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 Opening words

Aviana Bulgarelli, Director, Cedefop

The Director of Cedefop welcomed the participants, and outlined the objectives of the Agora. She introduced the major speakers and the Cedefop research project team. New thinking is needed for the future. The Agora is a small group of thinkers, and in this case it builds on work by Cedefop and IRIS Stavanger, with a network of researchers across Europe.

She discussed the Lisbon Strategy, and the objective of raising participation in the workforce by workers aged over 55. Future challenges require changes in policy and practice. Financial debate has concentrated on pension reform and a higher age for retirement, but other perspectives must be addressed. Active ageing strategies will involve increased employability throughout the life cycle. Work needs to be of better quality, with higher and adaptable skills through lifelong learning, and partnerships with public and private stakeholders. The views of older workers must be considered.

Lisbon targets include 50% participation by older workers by 2010, and participation in lifelong learning of 12.5% of the overall working age population. Some countries have already exceeded the targets, while others lag behind. The USA and Japan have higher participation figures by older workers. Lifelong learning levels in the EU workforce are below targets, especially among older workers. Only the Nordic states and the UK have high levels.
New measures are needed: adult forms of learning and training; guidance and life/work planning, based on dialogue; opportunities for non-formal and informal learning for older workers (most learning takes place informally); new training programmes by HRD and VET professionals in companies and public training bodies.

We need to build age-friendly workplaces, taking the ageing process into account. This means ageing appropriate job design, and co-responsibility for lifelong learning. We need a supportive and flexible work environment, with proactive measures to address the lifecycle. We cannot wait until people get old: that may be too late.
Key political issues regarding the ageing European workforce
Francoise Castex, Member of the European Parliament
Francoise Castex agreed with the Cedefop Director. There are many views among the European Parliament, where debate on age has begun. Her perspective is as a French MEP, with an education background and a passion for training.
The Agora addresses lifelong learning in a context of changing technology, enabling adaptation and career progression. Demographic factors must be addressed, with an ageing active population, affecting growth and the economy. Realisation of the problem has been recent. Active ageing has been an issue since the 1990s, with the Stockholm (2001) and Barcelona (2002) Summits setting aims and targets. Citizens  see threats to their pension rights, and the issue needs to be presented as part of planned improvements to life expectancy. Lifelong learning is the best approach. Awareness raising has been slow. Since Barcelona, there has been little progress, unevenly distributed. 

The “older worker” may be 55 or even 50. They are not old, but need to be active. They are relatively young, but retire with many years of active life ahead. We are concerned with optimising their roles in companies, through to the end of their working life. We see the emergence of a single working generation at any one time, in which ageing workers are seen as obsolete. The dynamics of a society was linked to the average age of workers. We have a problem of attitude with regard to ageing and young people. There is a demographic imbalance, which means problems for retirement systems, and the emergence of new pockets of poverty for retired workers. It is not just a matter of financial pressures from retirement and pensions systems.

EU policies following Stockholm and Barcelona, with their emphasis on incentives, suitable workplaces, adaptability and lifelong learning, have varied in their effectiveness. Active ageing policies are needed, not just passive ones. Effective training measures are needed, from 40-45. This means long term planning and political will, with training systems which are not yet ready. We need to adapt the workers themselves, and offer careers through to the end of their working lives. Workers need to feel involved in arrangements.

Participation in lifelong learning after 40 is low. She suggested four possibilities. 

· We need to go beyond the threshold of 50 years. Experts in HR understand that we develop training habits, based on initial training. The more you know, the more you want to know. Motivation is crucial.

· With gaps between qualified and unqualified workers increasing, we need to concentrate on the unqualified. This is a Cedefop priority, with new means of learning and training. Ways of learning change over time, but training based on experience works well for older workers. 

· Building on experience to take training further means analysis of jobs and their requirements, anticipating needs. Few companies do this. Experience needs to be recognised. In France there is a right to validate know how through experience.
· The social partners have a vital role, but we need to recognise the wider context of work and learning. This links to collective bargaining issues. Progress is being made through dialogue. Training and promotion need to be linked throughout the career. Workers in companies can face a number of problems. The French have an assessment of work ability, checking what is known regarding competence.

She ended with reflections on the ageing French football team, who could still play well and bring joy to their supporters. We need a change of mentality.

Issues to be addressed at the Agora

Barry Nyhan, Cedefop

Barry Nyhan noted that the research network project team on Older Workers and Lifelong Learning ( OWLLL) met on the previous day. Their work has taken a life course and lifelong learning perspective, taking into account the learning needs and preferences of older people themselves, as well as labour market demands. The network is part of the Cedefop research arena (CEDRA) network, and has inputs from four continents. Over two years there have been many meetings and presentations, with an anthology now produced. The network is currently collecting good practice examples and promoting awareness for policy makers and actors.
The Agora is in three sessions, with key issues, workplace issues and policy responses.

