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Introduction

The European Social Fund (ESF) is one of the Structural Funds of the European Union (EU), created to reduce differences in prosperity and living standards across the EU Member States and regions. The Structural Funds therefore promote both economic and social cohesion. The specific role of the ESF is to promote full employment, improve work equality and productivity, and reduce social exclusion and regional employment disparities across the EU. The fund helps Member States to make Europe’s work force and enterprises better equipped to face new, global challenges, such as increasing international competition and an ageing population. Over the period 2007–2013, around €75 billion euro has been allocated to the EU Member States to achieve its goals. Each Member State has put in place one or more Operational Programmes which set out the specific national objectives and actions proposed.

Age management is a key issue at the heart of the European Union (EU)’s policy agenda. As seen in the European Employment Strategy (EES), it plays a key role in the EU’s ambitions for long-term economic prosperity and social cohesion. The EES Guideline 17 sets out an EU employment target for older people (55-65 years) of 50% by 2010, and Guideline 18 aims to “promote a life-cycle approach to work through a renewed endeavour to build employment pathways for young people and reduce youth unemployment…[and] support for active ageing, including appropriate working conditions, improved (occupational health status and adequate incentives to work and discouragement of early retirement”
. These guidelines are also echoed in the new European Social Fund (ESF) Regulation for 2007-2013, which calls on Member States to develop and implement Operational Programmes that encourage active ageing and longer working lives.
 
Against this policy background, national and regional governments can look for ideas and insights into how to implement age management measures and reach the above targets in the ESF EQUAL Community Initiative. Between 2002 and 2008 the initiative invested €3.274 billion in pilot projects across the EU, many of which focused on age management issues – with a particular focus on discriminated and disadvantaged groups in the labour market. Moreover, these projects share particular features that make them an ideal source of information and inspiration for the ESF, namely: partnership-working, innovation and transnational cooperation, all of which are mentioned explicitly in the ESF 2007-2013 Regulation.
What can you do with this Vademecum?

The purpose of this Vademecum is to identify and disseminate good practice from the EQUAL Community Initiative in relation to age management issues. It is particularly aimed at helping readers to build on the experience and take forward the lessons of EQUAL without having to ‘reinvent the wheel.’ 
The Vademecum formulates and presents clear and targeted policy and practice messages based on the experience of EQUAL and in relation to the implementation of age management within the ESF. It also draws together the experience from across the EU, facilitating the sharing of learning from one country to another. Finally, it includes information on other programmes, initiatives and actors at EU level active in age management issues, in order to facilitate synergies and avoid overlaps.
Who is this Vademecum for?

This Vademecum is aimed at:

National or regional authorities managing the ESF - it can assist them in preparing calls for proposals in terms of providing explicit guidance on how age management challenges can be tackled, what specific types of projects should be funded and who they should involve in order to be effective. It can also assist them when appraising and selecting proposals. In other words, it can be used to determine whether the applicants have addressed the key aspects of age management and have built on existing learning, innovation and good practice, as demonstrated by the EQUAL (and other) programmes.

Organisations interested in putting forward and implementing ESF actions - It can help to inspire and inform them when preparing their applications for ESF funding. The background information on what has been done under EQUAL and the good practice examples can especially feed into the elaboration of the approaches and methods detailed in the application form.
What is EQUAL?
The EQUAL Community Initiative was financed by the ESF and co-funded by the EU Member States within the 2000-2006 programming period. The initiative focused on supporting innovative, transnational projects aimed at tackling discrimination and disadvantage in the labour market. These projects were created to generate and test new ideas with the aim of finding new ways of tackling discrimination and inequality within and beyond the labour market. The principles underpinning EQUAL projects were:

· Partnership-working – involving different actors (private, public and non-governmental organisations) to find integrated solutions to common labour market challenges. An EQUAL project was known as an EQUAL Development Partnership, DP for short.

· Innovation – developing, testing and learning from new ideas and approaches.
· Empowerment – prioritising the ‘bottom-up’ approach by involving and engaging the beneficiaries and partners (government, employers and trade union representatives) in the DP activities from the very outset.
· Transnational cooperation – establishing a transnational partnership with at least one other EQUAL DP in another Member State, with the view to finding solutions that adding value across national boundaries.
· Mainstreaming at the local, regional, national and international levels – making sure that the activities and ideas have an impact beyond the lifetime of EQUAL and help to inform the development and improvement of labour market policy. 

In many ways, EQUAL was a unique funding stream within the ESF 2000-2006: it provided a ‘test bed’ to explore and test out new ways of addressing the employment difficulties faced by vulnerable groups, using partnership-based approaches involving enterprises, public authorities, non-governmental organisations (NGOs) and social partners, amongst others. What emerged from these activities over the years was a wide range of lessons, insights and good practices, which have since been disseminated to practitioners and policy-makers working in the employment and social fields – at regional, national and European levels.

EQUAL was structured according to thematic fields defined within the four pillars of the EES: Employability, Entrepreneurship, Adaptability and Equal opportunities. In addition to these pillars, the programme supported a further theme of activities to help the integration of asylum seekers.

A significant number of the EQUAL DPs focused on the subject of Adaptability, in other words, addressing the challenges faced by enterprises and workers in adapting to change – change that is driven by modern-day trends such as globalisation, demographic ageing and technological innovation. More specifically, across the two application rounds, EQUAL co-financed 824 Adaptability-related projects, across 21 Member States, amounting to €736 million. 

The Adaptability pillar was broadly split into two thematic priorities: Theme E, addressing Lifelong Learning, workplace flexibility and the development of inclusive work practices, and Theme F, involving support to firms and employees in adapting to structural change, for example, in relation to Information and Communication Technologies (ICTs) and new forms of work organisation.
The age management theme encompassed 210 DPs, spread across 20 Member States. The highest number of DPs addressing the issue of age management operated in Germany (54), the United Kingdom (40), Italy (25) and France (20). In terms of the EU-12, Poland, Czech Republic and Slovakia were the highest represented with 6, 5 and five DPs respectively. Funded DPs worked to find remedies to demographic ageing across Europe by improving the situation and preventing the marginalisation of older workers within an enterprise specifically, and their position in the labour market generally. These DPs also raised questions about how to prevent the exclusion of ageing employees, anticipate changes due to an ageing workforce, and challenge discrimination throughout working life. In this context, they also touched upon the issue of individual motivation - acknowledging that the priorities of the individual change over the course of a working career, providing new career possibilities, additional skills and involvement incentives, as well as changing and updating the attitudes of older workers.

For each EQUAL pillar, a European Thematic Group (ETG) was established to enhance learning between actors at the operational level and to encourage the dissemination and mainstreaming of good practice across the EU. A European Thematic Group was also established for the Adaptability pillar, known as ETG3. 

The work of the ETG3 was underpinned by the following two priorities selected on the basis of an analysis of EQUAL DPs and Transnational Partnerships, EU policy connections and national priorities:

· Working at the interface of lifelong learning (between supply and demand) and developing inclusive policies and practices.
· Challenging discrimination throughout working life and focusing on age management policies. 

