manufacturing industry, the project has helped them develop better
age management strategy. The SWOOP project has worked with
employers to raise awareness and identify challenges to business by
both legislation and demographic change. It has also developed with
key intermediaries - brokering staff - an age awareness programme
that is being extended to other groups and across other regions in
the UK.

Both Prime Advantage and SWOOP recognise the diversity of its
older population across a range of issues including qualifications, work
history, financial circumstance and aspiration and have found that in
most case individuals can benefit from access to advice and guidance.
SWOOP has found that older people’s perception of discrimination
may disguise other issues, in particular poor self confidence and self
esteem, and an inability to adequately represent their experiences to
employers. Improving job application skills and self confidence can
contribute to overcoming age barriers.
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Footloose-Mossfree

Initiatives for ICT-Professionals 50+ in Germany

WO-25

Cerwenka, Judith

Frauenstiftung steyr, Steyr, Austria

Conclusions: Training and motivating elderly workforce (who often
are distant learners too) are best achieved with tapping CREATIVITY
potential. Frauenstiftung as a reg.development actor lays a focus
on female jobseckers and returners and has strenghtened regional
economy by this approach (working against rural labour exodus ,
tapping hidden potential, maximising return on social investment)
Creativity was leverage for motivation and served as umbrella-
methodology for the “Reife Leistung” curriculum (comprising 6
modules); for social-economy employers leverage was becoming aware
of and learning about their responsibility to provide and reconsider
framework for better ageing at work

Results: A) tailormade training and individual coaching for women
45+in social economy: 30 participants, 80 lessons (EDD, key-skills,
time management, health care, re-learning how to learn) accompanied
by individual professional coaching (balance of competence, life-cycle
career plans)

Role of CREATIVITY: participants reflected their non/formally
aquired skills and silent dreams with art and culture as a methodological
catalyst and thus emerged with new perspectives for and changed self-
image of better ageing (at work)

B) bespoke Business Coaching for 36 social profit enterprises and
employers, with group counselling as to demographic change and
its consequences for the employment of women 45+, Alternative
and flexible models of working hours, Burn-out prevention in health
care , new collective bargaining as incentive, knowledge+experience
transfer, age-relevant challenges

Background: Austria currently has an employment rate of app.
30% in the 55 to 64 agegroup, in order to approximate EU-defined
quota (50% by 2010)massive and sustained efforts are required. Why
develop pro-active ageing tools in an socio-economic cluster: -benefit
from synergies and save costs, base tools on actual need for elderly
employees and their institutions to boost region, -innovation trough
cross - linking actors and creating new services, change images of
better ageing(at work)in minds and souls.

The project is funded by ESF and Austrian Fed. Min.of Labour

Hageni, Karl-Heinz'; Fwald, W, Lutz’
'IG Metall Germany, Frankfurt, Germany; *Consultant, Frankfurt,
Germany

Conclusion: Karl-Heinz Hageni (IG Metall Union, Head Office) and
Lutz W. Ewald (Consultant) introduce labour market instruments,
concepts and approaches to specials situation for ICT Professionals
50+ in Germany.

They will also offer answers to questions relating to the problem of
how to better secure ‘older’ IT specialists’ occupation in business, and
which requirements to qualification measures should be set in terms
of methodology and content (‘age-oriented learning’).

Result: In order to support business in employment and qualification
of older I'T professionals, the social partners will draw up a programme
in cooperation with the responsible bodies of the federal government
as well as the job centres. This programme is aimed at securing the
employability of older IT specialists as well as facilitating re-entry into
jobs for older unemployed specialists in this sector.

Background: German IT professionals over 50 years of age are
affected above average by long-term unemployment. Torn out of their
professional life, they experience major problems finding a way back
into business. Paradoxically, Germany finds itself threatened by a
lack of specialists in the IT sector, impacting negatively on the future
of this very sector’s status and strength. At the IT Summit in 2006,
intitiated by the German Chancellor, the social partners declared their
aim of contributing to the achievement of a sustainable protection
of existing jobs in the IT sector through an IT professionals
initiative. This initiative is being supported by the Bundesverband
Informationswirtschaft, Telekommunikation und Neue Medien e.V.
(BITKOM) and the Industriegewerkschaft Metall.

Karl-Heinz Hageni M.A. HR Development Department Vocational
Training IG Metall Germany , Head Office Lutz W. Ewald M.A. rer.
pol. Consultant Personnel Development, Vocational Training and
Labour Market
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Elderly plans - Do they work?