The Agora concept is linked to the ancient Agora or Forum. Cedefop has hosted Agoras since 1997, enabling dialogue between researchers, social partners and policy makers, with time and space for debate.

He summarised what he had learned from the project:
· New thinking about the life course perspective, with ongoing increases in experiential skills
· Creation of sustainable work environments, providing flexible and quality work for older people, in the context of globalisation and intensified work, where work grows despite reduced headcounts
· Promotion of supportive community oriented lifelong learning, with community support, valuing distinctive contributions and intergenerational learning: workers are people. 

Switzerland, Finland, Sweden and Denmark have the highest rates of participation by 55-65 year olds in lifelong learning and employment and are also in top positions in the World Economic Forum 2006 Global Competitiveness rankings.  Is there a message in this about what older people can bring to the economy ? 
Session I
The key learning challenges to be addressed

Bringing lifelong learning into the field of older workers

Tarja Tikkanen, IRIS Research Institute, Stavanger, Norway (scientific leader of Cedefop project)
The Cedefop OWLLL project is not concerned with promoting participation by older workers for statistical reasons, but because of what comes from learning. Research can emphasise the negative, but the positive is much more important. she went on to stress the following :
· There is a need for a new mindset among policy makers and social partners on working, ageing and learning. 

· Older workers must be included in the dialogue and planning, in the workplace and in training institutions. Does this help in policy making? Are there limits to representative democracy? 

· We need partnerships for learning. 

· Dialogue between training institutions and employers should be enhanced. Workplaces are sites for more theoretical learning.

· Inclusive learning settings are required.
· Systematic evaluation of measures on learning and competence should take place.
· Dissemination of good practice should focus on critical self-reflection and on reaching wider audiences. Available knowledge is not being used. 

· Research tends to be divided, with insufficient interdisciplinary work and multiple methodologies.
· More surveys are needed, covering the wider age span.

She gave an overview of the field and debates. There is no need to re-invent the wheel, but we must learn. Society is both greying and ageless. Practical changes must start in the workplace. Earlier debates had been on adult education, then the retired, with older workers coming last. 
· Until the 1980s, it was assumed that work was good, and retirement was bad, representing a crisis. 
· In the 1980s there was an early exit from labour, and little talk of lifelong learning. 
· In the 1990s there was an ‘exit’ from early retirement, developing the rhetoric of lifelong learning. 

· Now we see active ageing, and the ageless society, with a more holistic approach. 

At present age and participation in lifelong learning are generally seen as inversely correlated, but informal learning has a significant role.  Finland has shown progress 1990-2000, with greater participation of the less qualified over 50 years of age. 

Discussion

There was some discussion of the reasons for these significant changes. There had been active policies on age in Finland, with an emphasis on active ageing and lifelong learning. Finland had been hit by recession in the early 1990s, but continued to invest to provide the basis for future growth. Studying has become a way of life, a way of spending leisure time.
Good practice in terms of training and lifelong learning in corporate age management in EU Member States 

Gerd Naegele, University of Dortmund, Germany

The presentation was based on work at the European Foundation in Dublin, represented by Gerd Naegele, with Philip Taylor of Cambridge. Germany lacks an integrated strategy to match Finland, who won the first award from the Bertelsmann Foundation. There is no strategy giving practical support for companies.
He studied treatment of older workers in 130 companies in the EU15, and new information from the new member states. New guidelines, written by Alan Walker of Sheffield, have been based on this research.

Good practice in age management combats barriers, promotes age diversity, and reduces disadvantage. This covers job recruitment; learning, training, lifelong learning; career development; flexible time practices; health protection and promotion, workplace design; redeployment; employment exit; and comprehensive approaches.
Good practice in training and lifelong learning means that older workers are not neglected; there are opportunities through working life; training is appropriate for older workers; and there is positive action to deal with discrimination in the past.
There were clear reasons why companies engaged in this good practice, including age discrimination legislation; collective agreements; labour market bottlenecks and remedial actions; reducing labour costs of early retirement; involving workers in reorganisation and restructuring; and maintaining the skills base of employees.

He cited good practice examples in training and lifelong learning: no age limits; motivation efforts; systematic evaluation; company leave; skills needs analysis; observing individual status; and training as part of career planning. A conducive work organisation uses older employees and their special qualifications.
Benefits can be identified: higher qualification levels and innovation potential of workforce; motivation of younger staff; improved quality of products and services; qualification maintenance; employability of older staff; willingness to learn increased; deployment of mentors; and training and lifelong learning seen as high value.
There are important preconditions: awareness; training based on knowledge of skill needs; competence databases; external support; competent specific needs; job rotation; and working time releases.
There are also general requirements: age awareness; planning and implementation; improvement of working conditions; cooperation of parties involved; continuous communication; internal and external monitoring; and final evaluation and assessment.
There are essential ingredients of an age management strategy: prevention not reaction; entire working life coverage; integrated in organisations across functions; changed attitudes; catch up provision for older workers; and regular strategic evaluation.
 In Germany there are fears of increased unemployment, with an associated age problem.

