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In many UNECE countries the average actual retirgrage is below the statutory
retirement age, which means that the labour maskesing a great deal of resources in
terms of experience and labour force of older wiwk&geing societies, however, cannot
afford to lose the highly valuable resource of olMderkers. If there are people in the age
group 50+ who want to work, but cannot due to uata@ble conditions in the labour
market, member States may wish to address this.issu

Encouraging labour force participation of older jpleas a key issue for active ageing in
an ageing society (MIPAA, Declaration article 12).

Member states may wish to consider how they coundnish the influence of any
discriminatory factors, so that the labour markextdmes equally accessible to adults of
all ages, in particular with regard to:

- providing an age-friendly environment

- changing public perception, and

- establishing an anti-discriminatory legal framekvo
Furthermore, it is suggested that older persongrabled to remain in paid work
through lifelong learning programmes, and gendesitige concepts.

This policy brief offers various suggestions howmnber States could positively
contribute to diminishing age-discriminatory factam the labour market in order to
shape employment policies and practices for alkage



Introduction: Actual retirement and pension eligibility ages

In many UNECE countries the average actual retirgrage of population is below the
statutory retirement age. In ageing societies whiegeshare of working age population is
decreasing and the share of persons in retirengenisancreasing, all available capacity
of labour force is needed. Older employees herebgtiute an important source to meet
this demand as many of them are experienced andl&dgeable workers. Also, many
persons in the age group 55+ are physically fitughoto share their experience in a
professional work setting and should have the dppdy to do so, if they wish.

At the political level this issue is understoodwever the measures employed have not
always brought expected results. For instanceEtheCouncil in Barcelona in 2002 set
the target to progressively increase the effeciverage retirement age in the European
Union by five years by 2010. However, the increasdhe mean age at retirement
between 2001 and 2005 was only slightly more trelhahyear, and the gap between the
Barcelona target and the actual mean retiremenisagerently still about 4 years.

! The data refer to the average among 23 Europeanmtries. The increase between 2001 and 2005 is on
average of about 6 months for men and 8 montha/éonen. Liefbroer, A.C. (2009) “European’s opinions
on the timing of retirement” in European Policy &riNo. 2. Available atvww.multilinks-project.eu




In the following charts, it is possible to obsem® gap between statutory age and
average exit age in a sample of 27 UNECE countries.

Figure 1. Statutory age and average exit age in UNECE countries
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Data for EU countries: Eurostat. Population, atgigind inactivity - LFS adjusted series. Averagé age
from the labour force — Annual data.
http://epp.eurostat.ec.europa.eu/portal/page/genmloyment_unemployment_lIfs/data/database
Data for the other countries: OECD (2009), "Agelatiour force exit", in OECDgociety at a Glance
2009: OECD Social Indicators, OECD Publishingl0.1787/soc_glance-2008-14-en

Note: Data refer to the latest available year f&085 to 2008.




Intentions to retire of older workers

Welfare systems strongly rely on intergeneratios@lidarity as younger generations
support older ones. Economic crises, high unempémmates or changes in the rules of
the game or the terms of contracts can createagiensimong generations, and these can
be accentuated when policy makers wrongly porteysmpners as a burden on society,
instead of seeking ways to facilitate their congidwwontributiorf.

When asked about increasing the retirement age,offiions of the population in
Europé do not favour further extension of the labour éparticipation to a great extent.
On this issue younger and older generations apipeagree. However, if a part of the
population may be attracted by the possibility torkvlonger on a part-time basis, this
possibility should be provided for and encouragggdiicies.

Focusing on people who are close to the age ofitetgt retirement in their own
countries, it is possible to gauge what their plabsut the retirement are. According to
surveys, large differences exist among countriefaaas the intention of persons at pre-
retirement age to retire in the following three ngeare concerned (Figure 1). The
intention to retire among paid employees who ardoufhree years below the statutory
retirement age ranges from 24% of the older worketke Russian Federation to 87% of
the older workers in Germany. It is possible that éxpectation of more disadvantageous
economic conditions of retirees in Eastern Europgamtries prompt them to express
their preference of postponing their exit from tabour market in comparison to older
workers in the Western European countfiés concerns intentions by men and women,
apart from France, where more men (83%) than wamgwb) intent to retire, no relevant
gender differences are observed.