Two transversal issues underpinning the two above priorities were the:

· Promotion of ICT literacy and access to ICTs.
· Development and accreditation of qualifications, including the accreditation of prior and experiential learning.
Examples of EU-level dissemination activities undertaken in relation to the age management theme included:

· The organisation of an event to disseminate the main policy and practice messages from the EQUAL DPs and National Thematic Networks
 entitled “Anticipating Change: effective approaches to lifelong learning and age management”, which took place on 6-7 December 2007 in Athens, Greece. This conference was highly praised by its participants as an excellent opportunity to share and learn from the good practices produced by EQUAL initiatives within the Adaptability sub-themes of age management and lifelong learning. The conference aims, sub-themes and results are described on the EQUAL website.
· Preparation of the paper “EQUAL: paving the way for lifelong learning and age management”, offering practical solutions and policy messages for the above conference.
· The thematic experts
 for Adaptability coordinated two workshops on Active ageing: regional responses to the demographic challenge and “Working together to address demographic challenges” as part of DG Regional Policy’s Open Days.
· The thematic experts collaborated with DG Employment, Social Affairs and Equal Opportunities (DG EMPL) and the French Ministry for Employment, Social Cohesion and Housing in the organisation of the AGORA conference in Paris on age management. The event brought together 570 participants from throughout Europe to debate and explore solutions to the problems of low employment participation rates among the over 50s. Policy makers, businesses, social partners and representatives of institutions and territories were able to learn from the wealth of innovative and practical experience from EQUAL and explore the possibilities for transferring solutions between countries to address common problems. The conference report is available on the EQUAL website.
· The publication of an article on reaching EU targets for the over 50s, assessing the progress made against these targets, and relevant lessons and examples drawn from EQUAL.

· The preparation of Policy Briefs on: 
· The Working Life Cycle: EQUAL develops new ways of tackling age management 
· Crossing the generations: EQUAL supports intergenerational learning to balance the workplace
· The EQUAL Life Competence 50+ DP sought to contribute to the EU agenda on demographic change by organising a European conference, "Competence 50+ 2007: age as an opportunity", in Gothenburg, Sweden, on 18 – 20 June 2007. The subject of the conference was the situation of people aged 50+, people whose experience, skills and active employment participation will play an increasingly important role in the labour market between now and 2050. A particular highlight from the conference was the seminar on the idea of setting up a European Age Management Network, based on the EQUAL publication entitled "A European Age Management Network: the way forward?".
These and many other documents prepared by GHK Consulting Ltd (the contracted experts for the Adaptability pillar of the EQUAL programme) on the theme of age management can be accessed on the Adaptability section of the EQUAL website.
Understanding age management
Despite there being no single agreed definition of age management, there seems to be a common understanding as to what is implied by the term and its other related concepts. This is apparent in the ideas and measures presented in various European documents and research papers in the field. Based on this understanding, it is possible to present age management from three different levels: individual, enterprise, and labour market policies and frameworks.
One can look at age management from the point of view of measures specifically targeted at the individual to remain employable, open and adaptive in the labour market by continuously updating her/his skills and attitudes in older age. However, there is no specific agreement (only an approximate consensus) on when an individual enters the ‘at risk’ category. Assessment can therefore only be based on the subjective perception of when the discrimination or exclusion on the grounds of age starts, or on a randomly chosen age threshold set according to the needs of a specific project or study. Setting an age threshold in itself may constitute the grounds for discrimination – constructs like 45+, 50+, over 60 or retirement age may serve as an exclusion factor for the persons below these thresholds, while making assessment ‘subjective’ may raise the question of when and if at all the discrimination starts and who decides this.

It is important to recognise that age management at the individual level concerns not only those people in work, but also those out of work who have the potential to (re)integrate into the labour market. Current EU figures show that the employment rate of older people is still below target, meaning that a significant ‘target group’ for age management measures are the older unemployed – for example, people who have been made redundant during restructuring, decided to retire early, or been long-term unemployed since their younger years.

Age management can also be looked at from the point of view of human resources within an enterprise. A company’s interest in managing the ageing issue usually emerges as part of restructuring, market developments, organisational change, technological developments, skills losses, labour shortages and trade union policies. There are also company-specific, reasons for making age management a key issue, such as cost pressures, consumer demands, flexible production needs, competition for and retention of skilled labour, and changing social values within a company
.

Specific age management measures undertaken by companies include awareness-raising of managers and employees, developing age-positive policies, setting up schemes for intergenerational learning, addressing health and safety issues, and a holistic approach to human resource planning in general. 

The European Foundation for the Improvement of Living and Working Conditions describes age management
 in terms of supporting employability i.e. keeping the workforce skilled, motivated and able-bodied. It outlines five main dimensions of age management in organisations:

· Job recruitment and exit;

· Training, development and promotion;

· Flexible working practice;

· Ergonomics and job design;

· Changing attitudes towards ageing workers.
It also outlines a series of essential principles of an integrated age management strategy:

· An emphasis on the prevention of age management problems, such as the de-skilling of older workers or work-related health problems, rather than reactive problem solving.

· A focus on the whole working life and all age groups, not just older workers.

· A holistic approach encompassing all dimensions that contributes to effective age management.

· In the short term, remedial provision for older workers who missed out on specific skill training or whose health has suffered as a result of their employment.
Finally, age management can be seen as being addressed on various political scales in labour market policies and frameworks, starting from international organisations
 and ending with local government strategies. An overall framework for age management interlinking the EU and national levels seems essential when considering the complexity of the issue and the challenges of the ageing population in Europe. Such a framework is provided by the renewed Lisbon and European Employment Strategies, which include references and specific priorities for the inclusion and employment of older people. Furthermore, the European Commission Communication “The demographic future of Europe – from challenge to opportunity”
 talks about demographic ageing (i.e. the increase in the proportion of older people) as one of the main challenges that the EU will have to face in years to come. It also invites the establishment of a holistic approach to dealing with the problem of the ageing population, which incorporates (amongst others) a better work-life balance, the role and contributions of legally employed immigrants, better services for young parents,  more inclusive work environments, as well as longer and more productive careers. In addition, the 2000 Employment Equality Directive
 established a European legal framework for anti-discrimination in the labour market on various grounds, including age.
EU context of age management
Europe, along with other parts of the world, is undergoing a process of demographic change. The population is ageing due to a decline in the birth rate below the population replacement rate, the ageing of the baby boom generation, and the increase in life expectancy achieved by progress in medicine and the absence of major military conflict in post-war Europe. 
The ageing of the population poses a number of challenges to the European economy. First of all, the share of the working age population (15-64 years) is set to decline by 48 million between now and 2050. Even if the objective of a 70% overall employment rate, as set out in the renewed Lisbon Strategy for Growth and Jobs was met, one would still see a decrease in the total number of people in work by 30 million between 2020-2050. Consequently, the dependency ratio (the number of people aged 65 years and above relative to those aged from 15 to 64) is set to double to 51% by 2050, placing immense pressure on social security systems.