Advancing Women's Employability

Krabb, Sandra; Kloimiiller, Irene
IBG Institut fiir humandckologische Unternehmensfiihrung GmbH,
Vienna, Austria

Background: Many enterprises in Austria are already now facing the
challenge to use the abilities of 3 generations of employees in the most
optimal way to cope the demographic change . This development gains
similar importance for every company - also for SME. 15 Viennese
SME (6 to 200 employees) took part in the project “Experience has
Future”. The companies analysed with support of IBG their situation
and initiated measures to support all 3 generations (especially elderly
employees)to maintain workability and workinterest.

Aim of the project Aim of the project was to define the meaning of
“elderly plans” in this context. The project “Experience has Future”
examines working conditions and processes as well as cultural factors
in SME, which affect the workability and motivation of elderly
employees.

Results: Consulting approach Elderly plans mean sustainable anchoring
of elderly employees in the working process. The consulting approach
was a standardised process whereas tools and methods were used very
flexible and tailored during the following phases (a combination of
specialist- and process consulting). Phases:

- Introduction

- Information and sensitisation (from deficit to competence model
of ageing)

- Analysis

- Interpretation of results and development of measures

- Implementation of measures

- Evaluation

Factors of success

- tailored consulting

- large spectrum of topics in consulting

- sensitisation of owners and managers for the importance of the topic

- support of a positive attitude towards the productivity of elderly
employees and ageing

- motivation of employees to participate

- development of feasible approaches of implementation

Typical Topics - Information and sensitisation concerning ageing and
age adjusted work processes

- securing and transfer of knowledge, especially implicit knowledge

- Lifelong learning and qualification

- age conform workplaces for different age groups

In my presentation I will highlight by some examples how it can be
possible for SME to develop age adjusted working situations and
places, how to sensitise managers and to motivate older employees to
participate in this process.

Morron, Alice'; Smith, Graham®

!University of Strathclyde, Senior Studies Institute, Glasgow, United
Kingdom; ?University of Strathclyde, Senior Studies Institute, Glasgow,
United Kingdom

Conclusions: Women wishing to advance their career in later life
are significantly inhibited due to limited knowledge of opportunities
available and lack of awareness of support agencies that provide advice
and assistance. Further obstacles are often present in terms of family
commitments and caring responsibilities. Career re-invention and
pursuing employability opportunities as an older woman requires
courage to confront new challenges and confidence to make new
choices, both of which are critical to personal development. Optimum
conditions for continued progression are crucial and include the
support and encouragement of project staff, family members and
meaningful careers guidance.

Results: AWE groups formed in various parts of Scotland resulted in
an over-demand in urban areas with rurality affecting participation
in less populated areas. An intensive activity-based learning
programme produced increased self-confidence among women with
motivation and aspirations re-invigorated. Employability skills were
improved, particularly in the areas of Information Technology and
core competences. Furthermore, knowledge of, and confidence in,
accessing information from a variety of sources was enhanced. Finally,
progression of women into employment and further/higher education
as well as promotion within existing employment and exploration of
starting own businesses was achieved.

Background: Women face significant additional barriers to
employment and career progression at a later stage in life, including:
- Lower rates of employment participation

- Lower average pay

- More likely to be in part-time work

- Much lower or no pension provision, leading to increased pensioner

poverty

The innovative Advancing Women’s Employability project used
a range of methods to engage and support women aged 50+ in
developing new careers in higher level jobs, with a focus on growth
areas of the local and Scottish economy. It supported both employed
and unemployed women in exploring their options, acquiring new
learning and developing new skills with a view to increasing future
employability.
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Efficient Skill Transfer

Convincing employers to recruit older people

WO-29

Merlino, Corinne

Opcareg Haute Normandie, Bois Guillaume, France

Conclusions: Transfering strategic skills is of paramount importance
for many companies. But... if in theory, the concept seems obvious,
putting it into practice raises many questions. From a methodological
as well as a human point of view, many difficulties can arise. How
can one expect to successfully transfer skills or knwoledge acquired
through several years of experience in only a few month ? How do you
transfer “flair” and intuition ? How do you get someone to decompose
and formalise skills and processes which have become a reflex over
years of daily practice ? The presentation in the workshop aims at
sharing 12 ingredients for a success recipe.

Results: 19 employees preparing for retirement and their successors
were coached and trained by a consultant. Through these 19
experimentations led in various contexts and professionnal sectors, 12
stages and key success factors were identified. They are listed below,
and will be developed in the presentation.

1 - Expressing motivation 2 - Describing 3 - Classifying 4 - Involving
the manager 5 - Choosing the “junior” 6 - Anticipating and tackling
problems 7 - Recording competence levels 8 - Launching 9 - Adjusting
10- Supporting 11 - Capitalising (analysis + synthesis) 12 - Closing
the process

Background: The experimentation was led in the Equal “Seniors”
project led by Opcareg in the Upper Normandy region between 2001
and 2005. At the time, very little companies felt concerned with age
management and skill transfer, and few methodologies facilitating
skill transfers were available. The experimentation highlited some
difficulties in the process, and the consultants provided solutions.

