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1 BULGARIA

The ageing of the population is a trend which concerns most of the European
countries. Nowadays the sufficient utilization of the older workers' potential is not only a
matter of realization of their basic rights but also a matter of economic necessity.

1.1 Demographic trends

A persistent trend of population decline has been observed in Bulgaria. Over the last
16 years it has decreased by about 1 million. The decline of the population is due on
one hand to the negative natural growth and on the other to emigration. The value of
the nat ur al growth ratio for the | ast felw years
According to EUROSTAT forecasts it is expected that the population in the country will
be about 7 130 thousand people by the year 2015. This means that within the following
8 years it will decrease additionally by about 545 thousand people. Those trends leads
towards deterioration of the demographic situation and has affected the development
of the population, its number and its basic age structure, i.e. the distribution of the
population under, of and above working age. The ageing of the population, as well as
statutory changes concerning the defining of retirement age are also influencing this
trends. Regardless of the forecasted rise of fertility in the forthcoming years, there will
be significant changes of the population age structure as an outcome of the prolonged
fertility rate decrease. The share of the population of working age will keep growing
through 2010 due to the effect of the many accumulated generations after World War
Two.

The age dependency ratio (people aged under 15 and above 65 related to the
population aged 15-64) in 2004 was 44,9%. Because of the generation effect, the age
dependency ratio will have favourable values in the period 2005-2010; it will
subsequently deteriorate, and in 2020 it is expected to be 50,4%. Within just 20 years,
the ratio between the young people (aged under 15) and the people above 65 will
deteriorate from 85,6% to 67%.

1.2 Labour Market Situation

Bulgarian labour market is being very dynamic during the last few years. There are

many positive trends and results visible due t
The employment ratio in the age group 15 - 64 years was 61.7% in 2007, up from

50.4% in 2000. Despite that high increase observed for the last few years it is still

around 3 percentage points below the average value for the European Union (EU27 -

64%).

A very positive trend is observed regarding the employment rate of the older workers
(55 - 64 years). It has almost doubled in 7 years. This is very positive trend after the
big drop of the employment rate for that group in the beginning of the transition
process. The rate grew from 22.1% in 2000 to 39.6% in 2006. The targeted and
consistent active policy on the labor market aimed at preserving labor activity with age
increase has had a positive impact in this respect.

! The difference between birth and deaths per 1 000 people of the average annual number of population
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The unemployment is decreasing with a constant downward trend in the past few
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2007 reached 6.7 %
(9.0% in 2006).

The unemployment rate among adults between 55 and 64 years is also declining
although at a lower pace compared to the reduction in general unemployment.
According to the administrative statistics of the Employment Agency the number of
unemployed over 50 years decreased by around 30% between 2002 and 2007. The
growing demand for labour does not influence to the same extent unemployment
among various groups of unemployed individuals.

2 According to data from the Labor Force Survey carried by the NSI
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The data presented indicates an improving labour market prospects for the older

Unemployed per sons aged over 50 by districtsin 2007
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workers. Nevertheless this group faces some disadvantages on the labour market and
needs targeted assistance.

Policy Response - Active Ageing Policies

There is a need to address the long-term changes in the demographic development of
the country in a way which addresses both the personal prospects for decent living
standard with the need to ensure enough labour supply in order to fuel the economic

growth. That serious issue was discussed at length in different Bulgarian strategic
documents, namely:

¢ National Demographic Strategy (2006 - 2020);

e Employment Strategy 2004- 2010 (updated for the period 2008-2015);
¢ National Reform Programme;

¢ Yearly National Employment Action Plans.

As a result many policy initiatives were introduced or expanded, in order to create the
backbone of the national active ageing policy. There is a clear need for implementation
of programmes and measures aimed at enhancing the employability and employment
prospects of older workers. Therefore, actions in this field include the implementation
of effective labour market policies, more active participation in lifelong learning of the
people in the age group of 50-64, provision of safe and healthy working conditions as
well as the modernization of the pension system. Equal opportunities to elderly
employees in the transition from unemployment to employment, from one job to
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another, are supported trough inclusion in programmes and measures for subsidized
employment and training.