As a result primarily of the reduction in the working age population, economic growth is set to decline from the average annual growth rate in GDP of 2.4% in the EU-25 over the period 2004-2010 to only 1.2% between 2030 and 2050. Economic growth will therefore increasingly stem from productivity gains, making it essential to promote alternative economic models.
 

The ageing population presents obvious challenges to social security systems and social services. Thus for the EU-25, age-related public spending is set to rise by 3-4 GDP points between 2004 and 2050, representing an increase of 10% in public spending. Unless pension schemes and age related health care and social services undergo (further) reform to curb the spiralling costs, national budgets of individual EU Member States, as well as the functioning of the single currency, are at risk.
  

All of these future trends explain why age management is at the heart of the EU policy agenda. The response so far at EU level has shown a clear recognition of the demographic issues and their effects in terms of human resource development and employment. Proactive measures are now being taken by Member States to maximise employment levels, both amongst the young and older generations. However, developing effective and practical responses to the demographic problem still remains a challenge. The ageing workforce requires strong policy responses through holistic, integrated approaches. Age management should therefore create a friendly environment for older workers and create opportunities for those who want to remain longer within the labour market.

European Employment strategy

The EES is the main vehicle for implementing the employment objectives of the Lisbon Strategy on Growth and Jobs. Since 2003, the EES has been presented in the form of Integrated Guidelines for Member States’ employment policies – guidelines that were especially reviewed and revised to facilitate the refocusing of the Lisbon Strategy in 2005.

Whilst a number of the guidelines are applicable to all age groups, the following identify how Member States are to achieve the Lisbon objectives relating specifically to age management:

Guideline No 17: Implement employment policies aimed at achieving full employment,  improving quality and productivity at work, and strengthening social and territorial cohesion. To do so in the case of older workers policies should contribute to achieving an average employment rate for the EU of 50 % (for 55 to 64 year olds) by 2010. To make sure Member States contribute to the wider EU rate, the former should consider setting national employment rate targets.

Guideline No 18: Promote a lifecycle approach to work which can facilitate more work over the lifetime of an individual in order to meet the challenges posed by demographic change, the key being an increase in hours worked, longer working lives and later retirement. In the case of older workers, this is to be achieved through support for active ageing, including the introduction appropriate working conditions, improved (occupational) health status and adequate incentives to work and discouragement of early retirement. It also requires implementation of modern social protection systems, including pensions and healthcare, whose social adequacy, financial sustainability and responsiveness to changing needs will facilitate participation and better retention in employment and longer working lives.

Guideline No 21: Promote flexibility combined with employment security and reduce labour market segmentation, having due regard to the role of social partners. ‘Flexicurity’, whereby the adaptability of workers and enterprises to changing market conditions, technologies and lifestyle requirements is to be strengthened in support of the transition between different stages of working life, is of immense importance to older workers given the implications of more disparate working lives on retirement incomes.

Guideline No 23: Expand and improve investment in human capital. In the case of older workers, this entails efficient lifelong learning strategies that provide appropriate incentives and cost-sharing mechanisms for enhancing participation in continuous and workplace training throughout the life-cycle, and especially in older age.

A number of targets and bench marks were spelled out within the framework of the EES, of which the following two are the most relevant for age management:

· Achieving an increase by five years, at EU level, of the effective average exit age from the labour market by 2010 (compared to 59.9 in 2001).

· Ensuring that the EU average level of participation in lifelong learning should be at least 12.5 % of the adult working-age population (the 25 to 64 age group).

The Joint Employment Report 2007/2008 from the European Commission recognises that increasing employment rates of older workers, young people, migrants and people with disability is taking central stage if Europe wants to counter-balance the effects of an ageing population
. 

Progress on developing a life-cycle approach to work (Guideline No 18) is being made, although there is a need to make the approach more integrated. Reforms implemented include measures to allow older workers to keep working for longer, to facilitate the return of unemployed older people to the labour market, and/or to combat age discrimination. Measures include financial incentives for workers over 65 years of age such as increased exemption limits from income tax and a lowering of social security contributions.

Progress on promoting flexibility (Guideline No 21) is considerable with about half of the Member States developing flexicurity approaches, and combining efforts on contractual arrangements, lifelong learning, active labour market policies and social security systems
.
National Lifelong Learning Strategies were to define measures to expand and improve investment in human capital (Guideline No 23) by providing a strategic overview and priority setting, with a targeted allocation of resources that cover all forms of education and training (formal and non-formal) and all levels (from pre-school to adult learning).Most countries have made progress in defining comprehensive lifelong learning strategies but progress in achieving targets is modest. With regards to adult participation, progress on achieving the specific target of 12.5% participation rate for adults in lifelong learning is ‘no longer on track’
. In 2006, an average of 9.6% of Europeans aged 25-64 was participating in education and training activities, slightly less than 2005. Of particular concern is the low participation of older workers in lifelong learning in all Member States (still only half of the overall rate). Given the challenge of an ageing workforce, measures to promote lifelong learning for people over 45 are urgently needed. These measures should also target ways to encourage employers to invest in training and engage in the process
.
ESF-specific regulation
The ESF 2007 –2013 is the main financial instrument aimed at implementing the EES. The ESF will provide funding under a range of priorities, one of which is “encouraging active ageing and longer working lives”
 laid down in Article 3 (1) (b) of the Regulation.
In addition to these, other priorities for the ESF involve combating discrimination in the labour market, including that against women, which may also be relevant to age management to the extent that measures taken involve the promotion of the rights of older workers, and especially older female workers given their very low employment rate. Likewise, the ESF Regulation mentions measures of benefit to older workers e.g. the development of innovative and more productive forms of work organisation, including better health and safety at work, or the modernisation of employment services.
EQUAL – practical solutions and policy messages
A large number of EQUAL Adaptability DPs have worked to find and test solutions in addressing the demographic challenge. These solutions have gone beyond targeting the 45+, 50+, 55+ etc. and sought to embrace the whole working life-cycle so as to ensure that individuals remain employable and adaptable throughout their career. The implementation of the Operational Programmes could be significantly enhanced by taking forward these lessons and good practice from the EQUAL programme. 
This section discusses the main lessons that emerged from the EQUAL Adaptability pillar regarding lifelong learning. These lessons have been grouped into two main sub-themes. Each sub-theme summarises firstly the key practical solutions developed by the DPs, that is the new tools, decisions and approaches that have proved particularly successful and demonstrated good practice; and secondly, these solutions and the associated experiences are ‘translated’ into a series of policy messages, that is recommendations for policy makers (at all levels) drawn directly from the experiences of the projects on the ground.

These two sub-themes are as follows:
· Promoting a lifecycle approach to working life

Managing age requires an integrated approach involving action in a whole range of areas, such as changing perception of age, taking account of the entire working life cycle and health and safety. Age management spreads across all age groups and means looking at creating good working conditions during the entire working life-cycle. 
There is a need to tackle existing paradoxical attitudes towards age. When the use of the workforce is maximised, this leads to a ‘win-win’ situation for the company and individual workers. At the same time, resources need to be invested in developing the skills and capacity of individuals, throughout their working career. 