Discussion

There was discussion of research in age management projects. Strategies have to be revisited in light of changing contexts. There has been interest in the strengths of the older worker.
From France it was reported that there can be problems with using categories to deal with older and younger workers: this can leave problems for those in between. There are important issues of social aspects of life, mental health, and intergenerational relations. Older workers can feel insecure, lacking in self-confidence. We need to consider the affective dimension

In Norway, it was suggested, ‘we’ talk about older workers, recognising ourselves when we become older workers. Older workers find long seminar sessions difficult.
There was discussion of the relative performance of public and private sector organisations, and of large and small organisations. Not all of these issues had been differentiated in the research.. There are distinctive cultural issues to be addressed, with implications for retirement age. There are numerous levels of complexity within and between countries.
Having a good policy for older workers means starting early. How much of the success in Finland was due to existing attitudes to training in the organisations? Greece has a less meritocratic and training oriented culture, and there are complaints about a lack of control and initiative. Tarja Tikkanen agreed that there were important preconditions in Finland, where discussion addressed health, competence and management in an integrated way. Barry Nyhan noted the strong Finnish contribution to the work of Cedefop.
From a Scottish perspective it was noted that Finland had invested in public health and lifelong learning together, suggesting a need for joined-up thinking. Scotland has a poor health record, and an ageing workforce.

Competence development of ageing employees - the case of Siemens 
Wolfgang Mai, Member of Works Council, Siemens, Erlangen, Germany
The case is interesting from a social dialogue perspective, as Wolfgang Mai represents employees on the Works Council at Siemens. He is a Human Resources professional, involved in founding the Compass project. 

Consequences of demographic change 

Retirement pensions are costing more, but companies need to be considered. The overall demographic pattern is changing radically, with older workers and falling birth rate. The predicted structure of working age was taken forward, showing domination by older workers and no chance of early retirement.
 Conditions of work today: 
There is an impact from demographic change. Health problems include stress, work-related illness, early retirement for health reasons. Ageing experts are bearing the load: how can competitiveness be maintained? Companies have to respond, addressing health and competence. Individuals need to take responsibility. Workers see increased stress, professional demands and overtime. Medical officers link the problems to work organisation: leadership, working time, social strain and psychological strain.
What employees consider as good working conditions 

Employees want a secure income, unlimited employment, the opportunity to use their skills, personal development and influence, good relationships, reasonable demands. Only 12% of workplaces fit these needs, 35% are close, 53% fall short. There is a need for improved resources, organisational development, professional training etc. Continuing to retirement age under current conditions is viewed sceptically by the younger workers. Stressful work conditions in modern workplaces need to be addressed.
Intentions to strengthen the individual – the Compass programme
The Compass Programme is intended to enable the experienced employee to take responsibility for planning his/her working life. Preparation involves feedback from colleagues and family. The three day workshop provides a plan with two days of follow-up after four months.
The Compass process helps individuals and the company. It addresses problems at the levels of the individual, management, colleagues, company, organisation, and the market. It requires initiative and responsibility, with a desire for follow through. the experience after a number of years has been very positive.

Round table discussion – 
Reaction of social partners to the discussion so far 

The speakers combined responses to the discussion with presentations of their own work.

Gabriella Bettiol, Confindustria Veneto, SIAV S.P.A. Italy 
The Veneto region of Italy has manufacturing enterprises facing challenges of innovation and ageing. SIAV combines work and action in a series of projects, developing a model known as “infinity”, concerned with tacit knowledge and experience. How can intangible components of experience be transferred? The key is inter-generational collaboration in an environment of SMEs, rather than just with older workers. This means building engagement by inter-generational groups. Issues include codifying and transferring knowledge. Transferring responsibility and sharing values are important.
The three approaches to lifelong learning are:

· Adaptation

· Reciprocity

· Social responsibility

SMEs have an important social role in the region, beyond being employers. Workers are human capital. Trust is central to sustainability.

Håvard Hauan, Employers’ organisation in the Oil sector, Norway 

Håvard Hauan is a lawyer, concerned with agreements and negotiation with the unions in the oil industry. There had been deadlock on proposed lowering of retirement age, and he suggested that the employer/ employee relationship could inform, inspire and create networks. An example project from 2001 was “Ageing and Health Offshore”, working for a common vision and goal supported by research from IRIS. Employers wanted employees to want to work, and to have the ability and health to work until retirement age. Unions and employers were involved, with official observers. 
· Informing involved giving facts and presenting the results of research, exploring the negative implications of doing nothing. IRIS organised conferences, and set up a project website.