Peeters, Anneleen

IDEA Consult, Brussels, Belgium

In our presentation we would like to discuss the main obstacles for the
employment of older people and how firms can be influenced in order
to be more willing to hire and retain 50+ jobseekers.

(1) Main obstacles for the employment of older people

First, we will look at the main obstacles for the recruitment and
retention of older people. Our own research and experience obtained
from several projects gives insights in the main prejudices of employers
related to the recruitment of older persons. Besides the prejudices of
the employers, it is also important to look at the expectations from
50+ jobseekers (based on ESF-project “Active 50+” and “EQUAL-
project “Paradox”).

(2) Strategies to persuade firms to hire and retain older people
During the Paradox-project, a methodology was developed to
persuade SME’s to hire more older persons. The innovation lies in the
fact that the project developed a competence-based approach, with
the focus on the competences needed for a specific job instead of the
age, gender or race. Hence, the management of ages should be seen
as a component of management of diversity. Based on the practical
experiences obtained from the company visits, a diversity guide was
developed.

The competence-based strategy was further elaborated by means
of a “self-evaluation instrument for generic competences”. In
collaboration with the Flemish PES, a tool is developed which allows
older persons to assess their generic competences. This self-evaluation
instrument improves the awareness of certain competences, which
can be of potential advantage in a future job interview. Finally, we
want to discuss the role of financial incentives as a way to increase
the employment rate of older persons. Material for this aspect can be
collected from own research (eg. analysis of impact of Belgian pre-
retirement system on replacement ratio’s of older persons) and project
experiences.
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Age Management - an offensive approach in practice

WO-30

Skoglund, Caj; Skoglund, Barbro
Age Management i Sverige AB, Boden, Sweden

Conclusions: Age Management training programme for supervisors
should be an offensive tool for companies with an aging work force.
However, it is essential that such programmes are evidence based,
focusing on the relationship between leadership and its importance
for the development of the employees work ability.

Results: The Age Management programme for Vattenfall Service Nord
(VSN) resulted in a change in attitudes towards the older workers in the
company. Not only the supervisors but also the employees themselves
reacted positively. The programme has clearly demonstrated that it is
possible to achieve understanding for the necessity of a longer work
life as well as developing tools that supports this goal in the daily
operations of the company.

Background: VSN main business activities are maintenance and
reinvestment services in hydro power plants and the regional and
local electricity networks in the northern part of Sweden. The number
of employees is approximately 600 at 60 sites, covering a large
geographical area. Many of the assignments demand physical strength
in combination with technical skills. During winter the company’s
linemen are often confronted with a harsh climate i.e. cold weather
and heavy snowfalls. As many other companies VSN is facing the
challenge of an aging work force. Due to the demographic development
two strategic questions had to be tackled. How to break the tradition
and expectations of early retirement; “the golden handshake”? How
should work be organised to promote or at least maintain the work
ability of the growing number of older employees in order to maintain
profitability? At an early stage the company identified managers and
supervisors as key-holders for a successful process. A tailor-made Age
Management programme (the BCS-method) was developed based on
an interview study with supervisors as well as employees. The aim of
the programme was to insure that front-line-managers had sufficient
knowledge about the relationship between aging and its effects -
positive as well as negative - on work ability. The training resulted in
action plans that ensured that the concept of Age Management was
applied in practice.
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ABSTRACT POSTER SESSIONS

"New chance for transnational job market and
economy”

PO-1

Morawiec, Krystyna
Fundacja Centrum Wipierania Przedsiébiorczoci, Zgorzelec, Poland

Conclusions Improving of competences and skills older people
50+ is very important factor to allow them either to maintain their
employment as to return to labour market. The process of training
needs recognition can be more effective with use of modular courses
approach, methodology of maps of competences and elements of
balance of competence. Background The main problem of small
and medium enterprises is lack of high quality training affordable
offer. Because of the geographical issues and because of they nature
— companies are too small to have internal Human Resources or
training departments and too small number of employees to benefit
from customized education provided for bigger organizations. It
results with poor educational offer for SME’s. The tool like map of
competence allows to adapt training content to SMEs’ needs. The
adapted methodology of balance of competence and usage of modular
blended learning courses structure gives opportunity to provide SME
employees with affordable, tailored trainings which fill the skills gap
between needs of the employer and participant actual needs. The
Network of Information Society Education Centers - SCESI network
model - is integrated system of providing training services with high
quality for SMEs. The structure containing central point and many
local training centers provides the opportunity to benefit from common
tools used, common methodology and content, but local delivery. The
system is scalable. Results Network of Information Society Education
Centers as a networkof local training centers supported by central
development centre with technology, methodology and content. The
SCESI training offer is adapted to SME needs and based on three
methodologies: map of competence, balance of competence and
blended learning. The network idea allows to provide local companies
with highest quality services provided locally. The model of SCESI is
the product of Equal project “New Chance” In Euroregion Nysa in
the west — south of Poland.