2 Walker A. (2001) “Intergenerational solidarity. & foundation of a society for all ages”, paper entsd

at the Expert Group Meeting on Population Ageind &evelopment: Social, Heath and Gender Issues
with a Focus on the Poor in Old Age, Valletta, MaR9-31 October 2001.

3 Liefbroer, A.C. (2009). “European’s opinions or tfiming of retirement”. Multilinks Project, Europe
Policy brief No. 2.

* Inter-country differences in the statutory retigrhage are also likely to affect the results. Tihuse
Russian Federation with the statutory age of 60r(fen), the respondents would be 57-60 yearsold, i
Germany (65), correspondingly 62-65 years old.



Figure 2. Percentage of paid employees approaching statutory retirement age who
intent to retire in the following 3 years, by sex. Selected countries
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Source: calculations based on data from Generations amd&eSurveys.
Note: Paid-employees aged between x-3 and x years, whéaseequal to statutory retirement ages,
answering “Yes” to the following question: “Do yintend to retire within the next 3 years?”

In order to encourage higher labour market pamiogm of mature workers, member
States may wish to adjust their employment by digatly targeting this age group. It is
desirable that governments acknowledge that difteagie groups contribute positively
with different skills to societal development anefide mechanisms for making labour
markets equally accessible to persons of all agasemployment policy without age-
discrimination would allow staff to be recruitedcacding to their skills, not to their age.
Furthermore employment should be accessible toygetr-seeking adult, should take
place in a professional setting (with regulated payg working hours), whereas pay
should be according to the employee’s skills andketavalue, however, above the
minimum subsistence level. Employment policies waith age discrimination would
allow that working hours shall be a matter of fldgi arrangements, taking into account
the individual work-life balance of the employee.

Enhancing age-friendly conditions at the workplace

The development and implementation of age-friendiyployment strategies bring
benefits for older workers, employers and alsotf@@ economy and the society as a
whole. Therefore it is desirable to involve allennt parties. Older workers may be
willing to work longer, if work-life balance, an agriendly working environment and
further financial incentives are guaranteed. Thestjan is therefore, how to encourage



older persons to remain longer in the labour maifkietey are in good health and at the
same how to encourage companies to employ qualdgalicants in older age. The
decision of older persons to remain in the laboarket depends not only on the financial
benefit of working longer, but also “on the intdran between individual’'s functional

capacity, the nature of the work, his or her stdteealth, and the possibilities for work
accommodation®. Therefore, creating an ergonomic workplace, whiehables

employees to work well and promotes their healtho @ontributes to older worker’s

desire to participate longer in the labour market.

Poland: Benefits of Maturity

The objective of the project “Benefits of Maturityas to improve the labour mar}
situation for people over 50 years of age by combatiscrimination and negati
stereotypes regarding professional activity of #ge group. The project primarily h
targeted employers and labour market institutiohese decisions and actions may
an essential role in this area.

This included strategies related to investing i dievelopment and education of the
employees, promoting health and health prophylaagswell as developing ergonon
and safe workplaces. The three main activities daad from February 2008 un
January 2010 included awareness-raising campaig@sninars concerning a
management, and a competition for the most agediyeform of employment an
professional development for 50+ work force.

To improve public awareness of older persons’ cidypaan interactive web portal w
launched, including good practices in terms of aganagement and age-frien
strategies. The project also entailed a nationatsmmedia campaign, which dr
employers’ attention to the issues of employingdtgeaged persons and seniors, but
encouraged employers to broaden their knowleddhisnarea and implement advan
solutions in their companies.

Furthermore, a series of seminars were organisk@dhwvere devoted to the problems
age management and aimed at various employersi¢pybivate, NGOs), as well
persons in charge of human resources departmentsrnipanies and organisations. N
one-day seminars were organised in Poland’s biggases. The seminars were one
few initiatives in Poland providing employers witbhomprehensive operatior
knowledge on the subject of solutions towards th#erty employment or ant
discriminatory regulations.