· Inspiring was done with project companies, asking about reasons for early retirement, and what could be done to improve the situation.
· Creating networks was a major outcome. 
The final report is not complete. It is not easy to achieve results that avoid conflicts of interest. Support from management is vital. The project provides a model of how to address lifelong learning and older workers.
Discussion

From Denmark - it was noted that the context is distinctive. How do managers in Siemens respond to the Compass project? Would it make a difference if the owners were Volkswagen? Why are we here at the Agora? There are demographic changes, pressures on government finances and pension funds, and labour shortages. Perhaps better qualified young people can be motivated, leading to improvements. Many Danish pensioners earn more than the average pay. They are active, not just consumers. There may be new forms of taxation, for example on housing of the middle class. Privileges could be reconsidered. The overall labour market in Europe is unpredictable. Should we invest more in education, and try to activate all young people, including ethnic minorities? Should we redistribute wealth between generations and social groups. Age is a socio-biological term. Should we continue living to work, or instead work to live?

From Japan, with a UNESCO research perspective - it was seen as important to have good data on learning by older workers. Much data comes from existing workers and companies. What about retired employees and their employers, with long experience who could provide insights?

From Scotland - the core theme was reciprocity: a scheme survives only if it delivers. The consequences of failure could be serious. Compass was a familiar approach for young managers, and is now being extended to older workers.

From Finland - there was a reflection from a senior researcher. The Agora is important, and there are parallel issues in Finland. There is a mixture of issues, which are connected with particular dynamics. The multidisciplinary approach is important. How could Compass be implemented in smaller firms? It is vital to see the worker as a human being, and listen to the views of workers. Should we focus on current skills, or the scope for further skills development?

From Australia - there is experience of the learning needs of the ageing workforce, where qualifications need to be reformed. There is interest in a range of jobs.

From the European Commission - there was discussion on employment security without security in a particular job. The issues vary. Learning is a developmental process needed for new jobs.

The Cedefop Director reflected on age-friendly Human Resources and the recruitment and management of immigrant workers. 

The Cedefop project leader suggested that the three examples show that things can be made better, with empowerment at Siemens, partnership and innovation at SIAV, and work in companies in the Norwegian oil industry. There has been more success with white collar than blue collar jobs. Age and innovation do not always fit together.

In summary: Does management love you, or just accept you if you are working on programmes such as the Compass programme ? Are the initiatives sustainable? How do we deal with job insecurity? How are migrants incorporated into this policy context?

Response from Siemens

Project success means business success, but the two need to be aligned. Compass would not work so well in a company which is down-sizing, but the approach can form part of an outplacement process. Compass has been running successfully for eight years.

Response from SIAV, Veneto, Italy
The experience of the older worker is vital for innovation. Companies find the process of inter-generational working to be valuable. Sustainable HR strategies are needed in SMEs, addressing the needs of older workers, and using them as mentors. Immigrant workers give considerable added value, but their diversity raises challenges. Most of the SIAV work is with SMEs.

Response from Norwegian oil employers 
The project has ended: the report is awaited, but the questions continue. Ageing on the continental shelf was the initial focus, but there are issues for onshore workers, with new issue due to technology change. Integrated operation has considerable potential.

Session II

Building workplaces to promote learning for active ageing 
Building workplaces in line with the ageing process

Bernd Dworschak, Fraunhofer Institute for Industrial Engineering, Stuttgart, Germany
Projections of future trends, as seen from Germany, show a reduction in the supply of human resources, ageing of the workforce, difficulty in recruiting younger workers, mismatches of qualification and regional differences. High immigration will not overcome this trend. Intergenerational collaboration is needed, with tandem training.

Analysis can clarify areas of disequilibrium, in general and in detail. Problems vary between areas. Early retirement may become impossible. Pensions may fall to rates determined by law. Expectations may be disappointed, but scenarios have not been discussed in companies. There may be more lost working days, more people with reduced performance, restricted development flexibility, and know-how gaps. This raises the issue of learning by older workers.   Arguably the profile is moving from youth-centred in 2000 to compressed in 2006, and age-centred in 2010. This presents difficulties for companies that are unlikely to have balanced age structures.

This highlights the need for lifelong learning, with alternative career patterns: horizontal, work-life-balance or the traditional vertical trajectory. There may be family phases, further training, or sabbaticals.
Long term action means avoiding activities which cannot be performed long term, such as repetitive work, night work, tight deadlines, and stress. This means age appropriate job design, addressing good health. This could mean ergonomics, healthy work processes, job enrichment.

Companies need long term personnel policies for all age groups: finding, retaining and developing, re-positioning. Productivity, flexibility, knowledge and innovation mean addressing personnel issues in health, motivation, skills, transfer of knowledge, attractiveness, each with particular policies.

Discussion
From the Netherlands - there has been a lack of consideration of the gender issue. Men and women have different situations. The research issues are open, as are issues about recruiting older unemployed. 
Trade unions could usefully be involved in analysing age distribution issues.