In 2008 the unemployed people over the age of 50 are one of the main target groups of
the national employment policy along with unemployed young people below the age of
29, unemployed people without education and/or qualifications and the inactive people
including discouraged people. The target set for 2008 is to achieve employment rate of
43% for adults in the group of 55 - 64 years.

The policies towards older workers are part of the efforts to provide lifecycle
approach to work. The creation of the right conditions for increasing the participation
of older people in the labour market are important part of the employment policy.

e The comprehensive reform of the social security system in 2000 introduced
legal changes regarding the determination of the retirement eligibility criteria.
Those changes have influenced the activity patterns for both men and
women. They will continue to influence the employment ratio among women
between 55 - 64, because having reached the retirement age of 63 for men
the retirement age limit is being raised by 6 months yearly for women, up to
reaching 60 years in 2009.

e The fiAssi stance for Retir ehepaunémployad i on al

in acquiring entitlement for retirement based on a period of social insurance
and age. It contributes to reduction of the social tension and secures
employment for a group of unemployed in disadvantaged situation on the
labour market. The programme contributes to the storage and transfer the
acquired experience between the generations and to keep the relationship
between them. It subsidizes employers to hire unemployed from the target
group for up to 30 months.

e rach year high numbers of unemployed are taking part in a promotion
measure subsidizing the hiring of unemployed women aged over 50 and men
aged over 55. The state budget subsidizes the salary and the relevant social
security contributions for one year and the employer is obliged to keep them
in employment for at least one more year.

o [Efforts are made to limit the barriers to employability by involvement in life-
long learning. The unemployed in the higher age groups are participating
actively in the different forms of training: literacy training, gaining work
experience, vocational training, and training for acquisition of key
competences. The methodology for selection of participants for the different
forms of training, organized by the Employment Agency gives special
advantage to the older unemployed in the selection process.

e The unemployed people over the age of 50 are one of the target groups
under the grant scheme of Human Resources Development Operational
Programme aimed at support and promotion of employment in sectors with
labour force shortage. In 2008 persons in this age group will receive access
to training in the field of tourism, construction, mechanical engineering, and
clothes production with a view to subsequent inclusion in employment.
Actions will be implemented within Human Resources Development
Operational Programme 2007-2013 under a particular scheme for the
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provision of conditions for active working life of the people over 50. In
2008 projects will be financed which will be aimed at the improvement of the
skills of the low skilled ones and which will include the provision of access to
training and employment.

With a view to provide lifelong learning opportunities and raise the
qualifications of middle-age people, amendments to the Employment
Promotion Act have been approved by the Parliament. They provide for the
differentiation of working-age pensioners in a separate group in order to
regulate their right to participate in employment and training measures. The
statutory amendments make equal the requirements for access to the
promotion measure of subsidized employment for women and men in pre-
retirement age (50 years old).

In order to stimulate and prolong the working life in 2008 an existing measure
was enhanced. Every person which is entitled to retire but continues to work
is gaining a 3% for each year worked when the eventually his or her pension
is calcul ated, instead of 1% for the Anor m
acknowl edged in the EU6s Joint Employment R

The renewed Bulgarian Employment Strategy which is expected to be
adopted by the Council of Ministers in April 2008 envisages additional
measures for that group. The support in the within the range of providing
lifecycle approach to work for people from all ages expected to contribute to
raise the employment rate for the age group 55-64 to 52% in 2015.
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2 CZECH REPUBLIC

Unemployment policy and labour market measures are primarily aimed at:

e Increased labour market flexibility i especially through measures directed
at job supply, namely, increasing the motivation of applicants and citizens to
accept and retain employment. Measures are focused primarily on the social
welfare system (making conditions for receiving benefits more strict, showing
preference to earned income over welfare income, providing benefits that are
conditional to the activity of the person collecting benefits, etc.).

e The creation of a functioning system of lifelong learning with territorial
coverage, primarily further professional education, which is a basic condition
for continual adaptation to the effects of the globalisation of the labour market
and the creation of knowledge economies.

e The development of social services aimed at avoiding the social exclusion
of all groups on the fringes of the labour market.