Multimedia Assistance in Work Environment

PO-2

Hoffineier, Guido'; Dr. Kublenkoetter, Bernd’; Dr. Gayk, Karsten’
"University of Dortmund, Robotics Research Institute, Dortmund,
Germany; ?, Bad Naubeim, Germany; °, Dortmund, Germany

Background: Missing qualification is one main problem of integrating
a job-seeker into a specific job. This general statement is true especially
for long-term unemployed and often for elderly people who are under
constraint of looking for a new employment. A possibility for getting
those target persons into a job and to increase their capabilities is
the subject of the project MULTAS. In this project a multimedia-
based work assistance system is developed. It enables a tutor to create
multimedia instruction sheets adapted individually to a target person
as well as to a specific work process.

Results: Before the implementation of the assistance system MULTAS
different standard applications like presentation and publishing
software as well as an e-learning system were used in a preliminary
phase. This phase was established to test acceptance of assistive
software in the target group and to prove the efliciency of those tools
for the intended use. The result is first that assistance software was
very well accepted by target persons. But the second finding is that
the tested applications were not feasible for this use case. The reason
lies mainly in the content creation which is not solved sufficient by
existing software. The developed MULTAS makes it much easier to set
up information into an instruction sheet. Especially for target persons
it was an easement, e.g. because of the lesser need for contacting a
tutor for support. Additionally the advantage of storing process
knowledge with MULTAS and allowing an easy information transfer
is a remarkable side effect.

Conclusions: The appliance of a multimedia work assistance system
leads to a reduction of expenditure of training and support so that
target persons can work more independently. On the other hand it is
a possibility for giving an incentive to employers for hiring long-term
unemployed, elderly or lesser qualified people. MULTAS is a solution
which fits the needs of both, employer and employee. It implements
an effective and flexible information management which is capable of
minimising informational loss as well as personal aid for workers by
supporting the user direct on the job.
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ALLIAGES, Equal project enforcing age diversity in
employment

PO-3

Roch, Bruce
ADECCO, Paris, France

Conclusions: Sustainable development requires :

- the management of skills for all and at all ages through further
evaluation and specific framework,

- promoting health and wellbeing at work (HR risk management)

- and creating cooperation between generations (management change
and appropriate work relations).

With ALLIAGES, the main objective of partners (and beyond) is to
develop and transfer new methods to promote and facilitate Equal
Opportunities for All in Employment.

Results :

- development of employability,

- fight against discriminations, promotion of diversity & equal
opportunities for all (European Year 2007)

- design of guidelines on HR context and Health at work,

- experiences led on the field in the Paris Area by the partners
involved,

Background : ALLIAGES is a partnership between ADECCO
(private employment agency), ACMS (work medicine association),
AGIRC ARRCO (French pension organisation), STEF TFE (logistics
& transportation compagny) in an ageing context leading to lack
of competencies and competitivity constrainsts. Ageing workforce
becomes unavoidable and a matter of Corporate Social Responsibility
for all stakeholders in society. Thus change management is required
both at individual and organisational level. The partnership at stake
involves complementar agents on the labour market, with joint
experiences led under the project. ALLIAGES has a transnational
partnership called “PARTAGE” (sharing) with Italian EQUAL project
“RICOMINCIO DA 45+” aiming at design of methodologies for
transferring best practices amongst Small and Medium sized client
companies, network members, professional expertise communities.
Further information is available upon request from alliages.info
(private interface, contact us for login and password)

Abstract withdrawn
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Corporate Citizenship in the UK health Service: Wor-
king for health and inclusion

PO-5

3E-Quality

Haunch, Paul
Southport and Ormskirk Hospital NHS Trust, Learning Resource Centre,
Ormskirk Hospital, Ormskirk, United Kingdom

Conclusions: People who are perceived as being from socially excluded
groups benefit directly from pro-active measures to bring them into
quality work environments that are linked to career progression.
The benefits to particpating individuals are seen in increased self-
confidence, improved work and career prospects, the creation of a
‘what’s possible’ vision and a feeling of inclusion in a wider spectrum
of mainstream society. There is also a significant increase in their
personal health and well-being. Organisations, their employees
and their trade unions participating in Corporate Cirizenship (CS)
initiatives develop a greater understanding of the factors contributing
to social exclusion and develop an ethos that underpins a more open
and supportive approach to supporting excluded groups

Results: Participants gained valuable employability skills, experience
of working in a major healthcare organisation and an opportunity
to develop a personal strategy for improvement in their life style and
ambitions. The healthcare organisation became highly committed to
greater workforce diversity, increased its profile as a good or excellent
employer and made a significant contribution to the debate about the
ability of large, public sector employers to influence the reduction
of social exclusion through ‘best practice’ models. The early results
indicate that the model is fully transferable to other sectors, both
private and public.