Older workers and lifelong learning 

Hanne Randle, ApeL – Research and Development Centre, Lindesberg, Sweden
Some regions in Sweden have high unemployment, and companies have closed or downsized. Young people move to Stockholm. How can lifelong learning be linked to regional growth? The example presented involved middle aged, low educated, long term unemployed men, looking at the public health service as a possible career route. However, wages paid were less than unemployment benefit.

Individual employability can strengthen individual competencies and increase regional growth and development. Boundary crossing and regional development can help develop employability. It increases inclusion on the labour market. Mentoring brings new methods for learning and skill transfer. 
A group of men joined the programme, agreeing a contract, developing employability and creating new jobs, sustaining a skilled workforce. This stretched limits and systems. It required collaboration between work life and the education system. 

There was an unconventional approach to recruitment. Healthcare is low status work. The project addressed the underpinning educational content. Older men were to work in healthcare. This required a major attitude change.
The results were unconventional, changing jobs, raising the status of healthcare, building new job opportunities. Attempts to copy the project, cutting education, have failed. The men on the project found job satisfaction. Attitudes to the region have changed, and less older people now plan to move.

Discussion

· Scotland has a similar situation for staff in healthcare, with interventions now planned: the Swedish study will be helpful. There has been similar work in Finland: did the Swedish region have only healthcare opportunities? 
· Collaborative solutions are better than simply ‘making work’, which has been common in Sweden. Wage levels were improved in healthcare, with support from the metal workers union.

· From Czech Republic - how were the men selected?


From the USA - there was discussion in the USA about career ladders in  
remote regions because of complications over time and the increased use of 
technology. Without the ladder, the workers may be lost.

· From France - there are problems in France about nursing, but also plumbing for women. There has been gender segregation. Do men now want to dominate in new occupational areas such as nursing? Were the men valuable because of their rarity? There have been many studies on gender in the Swedish workplace, and men have indeed moved to management. There was also an impact on family life and domestic activities, benefiting wives. It was thought that the issue could be hard to develop in Greece!

· From Finland - there were reflections about forecasting in regions. There are implications for education and career development. What if workers change jobs after the project investment?

Social partner round table on the introduction of workplace measures to promote LLL for older workers 

Joel Decaillon, ETUC

The debate on age has just begun, and it is not easy to reach conclusions. We are now talking about re-arranging the work landscape, not the division of labour. The European Social Model is fundamental. We need solidarity between generations, based on geography as well as industry. Some of our countries may be seen as models of good practice in some respect, but they are a minority in Europe. 

The situation is declining in many workplaces, with people obliged to work in addition to taking their pensions. There are millions of unemployed, and more about to leave employment. Ten year ago we could see the unemployed as victims of restructuring. Norwegians have an advantageous situation, due to oil, but wider solidarity is needed, not just cases of good practice. The baby boom generation are central to current concerns as we seek to maintain competitiveness. The older workers may not be a priority. Most workers in the automobile industry are in precarious jobs. Finding social responses, and the roles of the social partners, are complex challenges, especially with unskilled older workers. The task cannot just be left to companies. There is a key role for governments, with the social recognition of what is involved. There is a deterioration in health and pensions for many. This must be recognised, and everybody in society, including trade unions, needs to be involved, to ensure that pensions are at a level which allows dignity. Jobs need to be valued.
Considering a programme to address this challenge, younger workers need to individualise, gaining access to the right courses and careers. The Commission talks about flexible employment markets, and instruments. There needs to be fiscal redistribution. If geographical mobility for older people is needed, this is difficult to achieve for older workers with limited skills. At ETUC there is a group dealing with older workers, including pensions and their roles as citizens. If there is to be a community dimension, there needs to be action, with broad discussions within our societies. Good practice is not enough. There needs to be a multiplier effect, reaching all parts of society, to make a difference at a European level. We need collective re-evaluation of systems. Who will pay for what is needed, for example pensions? It is important to know what is going on, and to recognise that pensions for many people will fall.
Tina Weber, European Policy Officer, Local Government Employers, UK (CEEP)

Following her research on age, Tina Weber wanted to apply it in practice, so she joined the employers organisation CEEP. She outlined what has been achieved by the European social partners. Training has to be based on the whole life cycle. Priorities have been set and monitored since 2002. The new work programme addresses key challenges for European labour markets, including demographic change. 
CEEP are interested, as public sector employers, with an ageing workforce and problems in recruiting younger workers. Both sectors are constrained and are now restructuring. What has been done in CEEP ? Since 2004-2005 there have been two projects: on exchange of knowledge between generations, and on valuing age, non discriminatory practices, work ability etc.

All employees need a regular appraisal process, linked to offers of training, regardless of age. Tacit knowledge needs to be recognised, and supported through intergenerational learning. Perceptions across the workforce need to be addressed.
She gave an example of a transport company, linking recruitment of young workers and partial retirement of older workers. The first step was a mapping of the present situation. Taking different jobs such as drivers, they tried to tackle collective bargaining issues, and make progress despite cuts in training budgets. A holistic approach is needed, backed by communication.
Discussion
From the USA -  it was suggested that vertical structures of traditional organisations have encountered problems, and there have been developments towards more horizontal structures. It is difficult to change organisational structures. 