The last stage of the project was a nationwide @titipn for solutions and strategies
promote employment and professional development5@f's. The Beth Johns
Foundation from the United Kingdom has been a fprg@artner in this project.
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® Vodopivec, M. and Dolenc, P. (2008). “Live Long®fprk Longer: Making It Happen in the Labor
Market”, SP Discussion Paper No. 0803. Washingtd®. DNorld Bank, p.13-14.



Source: The Academy for the Development of Philath in Poland
www.filantropia.org.plandhttp://www.zysk50plus.pl(accessed on April 29, 2010)

International Innovative Employer Award 2010

Now entering its third year, the AARP Internatiohalovative Employer Award
recognizes non-U.S.-based employers whose inn@vaibrkforce and/or human
resource practices address issues relevant to bflerg. By recognizing employers
around the world that have demonstrated innovaifaets to address issues relevant to
older workers, AARP encourages all employers tatera mutually beneficial
environment that values the potential of younger mature workers alike.

Employer applicants for the award will be askegrovide information on their human
resource practices in the following areas of rénrant, training and lifelong learning,
career development, flexible work arrangementsltiv@aotection and promotion and
diversity promotion. Award-winning employers wikklable to share best practices in pne
or more of these areas as well as a strong ovaradimitment to advancing human
resource policies that help retain, attract, arghge 50+ workers.

Source: AARP International
http://www.aarpinternational.org/conference/confeee show.htm?doc_id=10040¢dccessed May 4,
2010)

Skills amd experience of older employees as an important resource

Older workers may have valuable knowledge and éspee and may be able to train,
consult or mentor less skilled colleagues. “Thefggsional and social skills gained by
older employees in the course of their careersesgmt a special asset. New recruits and
younger colleagues cannot entirely match suchsskilld experience; any attempt to do
so would entail high additional costs in recruitmerocational preparation and on-the-
job training”? It is important to raise awareness about thetfeattolder employees meet
high working standards. Therefore member States weayt to shift public awareness
concerning the relevance of older persons’ skitistite centre of their employment
policies. “Qualities such as accuracy, reliabilggd the ability to communicate with
customers and colleagues characterise many oldglogees. The premature loss of such
skills, or the failure to replace them, often eistan economic risk for a compan¥ytt is
proven that older workers, deployed in a suitalst for their individual skills, are
highly productive. “The retention of older worketan be an excellent instrument in
intergenerational knowledge transferind an asset to the workplace, therefore older
workers have to be seen as a resource, not aslarbur

® European Foundation for the Improvement of Livemgl Working Conditions (20063 Guide to Good
Practice in Age Management. Luxembourg: Office for Official Publications di¢ European Communities,
p.5. http://www.eurofound.europa.eu/pubdocs/2005/137/efld5137en.pdfaccessed April 27, 2010).
7 .

Ibid.
® Ibid.




Since 2002 the Bulgarian National Programme Agsst&tafor Retirement is being
implemented in order to provide employment to oldeemployed persons in the labaur
market, whereby participants are hired with labagireements in full- or part-time for|a
period between 3 and 30 months.

Employers have the benefit of the gained skills &ndwledge of their experienced
employees, therefore persons with high educatistailis and qualification are provided
with an opportunity to be appointed as consultaiite programme disposes of funds
from the state budget for working salary and insaea Furthermore, it helps to prevent
the interruption of the relationships between gatiens and to transmit the accumulated
experience by allowing that persons at pre-retirgnmegge with high educational and
gualification level can be hired as consultantse phoblem of “brain waste” of ageing
people is hereby combated.

Source: Ministry of Labour and Social Policy of Réfic of Bulgaria (2002)

Member States may want to raise awareness abodachéhat the employer side also

gains several advantages from employees who de@sement, for example, better

ability to respond to older clients and their negqueservation of corporate knowledge
and retention of skilled employees. If pension gaee adapted to the duration spent in
the labour market, people could simple retire witesy have accumulated sufficient

pension assets.

Legal framework to make retirement more flexibile and gradual

Flexible and attractive working arrangement canoanamge mature employees to stay
active longer. A greater flexibility in working tes, such as measures aimed at reducing
daily and weekly working hours or introducing pamte employment for older
employees, can prolong the labour force participatf older person$lt is important
that member States create the appropriate legakfrerk to improve and adapt working
conditions to the needs of mature employees.