Managing the effects of an ageing workforce is a shared responsibility, which must involve all relevant stakeholders: the state, work organisations, the social partners, and individuals.

· Facilitating intergenerational learning and knowledge transfer
EQUAL has addressed the difficulties in creating quality jobs or to enable and inspiring workers to work for longer, regardless of age, gender, disability etc… The key has been a shift in focus from age to valuing skills, knowledge and personal abilities. It has worked on changing the belief that older workers are too old for the work they do and the sectors in which they work. Through its activities on changing attitudes and perceptions in this field, it has realised that age is a relative concept and must be regarded in combination with other aspects such as health, gender, disability, race and seniority. If attitudes focus on skills and diversity of the workforce, age becomes less of an issue. 
The innovative activities of EQUAL Adaptability DPs increased awareness that all workers possess skills and these may be exchanged through intergenerational learning to benefit both individuals and the company. The transfer of knowledge and know-how to younger workers means that it is not lost when older workers retire. At the same time older workers are better able to keep up with developments by learning new techniques and other skills from younger workers. This process also reduces the intergenerational gap. Intergenerational learning was seen as a "win-win" situation for workers, companies and the economy. Employees learn to value their own skills by exchanging them and become motivated to develop their careers and work for longer. Employers benefit from better motivated and more efficient staff that apply all their skills within the company. Improved awareness of existing skills enables efficient investment in skill development that can promote competitive advantages to the benefit of the company and the growth of the economy.

Promoting a lifecycle approach to working life

Practical solutions
Changing employers’ attitudes to age
EQUAL Adaptability DPs have highlighted the fact that employers are often unaware of the myths and clichés they harbour in their own attitudes towards their ageing workforce. Using methods like studies, diagnostics, press conferences, films, Internet portals, and training can reverse this trend. The ‘diversity tool kits’ designed by Adaptability DPs to persuade employers to look at skills rather than at age or sex, have been particularly successful.
The Irish DP TRED - Training Response to Equality and Diversity, whose lead organisation was Trainers Network, aimed to develop training responses to address equality, diversity and multicultural issues. TRED was tackling discrimination in the Irish labour market by devising training for organisations to support inclusive work practices and diversity management. The training was aimed at individuals with responsibility for human resources within the organisations and enabled them to respond positively to equality and diversity issues. This again promoted innovation and maintained job security and organisational survival. 
Using business-friendly concepts and language
It is essential to communicate with businesses using language they understand (e.g. profits, workforce satisfaction) and de-jargonise the language used when talking to companies on the issues of age management.
The Carlow EQUAL DP (Ireland) recognised early on that addressing the age management topic with employers could be seen to presume that the organisation was deficient in some way, which in turn could lead to a negative response. Rather than trying to address it as stand alone topic, the DP incorporated this issue into the broader spectrum of Diversity Management. The DP’s approach was successful in showing employers how they could benefit from developing policies and training staff on issues surrounding equality and diversity. The key tangible results for companies going through the process of the equality reviews and training programmes, such as a Hotel in Carlow, were quickly visible to managers: lower staff turnover, better managerial skills, increased employees’ satisfaction and ultimately higher productivity.
Preventative approaches to support active ageing
Human resources strategies need to take on board a preventative approach with regard to ageing. Innovative ways of implementing that strategy in the light of ‘active ageing’ include creating new functions within the company, personalised training, the ‘second career stage’ (through skills assessments, validation of professional experience, group discussion, etc.). In order to support small and medium-sized companies (SMEs) to work on a new human resource strategy, networks of business were created locally or regionally.
The particular needs of smaller businesses were recognised by many DPs that developed measures specifically targeted at SMEs. The capacity of smaller companies to adapt is limited in comparison with larger companies – who typically possess more advanced human resource departments and organisational resources. 
The aim of the TEP EQUAL Elderly DP (Austria) was to provide employers – and especially SMEs - with useful, practical tools that they could use by themselves, without the need for external consultants. The DP started by working with the SMEs to promote the potential of their elderly workers and identify the necessary instruments and methods to capitalise on this potential. They then went on to develop Elderly Plans in close co-operation with the enterprises,  covering education, training needs, corporate culture, workplace, work hours, the client base of the company and the specific situation of the company concerned. Thanks to the DP’s holistic approach - encompassing corporate culture, recruitment policy, human resource development,  work scheduling, health and ergonomics – the SMEs were able to develop structures enabling their elderly workers to remain employable until their mandatory age of retirement. It is also worth noting that the DP drew on the experience gained from the successful implementation of the ‘Diversity Plan’ within the framework of Flemish employment pacts. It is, therefore not only an example of effective co-operation within Austria, but even across Europe.
Improving health and safety
A healthy and safe working environment is important to avoid accidents and to keep staff motivate.  This well-being avoids costly absenteeism and allows employees to stay working and contributing to the work development longer. Health and safety can be improved by involving workers themselves, health professionals and other in creating safe working procedures. This can be done sectorally and transnationally. The results can be put into health and safety guidelines and be a basis for awareness-raising.
The health and safety issue was taken up by a Flemish DP (Intro-DM) which aimed to reintegrate workers who have long-standing health problem (LSHP) or disability. One of the major issues in terms of ensuring reintegration is that the Belgian employee is usually solely responsible for managing his or her return to labour market. This leaves potentially vulnerable people in a completely new situation - requiring specific knowledge concerning the complex array of different actors and supporting measures that may be of use in the process of rehabilitation and reintegration. To improve this situation, the Intro_DM partnership developed two new job profiles to support reintegration in the Belgian workplace: the Disability Manager (DM) for implementing and overseeing Disability Management policy within companies, and the Disability Case Manager (DCM) to offer individual support within the reintegration process. Line Managers are often not trained to see the situation from a human resource perspective, but instead focus on immediate requirements to deliver. DCMs were offered a training package with the relevant tools and knowledge, which enabled them to support employees returning to the workplace. The DCMs then coordinated the reintegration process among the different parties involved and informed the individuals of the available support services and relevant legislation. The plan was that throughout the life of the project the DCMs would also monitor and analyse 50 reintegration cases to refine the methodology to be put into practice, seeking to discover the best possible reintegration processes, which could then serve as a model for others.