The ETUC view is that, in central Europe, the best systems involve clear national law and law enforcement, not just vagueness. In an EU of 27, without the consistent rule of law, it will be hard to have effective labour law. Companies are complicated: they contract out functions, and evade scrutiny. It is not enough to negotiate with large companies. Territoriality is important, especially for older workers. European discussions need to include a territorial dimension. It is good that multinationals now engage in social dialogue, but representative democracy is difficult.

From France - territoriality was discussed. The contributions at the Agora have been useful and consistent, awakening awareness around us. We do not have to repeat experiences, as each context is different. The process is coming about. There is growing understanding in companies about the practicalities of ageing. It is becoming clearer. We should continue. Employability and territoriality are linked in France.  SMEs are not convinced that lifelong learning will help them, as good employees may move. However, companies are beginning to work together, organising employability in the area.

Report on proceedings of the second day - Friday 13 October 2006
Session III: Policy challenges for public and private sectors

Addressing the policy challenge of an ageing European workforce: it is never too late to learn 

Martina Ni Cheallaigh, European Commission, DG Education and Culture
Age is a key topic in the European Commission, across many Directorates-General. There is increased awareness of the central role of education and training in the knowledge society. A new Communication on Adult Learning is about to be published. 
Young people will continue to decline as a proportion of the population, while the old increase. The target of 12.5% in Lifelong Learning has been set for 2010, meaning an additional 4m adult students. Most education and training systems concentrate on young people. We are concerned to increase learning by adults after leaving initial education and training. Many leave early. Competitiveness is damaged by the large number of low skilled workers. Adults need new opportunities, and have much to contribute. Investment can bring many benefits including employability, reduced unemployment, higher productivity, reduced welfare costs, and social returns in civic participation, better health, less crime, greater well-being and fulfilment.

At present there is a range of involvement: 1.1% (Bulgaria) to 34.7% (Sweden), but with different understandings of learning. Preparation is needed over several decades. There are barriers to participation: lack of good information, cost, time, entry requirements, lack of supportive environment, lack of awareness, lack of incentives. We need to increase equitable participation, involving stakeholders, public authorities, low skilled, with guidance, incentives and local partnerships.

Quality issues are multifaceted: information and guidance, relevance, delivery, learning support, assessment, validation and recognition.

Discussion
From Romania - lifelong learning is familiar, but participation is low at 1.6%. Figures can be misleading. Romania and Bulgaria have lagged behind, but there has been more activity than shown in statistics, as learning is understood in different ways. 
From Denmark - there was a question about financial incentives, and the advisability of such an approach.

From Netherlands - there was scepticism about some of the stated benefits of adult education. Initial education prepares for adult education. There is a dilemma regarding the gaps in the knowledge of older workers.
The Labour Force Survey figures are bizarre in the range of findings across Europe. The definition of learning is narrow and conventional, ignoring informal and individual learning. How can we define and measure in this field? 
OECD perspective on the ageing of the workforce: Live Longer, Work Longer
Patrik Andersson, OECD
Employment, Labour and Social Affairs was formerly combined with Education at OECD.  The message is simple. Today people spend more time in education and retirement than at work. This has to be financed. One answer is to use immigrant workers and improve transitions. However, the real challenge is for older workers. Some familiar facts were presented, with explanations, then incentives and barriers, and policy conclusions. Ageing is taking place across the OECD, seen in terms of the dependency ration. By 2050 Japan and the EU will have changed radically, so that there will be less than two workers for each retired person. Taking into account unemployment etc, the ratio in the EU will be 1:1. Labour forces will decline in the EU by 15%. A declining labour force means a likely fall in economic growth. Age related public spending will increase, with huge variations, linked to health and pension systems.

Older people have to work longer. Those aged 50-64 are 20% less engaged than 25-49 and more where there are generous early retirement schemes. However, less older workers are unemployed, but many of these may have health problems. The OECD studied age and employment in 21 countries: Live Longer, Work Longer, with general and country specific recommendations.

· Incentives for older workers: effective ages of retirement vary widely, Mexico 74 years and  Hungary 57

· Employer reluctance to hire and retain older workers. Employment protection may reduce hiring of older workers.

· Helping older workers to remain in jobs or find new jobs 

Older workers are less involved in job-related training, according to EU data. 
He suggested key policy directions.