Italy: Action Plan for Re-employment

In 2004, the Italian Ministry of Labour, Health aBacial Policy decided to develop a
programme which was aimed at the re-employmenisafdéantaged workers, including
workers aged 50+. The PARI Programme was launah@@05, and renewed in 2007| as
well as in 2009.

PARI provides support for re-employment in whichegpl employment benefits are
granted, if the participant does not already rez@xother employment benefit. In this
period the worker spends actively time in trainimg;qualification and job seargh.
Furthermore programme participants benefit fromc#jgesupport such as counselling,

° See: Buddelmeyer, H. et al. (2005). “Recent Dgwelents in Part-time Work in EU Countries: Trends
and Policy”.IZA Discussion Paper No. 1415. Bonn: IZA.
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validation of competences as well as training atiogr to the workers’ needs. The
programme offers support for either re-employmensaf-employment. In cases where
the programme participant wishes to become re-eyaglojobseekers are matched with
job offers from local enterprises. Services ancemives are also directed to support
enterprises in the creation of new jobs and theairehg of new employees. Up |to
December 2008 almost 14,900 workers had been réagath On 6,000 older workers
involved in the programme, 1,900 were reportedr@ady re-employed’

Source:
http://www.lavoro.gov.it/Lavoro/md/Arealavoro/Amni@zatoriSociali/Incentivazione Reinserimento/P
ARIProgrammaAzionireimpiegolavoratorisvantagqgidtnh

www.italialavoro.it/wps/portal/parfaccessed May 4, 2010)

For further information in English the followingnk could be consulted, however this link does not
constitute the source of this tekttp://www.eaea.org/news.php?aid=16093

Gradual retirement at US University

“The large, privately supported Cornell UniversityNew York allows tenured facul
members to reduce their teaching, research, andnadrative duties prior to ful
retirement. Generally, the program is availablealiofull-time faculty members after
reaching age 55 and holding a full-time appointm&nthe university for at least
years. Prior to 1998, the age eligibility requiremeas 60 years of age. Service must be
at least half time for one term in an academic yedrcannot exceed half time over the
entire academic year. The university continuesrtivide health and dental benefits.| If

the faculty member’s appointment is for half tintlee university will make retirement

contributions in an amount equivalent to the facattember’s full-time pay, but if th
appointment is for less than half time, retiremsntributions by the university are based
on 20 percent of the actual gradual retirement pase The faculty member may choagse
to receive retirement distributions during the graldretirement period. Other benefits,
such as life insurance, will be adjusted accordimg ongoing status of the faculty
member's appointment’.

Source: Cornell University Phased Retirement Prodgiar Endowed Faculty
http://hr.cornell.edu/benefits/retirement/phasedl.letml| (accessed April 22, 2010)

% Data as provided in Pietro Checcucci's contributio the UNECE good practice database:
http://www.unece.org/pau/age/Policy_briefs/GoodRcas.html

Y Chen, Y. and Scott J.C. (2004). Gradual Retiremant Additional Option in Work and Retirement.
North American Actuarial Journal, Vol. 7, No. 3.
http://www.soa.org/library/journals/north-americactuarial-journal/2003/july/naaj0307_5.pdf(accessed
April 22, 2010)
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Importance of education and skills training for maintaining
competitiveness and promoting employment of older workers

The age group 55+ may require further support tiinceducation and training to enhance
their opportunities in the labour markétlt is therefore important that professional
training and retraining is actively supported byptogers. Together with trade unions
they can play a central role in fostering contirsiéearning and promoting age-friendly
workplaces that promote learnifhd.

Above all, technological innovation creates a cotitipe advantage. Many professions
nowadays depend on computer technology and teahicalcawareness as a key skill for
professional success. Accordingly, learning conteimbuld focus on access to new
technology, which comprises computer and interibetalcy. Moreover, the improvement
of language skills is important in a globalisingrido

As learning, education and training have been ifledtas an important precondition for
working longer, it is all the more important to prote active ageing. Older people who
have undertaken training are more likely to retneir employment status relative to
their employed peers not receiving training. Tragnappears to be helpful to maintaining
employment.