Background: The hospital Trust pioneered a radical programme to
link pre-employment training with a ‘guaranteed’ job for the long-
term unemployed. It then extended its vision to work with some of the
most socially excluded groups in UK society, including, immigrants,
lone parents, the mentally ill, homeless people and ex-offenders. The
current pre-pilot activity with immigrants, including refugees involves
work placements and is a pre-cursor to athe main development phase
that will include short-term accommodation for participants and their
dependents expected in 2008. The project is a partnership between
The Hospital Trust, a major further education college and UNISON
the large public sector trade union.

Mossa, Adriana'; Boogerd, Johanna®; Kostelansky, Jozef
"Trasversale Consulting, Sassari, Italy; >Gemeente Terneuzen, Terneuzen,
Netherlands; > Partner Progress, s.r.o, Povazskd Bystrica, Slovakia

Conclusions: The results of course give a good view on the conclusions
to be presented in Gothenburg: there we will have our final concluding
meeting of 3E-Quality presenting 3E-Quality.

Results: 3E-Quality created an interactive website besidesavademecum
based on research in the three regions. The Transnational Partnership
created effective communication, within and outside EQUAL, in
order to exchange ideas, concepts, results and good practice and
established links and convergence between the results identified and
the main European policy priorities. The project brought together,
discussed and evaluated the most promising practices and outcomes
of the work in Italy, Slovakia and the Netherlands, and prepared their
dissemination and integration into policies and practice, in order to
draw concrete and transferable results and to develop new policies
and practices. Structured around a thematic focus, and with common
objectives, this provides the crucial link across the Community - to
ensure the validation, exploitation and long-lasting dissemination.
Background: Allthough the causes and experiences are different the
Sardinian province of Sassari, the Tren,in Region in Slovakia and the
Dutch province of Zeeland know many common problems: a peak
in seasonwork and a growing shortage of workers because of a lack
of young people and too many retiring workers. Therefore, new skills
and new ways of working in the knowledge-based society are needed,
it is necessary to be aware of the opportunities it provides. Besides
opportunities it is fundamental to ensure that no groups or individuals
get left behind in this working changing world. Common interest of
the Transnational DP is to promote lifelong learning and inclusive
work practices which encourage the recruitment and retention of those
suffering discrimination and inequality in the labour market because
of age, sex, background or whatever other aspect.Therefore, focus of
attention is Age Management, which is concerned with supporting
employability and keeping the workforce skilled, motivated and
able-bodied. It is an answer to the inevitable demographic changes
experienced across entire Europe.
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Third Career - how to support companies and their
employees in utilising the potential of
people aged 50+

PO-7

Workers of Assistance to dependent persons in their
residence : how to make private spaces, become
work spaces to improve working conditions? PO-8

Kubesova, Katerina'; Kristek, Nikola?; Jara, Martin'
'EXPERTIS PRAHA, Prague, Czech Republic

Conclusion: The Third Career development partnership wishes to
bring new inspiration to this particular area and provide 50+ people
who are still employed with a solution that may help them stay in the
labour market, remain self-confident, make use of their experience,
gain new experience and skills and continue being an asset even at
modern dynamic companies. Based on rescarch from the spring
of 2006, we created two programmes in the Central Bohemian
region, which are currently in the pilot stage. The first is aimed at HR
managers and employers and is focused on how to work effectively
with and utilise the potential of employees aged 50+. The second
is aimed at employees and is focused on helping them strengthen
their motivation toward increasing their qualifications, expertise and
flexibility. In the workshop, we would like to present the results of
our research. We will also present our latest results (case studies) from
both pilot programmes, which will be concluding in June 2007.
Results: The Methodology for Employers tackles the issues
comprehensively, instead of merely focusing on individual issues
related to people over 50. The Revitalisation Course Methodology
primarily offers to participants a time to stop and think, to ponder
their current situation in life and the relationships they are involved
in, and to become aware of their own potential. Our research map out
the current situation at Czech companies - the brochure The status of
employess over 50 on the employment market”.

Background: The current number of people that are either over 65 or
less than 20 years old per 100 Czechs at a productive age (20-64) is 55.
However, according to demographic estimates, this proportion is about
to change dramatically - the number of “dependent” people against
each 100 productive ones is to reach 105. OECD’s recommendation
for the Czech Republic is clear: “Find jobs for old people, give jobs to

those who want to and can work.” www.tretikariera.cz.