It is critically important to identify, valorise and validate the prior knowledge of older workers
Older workers have tacit skills and knowledge that often go unnoticed and are not reflected in formal qualifications. As a consequence, it is more difficult for companies to recognise and maximise this human capital, plus they do not fully realise how much they have to lose if their older workers retire or are made redundant. When employers become aware of what competences their older workers possess, or not, they can capitalise on the tacit skills and knowledge, they can adequately invest in their human capital and have a better return on their investment. This in turn leads to a financial saving on training because individuals only learn what they need for their job. 
Several DPs developed tools such as ‘skills portfolios’ or ‘training card’ systems which allowed workers to have a clear record of their competences (as well as identify gaps).
The Investing in People DP (Italy) aimed to support companies based in the Province of Macerata by providing them with an innovative approach to validate the competences of their human resources. This approach was based on a Validation of Prior Learning (VPL) system called ‘Assessment of Existing Competences of Vulnerable Workers’. This system enabled the validation of competences that have been acquired by the over 45s and disabled (through professional experience, as well as via education and training). Following the ‘assessment’, the creation of a portfolio of competences was undertaken: the portfolio was a document that included all the evidence (e.g. DPs, videos) of the educational and professional experience of the worker concerned. A list of competences that the worker had acquired during his/her career or through formal and non-formal learning was also included in the portfolio. Finally, according to the knowledge gaps/deficiencies identified during the ‘assessment’, training programmes were developed for each worker, taking into account the needs and expectations of each individual. 
Mobilising all stakeholders

Companies, social partners, local authorities, training bodies and public employment services (amongst others) all need to work closely together in addressing age management. EQUAL Adaptability DPs shown that the best solutions are based on intensive discussions held by a wide variety of relevant stakeholders. These can take the form of dialogue with regional partners, involvement of, for example, occupational physicians and researchers, personalised support of individual workers etc.
Thanks to the EQUAL initiative, the United Nations Development Programme (UNDP) office in Poland set up the Alliance for Work DP to address the precarious position of the Łódź region and particularly the plight of older workers who reside there. The over 45s were struggling with an exceptionally difficult situation: they were not only dealing with the constant threat of unemployment, but were also facing the negative and often discriminatory attitude of employers, which included cases of bullying. With poor IT and language skills and often a distrust of others, the over 45s did not know how to protect themselves and usually felt inclined to give up at the first sign of an obstacle.

The underpinning rationale for the development of Alliance for Work was that an increase in the empowerment and employability of the over 45s would not be possible without the mobilisation and cooperation of the stakeholders acting on the ground. That is why a striking feature of Alliance for Work was the high number of partners involved: thirteen members coming from extremely different backgrounds, all bringing together their personal experiences and know-how to reach a common goal.  

Policy messages
Policies aimed at promoting a lifecycle approach to working life should…

…adopt an integrated approach to managing age that takes into account the entire working life-cycle 
There is a need to tackle existing paradoxical attitudes towards age: making employers aware that older workers are able to adapt to changes in the work organisation and are an important asset in terms of experience. At the same time, resources need to be invested in developing the skills and capacity of individuals, throughout their working career.
…acknowledge that ageing should be the objective of age management strategies 

This involves: drawing up measures to address the needs of both employees and employers; promoting better working conditions; and introducing flexible forms of employment and career management strategies. This requires an anticipatory approach to skills' and responsibilities' management within companies and a focus on the acquisition, development and transmission of competences.
…adopt a differentiated approach to age management to take account of the differences in the levels of qualifications, sectors, and regions of the individuals concerned.

Not ‘one’ age management policy, but tailored policies should be designed. In terms of the target group for instance, it is important to distinguish between low and highly-skilled employees; they do not have the same problems in relation to training or the motivation to stay into work. 

…improve working conditions to motivate Individuals.

Emphasis has to be put on the issue of working conditions (e.g. work organisation, health and safety, etc) so that the idea of working longer is not seen as an ordeal.  
…promote capacity building of the social partners 

More support should be provided to help the social partners take a proactive approach at company and national level (e.g. setting up a coordinating/support institution and/or providing expert input).

…focus and sustain resources to address the problems faced by SMEs in relation to age management 

SMEs have too often been neglected in the provision of support and resources to effectively address age management issues. They lack the time, capacity and expertise to elaborate adequate human resource strategies and actions. Many DPs emphasised that there should be a stronger focus on SMEs in the ESF and national policies, as well as more discussion on their needs and problems.

Sustaining financially the approaches that have been developed with SMEs is crucial. The comprehensive services offered by the DPs were usually provided for free and SMEs could not afford them at market price. Therefore funding to support this type of initiatives is essential. Big companies can pay for human resource consultants, but SMEs need affordable support. 
… catch-up with current developments in relation to an ageing workforce 

Legislation is too often lagging behind reality (e.g. special transition arrangements to manage the transition into retirement). 

…promote awareness-raising – especially fostered by the social partners – as a priority amongst employers and employers
Social partners should be encouraged to tackle sensitive issues (e.g. early retirement). Employees should be informed to gain a better understanding of the rationale for the reform of pension systems. More communication at EU/national level is necessary to challenge entrenched positions on both sides. At company level, communication is essential to raise awareness of the opportunities for career mobility and for employees’ needs in terms of work organisation.
Facilitating intergenerational learning and knowledge transfer
Practical solutions
Mixing practical experience with up-to-date theory as part of the intergenerational exchange

Intergenerational learning can take several forms. Those apparent within EQUAL Adaptability focused on a specific type of company or sector, or between researchers and practitioners. A key element of this learning has been the aim of combining practical and theory-based learning, across the generations.

On the one hand, older workers often lack up-to-date skills or certified knowledge, but nevertheless have long-standing experience in a particular job or work field. On the other hand, younger staff may lack experience, but they have certified skills and academic knowledge. So in theory can result in more competent personnel, improved productivity and competitiveness. 

The RITA DP (Portugal) focused on reviving and valorising the traditional gastronomy in the Algarve region as means of preserving national heritage and adding a new dimension to the local tourism industry. The local traditional food production units were on the verge of disappearing as they were mostly constituted by older, rural workers, whose skills were not recorded or passed on. The DP mostly targeted young people to raise their awareness about this traditional sector. The DP developed an intergenerational learning methodology comprising study visits, a new academic discipline at the University of Algarve, practical training for students in traditional production, and knowledge transfer between local artisans and food engineering students. This intergenerational cooperation created academic interest in traditional industries, initiated academic research on this subject and promoted entrepreneurship as some students wanted to pursue professional careers in the sector. Apart from giving a new life to the traditional food production industry in the Algarve region, the intergenerational learning promoted by the DP also improved the overall quality and competitiveness of this industry as the academic knowledge helped to identify and solve some health and safety issues faced in traditional production processes. Therefore, the intergenerational exchange of competences made the traditional gastronomy more competitive and attractive to customers and businesses in the region. According to the DP staff, this methodology for the intergenerational and inter-sector transfer of skills could be applied to various regions, social and age groups, as well as different traditional sectors.

Identifying and removing the psychological barriers to intergenerational learning

The benefits of intergenerational learning may be considerable. However, there are psychological challenges to be overcome in an exchange of knowledge and experience between generations; these are often founded on the negative stereotypes associated with age, feelings of alienation and intergenerational rivalry. This is especially true when the people represent not only different generations in an enterprise, but also different ‘worlds’ – academics and craftsmen, as in the case of RITA DP (above).  
The InnKoop DP showed that the involvement of the workers themselves in the development of the training content and its delivery was a strong motivational factor – it directly helped the people of various ages to overcome the social barriers to participation. 
Evidence shown that intergenerational learning through training was more effective if the skills acquired could be directly applied to the workplace and the learning was based on existing knowledge.