Solidarity hetween generations - increasing the occupational activity of persons aged
90+ in Poland

In the context of a governmental programme*“45/50gRamme”, the Polish Minister of
Labour and Social Policy decided on the allocatmn90 million zlotys for the
implementation of projects to increase occupati@c#lity of persons facing age-related
labour market mobility constraints (“wiek niemolyitih

Projects as part of the programme were chosen @mdkis of individual action plans,
targeting the following objectives:

()
>

» professional and general training, including tnaghenhancing the ability to sear
for a job,

» training combined with occupational preparationgramnmes at the workplace,

» training combined with granting funds for startimdpusiness activity or establishing a
social cooperative,

* training combined with the creation of a new wodgd in the employer's company

» granting loans for financing the costs of trainit@y enable people for gainfu
employment requiring specific qualifications.

12 gee: United Nations Economic Commission for Eur(@@l10). Lifelong Learning. Policy Brief on
Ageing No. 5. Geneva: UNECE, p.5.

13 See: Tikkanen, T. and Nyhan, B. (200&xomoting Lifelong Learning for Older Workers. An
International Overview. Luxembourg: European Centre for the DevelopmentVotational Training
(Cedefop), p.4.
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Source: Minister of Labour and Social Policy
http://www.mpips.gov.pl/index.php?gid=11¢dccessed May 4, 2010)

One of the more integrated policy programmes tanote the employability of older
workers is the “Finnish National Programme for AgeWorkers” (FNPAW) which was
implemented from 1998 — 2002.

The aim of the programme was to promote employsiboif the over 45s and to reduce
their exclusion and premature retirement. Its shpd@xperience is national capital’,
emphasized the ageing workforce as a resource. PNR#yhlighted the importance of
skill development for older workers; thereby it gated adult learners with IT
programmes, distance learning and open universiieswell as financial support for
older workers who continued in education. Furtheemoegional training pilot projects
were organised, embracing, for example, the needptate skills in fast progressing
information technology as well as to discover inmibxe methods for training older
workers. Specific measures to prevent displacermedtdiscrimination of older workers
were also promoted.

In autumn 2006, the German Bertelsmann Foundateerced its annual prize to the
FNPAW, as it had produced impressive results: tmpleyment rate among Finnish
workers aged 55-59 is 10 percent higher than thhiefd&an average, and retirement now
starts on average 1.2 years later than ten years ag

Source: Korpela, S. (2008). National programmesufgport ageing workers
http://finland.fi/public/default.aspx?contentid=18D (accessed April 23, 2010)

Ministry of Labor and Institute of Occupational Hiéa(1999). Ageing Workers and Changing Working
Life. Helsinki.

Promoting gender equality

Promoting labour force participation of women thgbaut the life cycle is a key measure
to be taken for enhancing their financial securéty,well as their employability in old
age. Women throughout the life course have ofteanldaced with the double burden of
combining work and caring duties or had to overcoraecer breaks due to family
responsibilities. These life patterns may requiegtipular attention by policy makers.
Therefore it is necessary to develop a flexibleastructure of formal care for dependents
with long-term care needs, and childcare, if negdedlder women are often responsible
for caring for dependents with long-term care néédsr dependent grand-children.
Preventing gender discrimination and harassmentthat workplace, enhancing

14 See: United Nations Economic Commission for Eur@@@10). Towards community long-term care.
Policy Brief on Ageing No. 7. Geneva: UNECE

13



involvement of men in care and family duties, asdgessing the tax system according to
gender criteri& are also key policy elements to promote gendealégu

Swedish strategy for gender equality in the labour market

“In July 2009, the Swedish Government adopted a&swok strategy for gender equaljty
in the labour market and the business sector. Téasares outlined in the strategy are
partially funded by 235 million SEK from the gendguality appropriation. The strategy
sets out the Government's overall, long-term pofmgyus, divided into four separate
areas:

Combat gender divisions in the labour market and tle business sector:The
Government's coordinated efforts in this area shquiomote a more efficient and
gender-equal labour market by making it easiemgfds and boys, and women and men
to make active educational and career choices witheing limited by stereotypical
ideas about gender roles. Work to promote gendealitg must therefore permeate the
entire education system, from pre-school to higturcation.
Promote equal conditions for entrepreneurship:The Government's coordinated efforts
should aim to make use of women's and men's patefdr entrepreneurship and
enterprise through initiatives to improve opporti@s to start and run a business. The
Government also believes it is important to inceedhe number of women in
management positions and on boards, both in stated companies and government
agencies, and in private companies, in order teesehncreased growth and to promote
Sweden's development.