Dedieu, Gérard'; Carrié-Bourrel, Anné’
'MIDACT-ANACT, Toulouse, France; ’IRFA-SUD, Toulouse, France

Spaces of life in which evolve the workers of “assistance to residence”
are not fitted to be workspaces.

The assistances to residence are compelled with handling of people
having loosed their autonomy : these handling are all the more
difficult if the habitat is not adapted.

The patients leave the hospitals very quickly and find themselves on
their home without autonomy.

The medicalized beds are often essential but their design evokes the
hospital and that too often causes a rejection of the users. All these
work conditions lead to high difficulties, especially for older workers,
in the most risky situations : from bed to chair, from chair to stand
up position, from stand-up position to the bath... Those situations are
illustrated by tiring and painful positions. Those physical difficulties
to move and lift people are increased by a lack of cooperation from the
dependant person because of their fear of collapse risk.

In addition, the old people often have evil with to change their space
of life, in which they have theirs reference mark, to facilitate the work
of the assistance to residence; sometimes the refusal to change this
space proceeds of the refusal of dependence.

The assistances to residence always do not have the material necessary
to ensure the tasks of maintenance and cleaning. That lack of adjustable
material involves inappropriate gestures and postures.

Besides investment in skills and knowledge, it appears to be very
important to think of an ergonomics of the private residence which
will make them also work space.

Assistance to dependent persons in their residence attracts high
potential of new employs.

Among these new workers a significant part is 50 and more. To
improve working conditions and make a private space, a work space
too, is a condition to allow older workers to continue such jobs in

good health.
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Ageing in civil engineering

Age Value

de Haas, Paul
GOA-Infra groep, Leonard Springerlaan, Groningen, Netherlands

In 2004, EIB researched the polices regarding older employees within
different compagnies in the construction sector. On the whole, there
are three possibilities to keep older people within the sector:
Retraining needs more attention

Creating more possibilities for working part-time

Improving working conditions

When people get retrained, they are able to switch from physically
heavy work to less heavy tasks, like management or supporting
functions. retraining their employees often is not a priority for
construction companies. One of the reasons is that there are not many
possibilities to retrain older employees. Another reason is that older
employees are not that enthusiastic themselves to get extra education.
Working part-time, which is the second measure, is not common in
the construction business. Although it is expected that the labour
volume will slightly decrease in teh next years, als because of the
demand of replacement, the civil engineering sector is likely to expect
difficulties in personnel supply. This has quantitatve and qualitative
consequences. (knowledge and experience is lost). In this sector, active
age conscious policy is very important.

Ondracek, Michal
Coneo, Praha, Czech Republic

Conclusions: Age Value, which is the name of the transnational
partnership with France, Ireland, the Netherlands, Sweden and Czech
Republic have the following mutual outcomes

* Analytical/diagnostic interventions with a holistic approach to career
management also referred to as Life Competence Analysis.

* House or association of seniors also referred to as network agency
meeting the needs of the employers and employees.

e research (identifying needs of the over 50’)

Results: Network - Organisation Holistic Approach to Career
Management Knowledge base Peer support Empowerment
Communication <> Holistic Access Employee Employer Association
Membership Employee Employer Association Services Outsourcing
Recruitment Mentoring Career Management Training Motivational
and psychological factors Define competency Unlocking potential
(fulfillment) Delivery Mechanisms Diagnostic Reflecting and
reflection Challenging Career self responsibility Life long skills
Recognition of prior learning CV and interview skills Career
confidence Self marketing — understanding market Training (+ work
integrated learning) Goal orientated action planning Re-energising
Learning to learn (supportive environment) Intensive and Interactive
Costly Secondary benefit to employers Employer Good business o
Corporate Social Responsibility & Benefits Knowledge Management
Diversity Management ¢k 0 Human Relations o Unions o Shareholders
o Attract staff  Productivity (in age neutral environment) Recognise
and utilise assets &% Talent Talent Management Training & Culture
values o Retention of key skills (Access) Improved efficiency Risk
Management Definitions (Hierarchy) Structure Social interaction
Mentoring process What to transfer Education programme for
mentors/mentees Self esteem and status Mentor competencies (model)
Knowledge databank Background: Age discrimination throughout
Europe. 46 % of Europeans think that discrimination on the basis of
age is widespread. At the country level, we find that this view is held
in Czech Republic by 63 %, The Netherlands 53 %, France 50 %,
Sweden 36 % and Ireland 30 % according to Special Eurobarometer
263 “Discrimination in the European Union”.
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Plus for Slovak women 45+

Biitorovd, Zora

Institute for Public Affairs, Bratislava, Bratislava, Slovakia

Conclusions: Slovakia needs a public policy oriented towards better
utilizing the potential of ageing women and towards the strengthening
of their position on the labour market. In parallel with introducing the
principles of gender equality, fundamental changes in the approach
toward the ageing must be envisioned. Adopting the concept of the
Finnish expert Juhani Ilmarinen, societal attitudes towards ageing
must be changed (overcoming wide-spread ageism); the awareness
level of managers and supervisors in age-related issues should be
improved; better age and life course-adjusted and flexible working life
should be introduced; and health care and social services should meet
the needs of older workers.