Using intergenerational learning as a way to motivate older workers

In an age characterised by skills shortages among qualified workers, the validation of the knowledge and competences of older workers is becoming crucial for the survival of an enterprise or industry as a whole.

To this end, intergenerational knowledge and experience exchange can be employed as a means to motivate older workers to remain in employment for longer or to encourage them to start their own businesses. For many older workers, the emotional rewards are often more important than the financial benefits in terms of their decision to remain in or return to the labour market after they have reached retirement age.
Seeing this potential, GENERA DP (Germany) devised a new and unique combination of measures to increase the adaptability of workers in the foundry and forging companies. Not only did the project set up flexible training courses for unskilled and semi-skilled workers, but it also analysed the age and skills patterns of companies and designed tailor-made modules of competence transfer between different generations or different groups of employees. Moreover, it brought together different forms of working arrangement such as working in “tandem” and job-rotation which allowed the transfer of skills and developed competences without affecting production. The pairing of workers also enhanced the mobility and engagement of workers within the company. It created new synergies amongst the workforce, which had positive influences both on the staff and the company concerned.  All of this helped to address the needs of the sector, companies and employees alike, as well as to overcome any initial resistance to change and learning.
Developing and applying innovative intergenerational tools
Preserving the knowledge and the practical skill in the companies and the sectors with an ageing workforce is becoming increasingly challenging. The choice of tools to be used for intergenerational learning very much depend on the particular sector, company size, the context and culture as well as the national legal framework. A number of EQUAL DPs worked with this issue both on the national and international levels. The most important tools developed by the EQUAL DPs were:
· In-depth self-assessment that captures the knowledge of a worker’s awareness of his or her skills and which has an empowering effect

· Coaching of older workers to help them express their ideas and views of a particular problem to their employer

· A learning forum for discussion between newcomers and more experienced workers, which enables exchange and transfer of knowledge aimed at evaluating solutions to training and work organisation issues

· Tutoring and mentoring models that support the flow of knowledge between older and younger generations
· Rethinking information and communication channels to increase the flow an the quality of exchanges between workers and generations of workers (e.g. a multimedia working group was set up to enable older workers to identify key competences of a job as well as potential training that would enable them to adapt to new technologies or to develop a new career).
Policy messages

Policies aimed at facilitating intergenerational learning and knowledge transfer should…

…promote and support intergenerational learning as means to improve business growth

and workforce potential

When tackling employment and business issues, intergenerational learning is not immediately seen as a possible solution; more ‘traditional’, age or seniority-specific training interventions are often used and the benefits of intergenerational learning go neglected. Indeed, older workers usually have profession-specific technical or soft skills, while younger workers possess up-to date qualifications and knowledge. As shown by Adaptability DPs, the mix of these competences may produce growth for the enterprise and employees alike increasing their competitiveness, productivity and creativity.

…make sure that intergenerational learning incorporates the initial identification and removal of psychological barriers

The relationships between generations within an enterprise or between various sectors may be characterised by intergenerational rivalry, differing values, communication differences, as well as stereotypes and fears resulting from a lack of knowledge and personal contact of the age group concerned. The mix of people from different generations and professional fields may in itself result in the reduction of these stereotypes; however the initial stages of this cooperation often requires the help of professional mediators, involvement of the representing organisations and more empowerment-based approaches.

…promote intergenerational learning as way to retain older workers in employment (as part of the active ageing agenda)

Providing the older workers with flexible and emotionally gratifying employment or training possibilities can be a way to retrain or retain them in employment for longer. Such measures may also encourage the return of senior specialists to the labour market and lead to business start-ups. Intergenerational learning can play an important role in these measures and the wider active ageing agenda – insofar as it motivates older individuals by valorising and finding practical applications for the experience and know-how that they possess.

…focus on creation of a ‘healthy’ mix of employees from different generations
Intergenerational learning cannot take place if either of the age groups is not represented in an enterprise, industry or a sector. A ‘healthy’ mix of employees of all ages is a basis for the long-term sustainability and creative potential of any enterprise. This mix also facilitates the move towards more ‘complete’ skills-sets for employees and more competitive enterprises. The experience of older workers may be of particular value in the development of products and services for the so called ‘silver economy’.

Summary of key messages
	Developing a lifecycle approach to working life

	Practical messages

	· Changing employers’ attitudes to age
· Using business-friendly concepts and language
· Developing preventative approaches to support active ageing
· It is critically important to identify, valorise and validate the prior knowledge of older workers

	Policy messages

	· Adopting an integrated approach to managing age that takes into account the entire working life-cycle. 

· Adopting a differentiated approach to age management to take account of the differences in the levels of qualifications, sectors, and regions of the individuals concerned 
· Improving working conditions to motivate Individuals.
· Promoting improve working conditions to motivate individuals
· Promoting capacity building of the social partners 
· Focusing and sustaining resources to address the problems faced by SMEs in relation to age management 

· Catching up with current developments in relation to an ageing workforce 

· Promoting awareness-raising – especially fostered by the social partners – as a priority amongst employers and employers

	Facilitating intergenerational learning

	Practical messages

	· Mixing practical experience with up-to-date theory as part of the intergenerational exchange
· Identifying and removing the psychological barriers to intergenerational learning
· Using intergenerational learning as a way to motivate older workers
· Developing and applying innovative intergenerational tools

	Policy messages

	· Promoting and supporting intergenerational learning as means to improve business growth and workforce potential
· Making sure that intergenerational learning incorporates the initial identification and removal of psychological barriers
· Promoting intergenerational learning as way to retain older workers in employment (as part of the active ageing agenda)
· Focusing on creation of a ‘healthy’ mix of employees from different generations


EQUAL source information
A full list of the EQUAL DPs cited in this publication is presented below. It must be emphasised that these projects have not been the only source of information. This Vademecum has drawn on a much wider source of project and programme information, which can be found on the EQUAL website.
.