· Government, employers, unions and NGOs must work together

· Work must be rewarded: pension reform, restrict early retirement, phased retirement

· Change employer practices: age discrimination, protect employment opportunities

· Improve employability: training, help for job seekers, flexible safe and healthy work

Overall, in summary, the key bottom line points were:
· Challenge and opportunity

· Upward pressure on public expenditure, dragging down growth

· Cooperation is needed to seize opportunities

Open discussion

From France - the problems of the younger generation were highlighted. The younger generation have to cope with many pressures today and are being asked to work longer. Burnout and stress at work are likely. Has OECD considered the quality of life issues?
From Greece - there was discussion of cost and investments. During the Greek Presidency, OECD gave research results on return on investment on training, between 4% and 18%. Many companies are not aware of the returns. They can be reluctant to train young people who may leave. Retirement ages are likely to change across Europe. 
Also from Greece - the key issue is awareness. The media criticise those who raise the question. An awareness campaign is needed.

In Italy - the participation of older people is low. However there is a problem with the  different statistical sources.
From the USA - an emphasis on learning was urged. Early retirement needs to be seen as abnormal, and not a right.
From Norway -  it was argued that OECD’s economic perspective hides the value of age and competence. It is not just a matter of economics.

From Denmark - it was asked if economics is an exact science. We cannot be sure about the future : birth rates, productivity, participation of women, private savings.

Barry Nyhan asked what kind of society are we trying to create? Have the baby boomers been fortunate? What is happening to generations X and Y? During the 1960s there was a forecast that technology would solve  many problems and people would have to work less. Social problems are not far beneath the surface. The Lisbon Agenda is not just about more jobs but also better quality jobs.
Martina Ni Cheallaigh noted that there is discussion about  these problems at present. The EU has a social perspective which addresses quality of work and life. Retirement should be gradual. There are challenges of burnout and exhaustion in relation to  difficult work. This was related to physical work, but now also to mental work. Birth rates have fallen, meaning that patterns of life and social security will have to change. Families are postponing having children. Women are participating more in the labour market, and workers are staying on longer.
Patrik Andersson dealt with the longer term. If nothing is done, taxes will rise and benefits will fall. We cannot just continue as we are. The equation does not work. Market forces could bring back older workers : maybe !  Many employers are myopic: they do not consider training of older workers. 

Trends are for longer life, and we would prefer healthy old age rather than better and longer hospital care. Old age pension systems need to be able to reflect changing life expectancy. 
There was a debate about the official retirement age in Greece, and deficiencies in the OECD statistics. 

Patrik Andersson declared that awareness is important, but not enough. Finland and Sweden have had programmes of negotiation, consultation and change. Problems continue in France. There can be legacies of old collective agreements. 

Birth rate assumptions by OECD are provided by national statistics offices. Low growth tends to mean delays in having children. An economic decline is likely to mean lower birth rates. 
People remain free to choose whether to remain in working life or retire, but they should not rely on society to finance their retirement. 
Implementation of policy issues – key issues 

Toshio Ohsako, Consultant UNESCO and former research specialist UNESCO

Toshio Ohsako lives in Stockholm, and has been influenced by OECD research in his work. He is a psychologist. Learners need to be challenged, and see benefits. It should be enjoyable. Interventions are best made at an early age. 

Policy implementation for lifelong learning and employment needs to be co-ordinated, results-oriented, learner-friendly, long-term and targeted. It is important to start bottom up. There should be clear links, with training leading to jobs.
We should take voluntary work into account as a contribution to the economy and learning. 
Nobel prize laureates tend to be ‘very’ old workers ! What is the message in this ?.

Åsmund Lunde, Centre for Senior Policy, Norway

The Centre for Senior Policy ( CSP) was founded in 1969, drawing on experiences in the UK and USA about preparation for retirement. The emphasis changed in 1990 to enabling older workers to stay on working but with a good work life. CSP is owned by the social partners, financed by government, with advice from the Institute of Gerontology. CSP has worked with enterprises on age-related HRM, or senior policy. The new national initiative since 2000 used the OECD country report on Norway “Ageing and Employment Policies”. The focus has included mobilisation and research projects in the private, municipal and government sectors. Training has been provided for professionals in the field. The national initiative has been evaluated. The key focus is on agenda setting, creating participatory processes, competence building, and developing flexibility in programme administration. Much has happened over five years. Since 2001 there has been a tripartite agreement on a more inclusive workplace, including senior policy. Issues dealt with include discrimination, competence development and management. Myths must be challenged about ageing and work, and attitudes of older workers. Priorities are : competence development for national insurance advisers; a national initiative on basic digital skills for older workers; and building support across the regions. The 2005 national conference was attended by all the major Norwegian political parties.

Tarja Tikkanen highlighted the preparation which preceded the Centre for Senior Policy Initiative. There were many study tours around Europe, visiting other programmes.