Results: Only 46 % of the total number of women aged 45 - 64 was
employed in 2004. However, due to the pension reform this share
should increase — provided new jobs will be created and prejudices
against ageing female workers will be reduced. Ageing women have a
relatively weak position on the labour market, which is due to synergic
effect of gender and age inequalities. According to public opinion
surveys, they are the most frequently exposed to discrimination. A
high unemployment contributes to their passive adaptation based on
the attitude of learned helplessness inherited from the communist past.
Moreover, many of them are “sandwich women”, as they combine care
for their own families with assistance to their children’s families and
care for elderly relatives. The network of social services that would
decrease their double burden is still underdeveloped.

Background: This presentation sums up findings of the EQUAL
project Plus for Women 45+, which was launched as a reaction to a
paradoxical situation in Slovak society. The ageing of the population
has necessitated pension reform and gradual prolonging of the work
life since 2004. However, conditions on the labour market, in families
and in society are diminishing chances of ageing women. The project’s
goal is to describe the work and life of ageing women and to identify
obstacles and conditions for getting them to stay working longer.

Self-education of employees using the knowledge
and experience of trainers - seniors

PO-12

Lech, Kunc
Towarzystwo Naukowe Organizacji i Kierownictwa, Gdansk, Poland

The System of use of experienced workers - seniors to share their
knowledge within non-formal vocational education in house could
be implemented in companies (SME’) to fill the gap within the
country politics towards elder employees and may solve serious social
- economic problems regarding the group of employees 50+

The result of EQUAL project is to create the System of Knowledge
Management which consists of three subsystems: (1) the system
of professional competences needs anlysis, basing on companie’s
strategy; (2) the system of certification of competences acquired
within non-formal vocational education and (3) the system of use of
experienced workers - seniors to share their knowledge within non-
formal vocational education and to coach newcomers in house. These
workers - seniors have three roles to play: (1) a trainer within the
subsystem no. 1; (2) a member of Certification Commission within
the subsystem no. 2 and (3) a coach (mentor) to quide newcomers on
work places within the subsystem no. 3. The result of this activity the
coach (mentor) will help newcomers to create projects of individual
training plans.

InPoland, as well as in other European countries the following tendency
of popularity growing old can be noticed. Despite the conciousness
of negative effects which the changing structure of popularity brings
unsufficient attention is laid towards the mechanisms which may ease
(or even eliminate) these negative effects. One of these mechanisms
may be the system of use of experienced workers - seniors to share
their knowledge with newcomers and to coach newcomers helping
them to create individual training plans. The system also allows to use
their potential to build the competetive economy and to realize tasks
within the European Employment Strategy. This Strategy (formulated
for Poland) recommends, among others to improve the adaptation
possibilities of employees and companies and to bring more effective
investments in human resources and life-long learning. This will be
possible using the competences and experiences of elder workers
to support and develope the vocational education on a work place
(training in-house).

62



Age Alliance - never too old to work

Jezowska, Kamila

United Nations Development Programme, Alliance for work, Poland

Conclusions: Presentation and dissemination of the “Good practices

guide” (in hardcopy) as a result of “Age Alliance”

Results: Good practices guide, including case studies report of good

practices implemented in various entities in 4 DPs . The good practices

focuse on the topics:

e Career planning / management - including good practices for job
integrators / jobcoaching, development of business start-ups as a
second / third career, after-care support for unemployed when they
are back in employment,

e Training - including in particular developing training portfolio and
learning activities adapted to over 45 as well as raising the awareness
of trainers in terms of over 45 needs and discrimination issues in
the field of training

e Age management - in particular awareness raising actions
towards small and medium sized businesses and socio-economic
stakeholders, done at different level, in particular at the levels of
Human Resources staff, employees, managers. This part covers
good practice regarding awareness raising among social partners
and SMEs.