	Name of the DP 
	Member State
	Contact person
	E-mail of the contact
	Telephone of the contact
	Reference/Link to the case study

	Alliance for Work
	Poland
	Kamila Jeżowska

	kamila.jezowska@undp.org.pl
	+48 225768191
	http:/ec.europa.eu/employment_social/equal/practical-examples/adapt-06-pl-alliance_en.cfm

	Carlow 
	Ireland
	Orlaith Mc Hugh
	orlaith@carlowequal.ie

	+ 353 59 9720733
	http://ec.europa.eu/employment_social/equal/data/document/age-ie-car_en.pdf

	GENERA Youth and old age: Structural change by means of an integrated workforce
	Germany
	Dr. Cordula Sczesny


	
	+49 231 88 08 64 80
	http://ec.europa.eu/employment_social/equal/data/document/etg3-suc-genera.pdf

	InnKoop
	Germany 
	 Rene Trommer
	 trommer@kitd.de 
	 +49 371 3695817
	 

	Intro-DM
	Belgium 
	Marthe Verjans
	m.verjans@prevent.be
	+32 2 643 44 89
	http://ec.europa.eu/employment_social/equal/practical-examples/adapt-07-benl-introdm_en.cfm

	Investing in People  
	Italy 
	 Lucia Barbieri
	lucia.barbieri@provincia.mc.it 
	+ 39 0733 409 112
	 

	Life Competence 50+
	Sweden
	Folke Brolin

	info@livskompetens.com
	+46 702 292 890
	http://www.livskompetens.com/competence50+/
http://ec.europa.eu/employment_social/equal/practical-examples/adapt-07-se-lifeco_en.cfm

	RITA
	Portugal 
	 David Gago
	davidgago@qualigenese.pt
	+ 351 289 803 773
	 

	TEP Equal Elderly 
	Austria 
	Wolfgang Michalek
	michalek@zsi.at
	+43 (1) 49 50 442-47
	 

	TRED (Training Response to Equality and Diversity)
	Ireland
	
	
	
	http://ec.europa.eu/employment_social/equal/practical-examples/adapt-hr-pro-tackling-discrim_en.cfm



What other European initiatives and actors are active in age management issues?
The EU perspective on age management is shaped by a range of policy priorities, targets and guidelines identified in the continuing work on demographic change, as well as by a range of policies and employment, economic and social cohesion, most significantly the Lisbon Strategy of Growth and Jobs and the EES.

The following are some of the European initiatives and actors active in age management issues:

· European Social Fund
· European Social Fund Article 6 Innovative Measures
· The Mutual Learning Programme
· Lifelong Learning Programme
Actors:

· The European Commission
· Social partners
· European decentralised agencies, NGOs and Networks
The European Social Fund (ESF) is one of the four structural Funds. It is the financial instrument of the EU to invest in human resources. It transfers substantial sums to the Member States through several programmes to support the creation of more and better jobs.
European Social Fund Article 6 Innovative Measures: The ESF Regulation for the previous funding period (2000-2006)45 contained an Article 6 Innovative Measures initiative which set out specific priorities for the support of innovative, transnational projects in the Member States. The general objective of Article 6 was to support new approaches and identify examples of good practice that could subsequently improve the implementation of the mainstream operations supported by the ESF. In response to the concerns and priorities of the Lisbon Strategy and the EES, the thematic focus of Article 6 for the period 2004-2006 became the development of "Innovative approaches to the management of change". This contained actions exploring two sub-themes, one of which was the “Management of demographic change”, with the aim of supporting innovative actions to promote active ageing and to raise the employment rate of older workers”.
The Mutual Learning Programme – Thematic Review Seminar on Active Ageing:
The Mutual leaning Programme (MLP) was set up in 2005 to facilitate mutual learning at all Member State levels and to enhance the transferability of the most effective policies within key areas of the EES. In April 2005 the MLP hosted a Thematic Review seminar on “Comprehensive Strategies for Active Ageing”. The two overall themes for the seminar were: “Incentives to take up work and remain at work longer” and “Developing strategies to increase employability of older workers”. Papers and country examples presented at the seminar focused on the challenges posed by an ageing workforce, including an increase in the old age dependency ratio and age-related public expenditure, especially on pensions, and consequent negative effects on future economic growth and tax levels. They also looked at measures currently taken in a number of Member States to promote active ageing, and found that many were still insufficient in providing the right incentives for employers and employees to participate.

Lifelong Learning Programme: Lifelong Learning Programme (LLLP) came into force in December 2006 under the responsibility of the Directorate General Education and Culture to support the Lisbon Strategy and EES. The objective of the LLLP is “to contribute through lifelong learning to the development of the Community as an advanced knowledge-based society, with sustainable economic development, more and better jobs and greater social cohesion, while ensuring good protection of the environment for future generations”. The LLLP encompasses four sectoral programmes, one transversal programme, and the Jean Monnet programme. Of these programmes the following sectoral programmes are relevant to older workers: 

· Erasmus programme which address teaching and learning needs of those in formal higher education and vocational education and training at tertiary level, whatever the length of their course or qualification may be and including doctoral studies.

· Leonardo da Vinci programme which addresses the teaching and learning needs of those in vocational education and training, other than at tertiary level.

· Grundtvig programme which addresses the teaching and learning needs of those in all forms of adult education.

A large number of actions are supported under these programmes, of which the support for

mobility during lifelong learning is of most direct benefit to older workers
The European Commission: In DG "Employment and social affairs", Unit A2 is responsible for Employment Strategy and Unit E1 for social and Demography analysis, and notably on ageing policy. Relevant reports:
· 2007-2013: Preparing the new generation of Structural Funds programmes (homepage) 

· Community Strategic Guidelines for Cohesion policy 

· Fact sheet on the new structural funds regulations 2007-2013 

· Growth and Jobs agenda - working together for Europe's future (homepage) 

· Ageing and Employment: identification of good practices to increase job opportunities and maintain older workers in Employment
(final report, March 2006) 

Social partners: To create the conditions in which good practice in the management of an ageing workforce can flourish, a close cooperation is necessary between everyone involved in European labour markets. This especially includes the social partners. 
The Dublin Foundation
 has outlined the role of the social partners at European and national level in managing the ageing workforce:

· Employers should aim to create the conditions in which employees can manage their own careers and ageing. There are a variety of concrete approaches taken by employers to support active ageing
, for example:

· "competence insurance" permitted older employees to upgrade their skills, without losing income;

· age conscious personnel policies to retain their older staff until pension age - including "Senior Clubs", extra days off for older workers, or part time work;

· rather than offer retirement, an employer in the process of restructuring offers its workers a secondment to the non profit sector. Results showed that 2/3 of the employees in the presented activity had found new employment after the secondment and could continue their active life.

· Trade Unions should take part in age-awareness training as a matter of routine and should include training measures that rectify the disadvantages experienced by older workers in collective agreements.

· Especially in the case of small business, there is an important role for trade associations, chambers of commerce or other umbrella organisations in creating the economies of scale to make some training viable.

European decentralised agencies, NGOs and networks:
European Foundation for the Improvement of Working and Living Conditions: based in Dublin is the key European agency in the field of age management is. The Foundation carries out research related both to the working conditions and to the living conditions of older people in the EU. Specific projects may be carried out under any of the three research areas (living conditions, working conditions and industrial relations).The European Industrial Relations Observatory (EIRO) is the monitoring tool for the industrial relations research area of the Dublin Foundation, notably in the field of ageing and employment. Relevant reports:
· "A Guide to Good Practice in Age Management", 2006 

· Employment initiatives for an ageing workforce in the EU15, September 2006 

· Age and employment in the new Member States, September 2006 

· Age management in companies in Europe, August 2006 
Other NGO/networks related to age management are:

· The Silver Economy Network of European Regions (SEN@ER) was founded in February 2005, under the initiative of the region of North Rhine-Wesphalia (Germany) in collaboration with ten other European regions. Its main ‘raison d’être’ has been to capitalise on the economic and social opportunities afforded by an ageing European population, in other words tapping into what is commonly called the ‘silver economy’.