Open discussion

From France - there was a challenge to the “friendly” language of the new age related and learning strategies discussed at the Agora.  How can this be co-ordinated around the employment world? France already had adult education training programmes before lifelong learning came into fashion. Employers were obliged to pay for training, and workers had rights to lifelong learning. Political institutions had an obligation to uphold these rights.. You cannot oblige people to engage in learning and work if there are no benefits. Lifelong learning seems to be an extra pressure on people today – it is not so friendly !.
From Greece - there were reflections on previous research on employment, and current management consultancy. Training is both interesting and worrying, complicated by pressures of normal work. Lifelong training is vital for the enterprise. This requires incentives from national governments and the EU.

From Italy - there was discussion about how to undertake research, including gaining access to enterprises which do not represent best practice.

From Scotland -  there was a concern for nurses who retire at 55 because they are  physically and emotionally burnt out But, after a period of recovery, they want to return to work. Many of them start to work in the voluntary sector. Visibility is important: unemployment can be hidden as incapacity. Age-related HRM is attractive: we need active management of age issues.
From Norway - it was noted that new technologies and e-learning can be useful. Should this be a focus for research and investment?
From Denmark - there was a request for a database.

Åsmund Lunde noted that CSP has a tradition of links with research. As the centre has matured there has been an increased need for research, in particular dealing with ‘myths’ about ageing. The Italians wanted access to research in workplaces. Anne Inge Hilsen noted the use of links with the social partners as a route to the workplace. The collective ownership of CSP has been crucial.

Toshio Ohsako considered “friendliness”. In Japan, young people live in a computer culture, and government encourages educational applications. The market for IT training of older people is developing.
Åsmund Lunde reported on a new Norwegian programme on ICT for older workers.
Tarja Tikkanen talked about  explicit and implicit aspects of lifelong learning in Japan. 
Summing up 
Richard Ennals, Rapporteur
Practical recommendations

Following this Agora, Age and Lifelong Learning is a suitable issue for the “regional workplace forums” which were recommended in a 2002 report for DG Employment and Social Affairs, during the Danish Presidency. They should draw on work of the European Network for Workplace Health Promotion, national forums and projects on Age, and Cedefop’s work. The forums should be locally organised, with full engagement of older workers in planning and delivery.
What was not said?

Silences can speak volumes. 
Taking action

The workshop moved from rhetoric about demographic change to the exploration of practical case study experiences. This meant a shift from reacting to external forces, to considering the kinds of interventions which could be designed, implemented and evaluated. Perhaps it is only by becoming a market force, intervening in live situations, that awareness will be raised. For this to work sustainably, we need mechanisms that enable us to learn from differences, developing new hybrid approaches. This is an area where the content of work on older workers merges with the method of work on learning regions - “Learning together for local innovation”.
Conflicting policy objectives

Different widely shared public policy objectives can be in conflict. Governments want to encourage more inclusive labour markets, reduced unemployment, increased participation by older workers, and lower sickness absence. Civil servants and ministers need to be helped to understand the wider policy context, and to identify relevant experiences in other countries.
Social dialogue

If there are hard choices to be made, can the matter be handled credibly through social partnership and social dialogue? Are there implications for the work and functions of the social partners?

Enlargement and mobility

What have been the implications of EU enlargement and labour mobility on strategies to address demographic change, older workers and lifelong learning? Has there been an analysis of inter-country mobility, including by age and qualifications? Large numbers of Polish, Lithuanian and other Eastern European workers have moved to work in other countries in the West, often in jobs below their levels of qualifications. Will they stay? Will they be joined by children and parents? How are educational, welfare, pensions and elderly care systems to cope?
Qualifications

To what extent are qualifications consistent across Europe? Is work in one EU country able to contribute to pension entitlement in another EU country? To what extent can we talk about European lifelong learning?
Languages

How can challenges of languages and communication be addressed in an increasingly multi-ethnic Europe? 
Mainstream education and training

What are the implications for “mainstreaming” education and training provision in line with new developments in lifelong learning for older workers? Do higher education and further education have to be re-engineered? 

Informal learning and networking

Given the importance of informal methods of learning, particularly for older workers, what synergies are available from research on social capital, network orchestration, and learning regions? 
Transposition

Given the common framework of EU Directives, how is it that experience in the different member countries is so diverse?  There was no discussion on Age Discrimination. In the presentations and questions, numerous national differences emerged, which are a resource from which we can learn.
Closing remarks 
Peter Rigney, Chairman of Cedefop’s Governing Board – Employee            organisations representative
The  Agora debate reflected the diversity of mandates of contributors. OECD is a think tank that does not have to be elected/re-elected every few years.
Why should older workers believe what policy makers tell them? There has been massive change. Increased life expectancy has changed the significance of pensions. 

Learning must be cultivated earlier, if it is to be effective for older workers. E-learning does not suit the needs of all, including older workers, who want a social contact. 

What do older workers bring to society ? Some of the core trainers in Peter Rigney’s training organisation are former building workers, who trained as consultants.

Voluntary work should be recognised, as strengthening civil society, enhancing social cohesion, and improving collective health. 

Barry Nyhan closed by thanking the speakers, participants and interpreters.
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