* Methods for the intake phase - this will in particular cover tools
and practices for identifying competences and skills of over 45 and
empowerment actions for senior workers

Background: Age Alliance EQUAL transnational partnership of four

DPs: g-p-s (AT-4B-08/304), NTI - (DE-XBA-76051-20-MV/2006),

Prime Advantage (Ukgb-118) and “Alliance for work” (PL - 74)

focused on:

* supporting and raising the employability of over 45 by adapting,
introducing and testing new working methods, i.e. career planning
/ management and trainings

* reducing discrimination faced by over 45 by developing and
implementing raising awareness actions on age management
practices within SMEs, NGOs, Trade Unions, large scale companies,
i.e. age management

* promoting over 45 self confidence and self esteem handling their
job situation and/or career changes

Four DPs have worked together since April 2005 via thematic

working groups meetings, study visits, joint website and ongoing

communication. The final conference takes place in Warsaw, 19-

20 April, when the Good practices guide will be presented and the

cooperation will be summarised.

Employers’ attitudes about competence and
working conditions among older workers
in Sweden PO-14

Johansson Hanse, Jan'; Sarner, Annemarie’; Kadefors, Roland"
'Goteborg University, Goteborg, Sweden; *Repr. for the Swedish
Confederation of Enterprise, Giteborg, Sweden

The aim of the study was to investigate employers’ attitudes about
older workers (50+). The study has been implemented within
the framework of the project Life Competence 50+ (htep://www.
livskompetens.com). In total, 147 employers contributed from the
Swedish Confederation of Enterprise member registers in the south-
west part of Sweden. The employers responded to a web-based
questionnaire with approximately 25 questions. Each employer
received an e-mail that consisted of information about the study and
also an Internet-link to the web page where the questionnaire was
obtainable. The questionnaire was accessible for approximately 3
weeks. The results showed that competence development is seldom
targeted at a specific age group, but can rather be seen as driven by the
workers needs. The transfer of competence between older and younger
workers often takes place through organized mentor programmes or
as a natural part in daily communication and cooperation between
older and younger workers. Almost half (46 per cent) of the employers
regarded older employees as having greater difficulties with changes or
learning new things (for example reorganisations, introduction of new
technology) compared with younger employees. The most common
reasons for older workers retiring before the age of 65 were according
to the employers, the workers health, workers have being sufficiently
financially independent to leave working life early or because of
family and spare time interests. The most common pensionable age
was just over 64 for both men and women. Only a small proportion
of the employers stated “inadequate competence” as the reason for
older workers quitting working life before 65. At the end of the
questionnaire, the employers had the possibility to express general
opinions concerning older employees. A majority of the answers were
positive.
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Workplaces for rehabilitation purposes at Volvo Cars
Torslanda (VCT) in Géteborg

PO-15

Oblsson, Bjorn
Giteborg University, Etnologiska institutionen, Goteborg, Sweden

Conclusions: The companys (VCT) project to create special
work-stations (WSR) for workers in need of rehabilitation due to
work-related injuries or long-term sickness, is an attempt to make
rehabilitation work more efficient. An effect could be increasing
possibilities to remain longer in employment, especially for senior
workers. During 2006 the project wasn't successful for three main
reasons: 1. Resistance from the production managers. 2. Negative
attitudes from the local trade union. 3. Lack of sufficient support from
the central management. The resistance depends on the rules of the
WSR model, which demand that an ordinary worker must leave the
team when a WSR is crewed, to avoid redundancy. This is in conflict
with the existing, decentralized, organisational structure. Managers
think it will be more difficult to reach their productions goals and
that this will create dissatisfaction. The trade union representatives
are against replacing members, due to the risk of conflicts and poor
rehabilitation effects. Possible solutions: 1. The workers at the WSRs
could be an extra resource. 2. The central management could better
follow up the decision at every level and make strong efforts to explain
it. The first is to prefer, if the company can take the extra cost. It
creates better odds for successful rehabilitations and is likely to rise
job satisfaction.

Results: The goal was to create and crew 30 WSRs at the end of 2006.
Only one was achieved.

Background: During the last years it has become more difficult to
find suitable workplaces for workers in need of rehabilitation and for
senior workers. It depends on the development of the production,
where working stations beside the assembly line have disappeared
due to rationalization and outsourcing. The WSRs are temporary
placements at work-stations within ordinary divisions and the work is
at full performance. This study is made by participating at the meetings
of the working group and through interviews. It will be included in
my Ph. D dissertation in ethnology, presented in 2008, where I study
elderly workers™ attitudes and experiences of their working life, and
their view of the coming retirement.
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LIFE COMPETENCE +

LIFE COMPETENCE 50+
Life competence 50+ is an EQUAL pro-
ject focusing on better conditions for ol-
der people to enter or re-enter working
life. One of the goals of the project is to
develop a method that fully describes
the older person’s Life Competence; in-
cluding the person’s life situation, work,
spare time, family situation, physical and
psychological conditions, knowledge,
abilities, skills, experiences, motivatio-
nal factors and values. Another of its
goals is to arrange this conference on
age management, “Competence 50+
2007". For more information about the
project, click on the British flag on the
website:

www.livskompetens.com
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