Equal participation in working life: Women and men are to have the same
opportunities and conditions to carry out paid wirkhe extent they wish to do so. This
is why the Government's efforts are aimed at exgwoiat the distribution of paid and
unpaid work, for example by means of a gender éyubbnus and tax credits for
household work.

Equal working conditions: The Government's coordinated efforts in this ameaaimed

at creating better conditions for equal terms fasmen and men in working life.
Initiatives aimed at combating discrimination, @ote and harassment in working life
are therefore important in achieving a gender-etpledur market”.

Source: Government Offices of Sweden (2010). Siyatiler Gender Equality in the Labour Market.
http://www.sweden.gov.se/sb/d/4096/a/130P&€cessed April 26, 2010)

In order to shape employment policies and practicesll ages and to attract people to
defer retirement, the following recommendations lsarmade:

15 United Nations Economic Commission for Europe @0@ender Equality, Work and Old age. Policy
Brief on Ageing No. 2. Geneva: UNECE, p. 6. Genagsessed tax system is a tax system that
acknowledged different life patterns of women ané&nmsuch as career breaks due to caring
responsibilities.

14



Prevention of age-discrimination in the labour market hy...

...providing an age-friendly environment

Measures to shape the working environment accorttinghe needs of all ages are
important to attract more people to remain in thABolr market. Member States can
contribute to an age-friendly environment througdining, regulations, sharing of good
practices or grants for age-related health andrgg@guipment.

...Improving public perception of older workers

Experienced and reliable staff is an asset foryegempany as well as the society as a
whole. Governments may want to consider the best waraise awareness about the
competences and abilities of older workers. Possibleasures could be media
campaigns, awards, training or other forms of imfation events.

...establishing the legal framework

It is important that member States shape a legahdiwork for gradual and flexible
retirement. Furthermore, the prevention of any @igerimination in employment and
labour market needs to be legally constituted.

Adult learning programimes

Since the emerging knowledge society is increagiatgo becoming an ageing society,
member States may wish to consider how the neefdifitrer professional training can be
met, in order to keep already obtained professigualifications up to date. Coaching
and guidance on how to make smooth life and waksition may be important aspects,
which have to be consideréd.

Gender sensitive employment policies

Member States may wish to complement gender sems#imployment policies by a
flexible infrastructure of care arrangements, thevention of gender discrimination and
harassment at the workplace, to enhance involvewfemien in care and family duties,
and the assessment of the tax system accordirgntbeg criteria.

16 See: Tikkanen, T. and Nyhan, B. (2008jomoting Lifelong Learning for Older Workers. An
International Overview. Luxembourg: European Centre for the DevelopmeMarfational Training
(Cedefop), p.4.
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Checklist: Age-friendly employment policies

Goals Policy Areas Key Policy Elements
Health promotion

Improving intergenerationd

Age-friendly work

_ relations
environment
Awareness raising Promoting positive images
of ageing

Addressing age-
discrimination

Promoting approaches for
employing older persons

Promoting gradual

retirement
Flexible work arrangements _
Diminishing age- Providing measures for
discrimination in the labour daily or weekly working
market hours reduction

Ensuring work-life balance

Promoting part-time
employment

On-the-job training

Encouraging life-long
learning
Focusing on access to new
technologies (computer and
internet literacy), and
improving language skills
Matching skills needs with
individual educational
status of older employeesg
and his/her life course

Enabling older person to Maintaining skills and
participate in the labour experience of older workers
market Providing professional
Life-long learning training in search for new
position
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Gender equality

Developing infrastructure @
home and formal care for
family members in need

-

Preventing gender
discrimination and
harassment at the workpla

(%)
(¢

Involving men in home car
duties

[1°)

Creating a gender-assess
tax system
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