· European Older People’s Platform: Established in 2001. the European Older Workers People’s Platform (AGE) is a gathering of European, national and regional (non-profit-making) organisations, all of whom are comprised of older people or working for older people. The main aim of the Platform is to raise awareness, promote and campaign for the interests of older people in relation to EU policy making.

· International Federation on Ageing:
 The International Federation on Ageing (IFA) is a network of organisations, institutions and individuals seeking to “give a voice to older people globally.” Its remit centres on promotional, information and educational activities in relation to the improvement of the quality of life of older people. Interestingly, this remit includes strengthening partnerships and collaboration between the different types of organisation spanning the public, private and non-governmental sectors.

· European Federation of Older Persons: Established in 1962, the European Federation of Older Persons (EURAG) shares many similarities with the previous two networks. It is a non-profit making organisation that aims to promote the quality of life of older people in social and political terms by bringing together public and private sector bodies, as well as individuals, who are active in this field.

· International Federation for Associations for Elderly People: The International Federation for Associations for Elderly People (FIAPA) was established in 1980 by four national associations for older people (from Belgium, France, Italy and Spain). Since that time, it has expanded to include 150 associations for elderly people, covering 37 countries and five continents. FIAPA presents itself as a leading authority and centre of expertise on ageing issues, and the needs and interests of older people. As such, it organises scientific seminars and workshops, conducts surveys, and publishes booklets on research/activities to enrich and transfer of knowledge. Moreover, it has its own team of experts – known as the Scientific Council – which the previously-mentioned networks do not appear to have. Beyond its expert role, FIAPA also carries out various missions to provide advice and humanitarian assistance in cooperation with its national member organisations.
· Eurolink Age: Eurolink Age is one of the structures recently set up by FIAPA. However, there does not appear to be a dedicated European website for this network. In fact, the web link for Eurolink Age leads directly to the website for Age Concern for England, which in turn has a European and International Unit.
Other relevant reports on age management:
· Executive summary of the report Ageing and Employment Policies - "Live Longer, Work Longer", OECD, (21 countries) 
· High-level forum on Ageing and Employment Policies, OECD,  Brussels, 17-18 October 2006 
· Newsletter: Older workers - Living longer, working longer – OECD, DELSA Newsletter Issue 2 
· Age Concern report Regions for all ages: the implications of demographic ageing for regional policy, Final Report, January 2006 

· Cedefop: publication "Promoting Lifelong Learning for older workers, an international overview", 2006, 270 pp, extract 

· Cedefop, Agora: Promoting Lifelong Learning for Older Workers, 12-13 October 2006 
Glossary
Development partnership (DP): Operational entity of the EQUAL initiative. The DP (geographical or sectoral) gathers several public, semi-public or private organisations, called national partners, with a view to implement experimental activities on the basis of a common project linked to a thematic field of EQUAL. The partners participate at the decision making process on an equal footing. One of the partners ensures the administrative and financial co-ordination.
Dissemination: Structured ways to raise awareness of other players, in the outcomes and lessons learnt. 

Empowerment: In the field of social inclusion - the process of mobilising resources and developing skills with a view to partake actively in one's own future. In EQUAL this notion applies to all actors of the DP by encouraging a balanced share of the power and participation between all. Empowerment is one of the key principles of EQUAL.
ESF: The European Social Fund (ESF) is one of the four structural Funds. It is the financial instrument of the European Union to invest in human resources. It transfers substantial sums to the Member States through several programmes to support the creation of more and better jobs.

Networking: Collective work that brings together partnerships and projects, as well as other key actors. It contributes to the identification and validation of outcomes and good practices with a view to dissemination and mainstreaming.

Operational Programme: Each Member State or region, together with the European Commission agrees on an Operational Programme (OP) for the use of ESF funding in the programming period 2007-2013. OPs set up the priorities for ESF intervention and their objectives.

Partnership: In the context of EQUAL – a national or transnational entity bringing together different partners in order to develop and implement a common strategy and actions within a project.
Thematic fields: They were nine thematic priorities in EQUAL.

a. Access and return to the labour market 

b. Combating racism and xenophobia in relation to the labour market
c. Setting up businesses 

d. Strengthening the social economy 

e. Promoting lifelong learning 

f. Adaptation to structural and economic change, especially ICT 

g. Reconciling family and professional life 

h. Reducing the gender gaps and supporting job desegregation 

i. Socio-economic integration of asylum seekers 

� Council Decision of 12 July 2005 on Guidelines for the employment policies of the Member States, (2005/600/EC)


� Council Regulation on the European Regional Development Fund, the European Social Fund and the Cohesion Fund (EC) No 1083/2006


� National Thematic Networks were set up in each Member State to encourage DPs to come together and collaborate in relation to specific thematic issues.


� GHK Consulting Ltd were the appointed European thematic experts for the Adaptability pillar of the EQUAL programme. The role of the thematic experts was to identify, thematically organised and gather good practice and disseminate those practices through the preparation of articles, case studies, policy briefings and conferences.





� “Ageing and employment: Identification of good practice to increase job opportunities and maintain older workers in employment” (�HYPERLINK "http://ec.europa.eu/employment_social/news/2006/sept/ageingreport_en.pdf"�AEIGP report�)


� The European Foundation for the Improvement of Living and Working Conditions, Combating Age Barriers in Employment, Portfolio of Good Practice, Dublin, 1997


� See for example the UN’s �HYPERLINK "http://www.un.org/esa/socdev/ageing/waa/a-conf-197-9b.htm"�Madrid International Plan of Action on Ageing� 2002


� COM (2006) 571 final. Brussels, 12.10.2006.


� European Equality Directive 2000/78/EC


� Communication from the Commission ‘The Demographic Future of Europe – from Challenge to Opportunity’ COM (2006) 571 final, pp.4-5.


� Communication from the Commission ‘The Demographic Future of Europe – from Challenge to Opportunity’ COM (2006) 571 final, p. 5.


� Communication from the Commission ‘The Demographic Future of Europe – from Challenge to Opportunity’ COM (2006) 571 final, p. 6.


� Joint Employment Report 2007/2008, 7169/08, p. 16.


� Joint Employment Report 2007/2008, 7169/08, p. 12.


� Joint Employment Report 2007/2008, 7169/08, p. 14.


� Joint Employment Report 2007/2008, 7169/08, p. 14.


� Regulation (EC) No 1081/2006 of the European Parliament and of The Council of 5 July 2006 on the European Social Fund, p. 14.


� The European Foundation for the Improvement of Living and Working Conditions, Combating Age Barriers in Employment, Portfolio of Good Practice, Dublin, 1997


� Case studies presented at: The 9th European Human Resources Directors’ Conference, Stockholm, 1999.
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