e Increasing employment of the two basic groups of job seekers. Flexible
information systems about job opportunities, increasing qualifications or
counselling services aimed at not adding to the workload of public
employment services (call centres, internet portal, etc.) shall be created for
job seekers, whose qualifications, skills and abilities correspond with the
situation in the labour market. On the other hand, the second targeted
group includes job seekers requiring individual work and care, where
counselling systems (including specialised systems), re-qualification and
even support for the creation of new jobs are implemented.

e The creation of conditions for entry to the labour market for specific
groups of citizens or job seekers such as mothers with children (balancing
out the conditions of the family policy and the unemployment policy), similarly
for increasing employment of people with a disability, for lengthening the
careers of older workers (adjustments to pension system conditions), etc.

e The liberalisation of conditions for employing foreign workers from
outside the EU/EEA and Switzerland. For specific job vacancies, which have
not been successfully filled with Czech Republic citizens or citizens of the
EU/EEA or Switzerland (withi n one mont h after t he
announcement), it will be possible to issue green cards to citizens of third
countries. In this way, the labour market will be able to react more flexibly to
demand shortages without excessive delay.

The role of other subjects in the creation and realisation of employment policy on the
national level:

The Ministry of Labour and Social Affairs cooperates with all other departments
when setting goals and during the realisation of employment policy. It works with
the Ministry of Industry and Trade (conditions for business development, investment
incentives, meaning support designated for the development on selected branches,
etc.), with the Ministry for Regional Development when supporting regional
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2.2

development, with the Ministry of Education, Youth and Sports when creating
conditions for the development of lifelong learning opportunities (primarily further
professional training) etc.

When preparing documents that elaborate the recommendations and main directions
of employment policy on the national level, just as when preparing specific measures,
the Ministry of Labour and Social Affairs cooperates with social partners associated
in the Council for Economic and Social Agreement, with partners on the regional level
(regional governors and regional authorities, etc.).

At the regional level, there are designated labour offices, coordinating
employment policy, primarily the active employment policy, realised by labour offices
within the given region. At regional and local levels, labour offices work closely even
with municipalities, during realisation of the active employment policy.

Sources of financing

There are two sources of financing coordinated at the central level. The state budget,
particularly the Ministry of Labour and Social Affairs chapter of the budget with
expenses for the active employment policy and, in addition, Operational Programmes
within the ESF. The Human Resources and Employment OP with its fields of support
is most important for the employment policy.

Successfulness

During the last three years, employment has been rising and unemployment has
been falling. It is difficult to precisely identify the causes. A basic factor is the very
good situation of the Czech economy (GDP growth above 6% per year), which is
generating ample new job vacancies (labour offices currently show 155 thousand job
vacancies on record).

Various measures accepted over the past few years, which are focused on
supporting economic growth, including a system of investment incentives, have

contributed to this development. Anot her f actor was the Czech

to the EU, which encouraged foreign investor interest in the Czech Republic. The
achievements of Employment Services also contributed a reasonable degree to this
positive development.

Measures that help to promote age management in the workplace:
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Preparations for aging included in the national programme for the period 2008 i
2012.

Measures approved at the government level:

4. A. Increase the availability and accessibility of lifelong learning programmes for
employers and employees. Support employers and employees investing in increasing the
knowledge and skills of older workers and employers providing conditions for gradual departure
into retirement and conditions for employing retired individuals.

4. B. Offer older individuals special re-qualification and counselling programmes within
the employment programme. Provide unemployed individuals older than 50 with individual action
plans (IAP) with a comprehensive treatment of the situation, as a rule.

4. C. In cooperation with social partners and with relevant ministries, evaluate the
possibility and effectiveness of implementing various types of financial incentives and support for
employers and employees for further training, training and employing older individuals.

4. D. Prepare changes within the pension system that will enable the simultaneous
collection of pension payments and employment for an indefinite period after attaining retirement
age. Propose measures to support gradual departure into retirement.

4. E. Monitor and analyse the causes and development of long-term inability to work
(longer than 6 months) and long-term illness in the population over 50.

4. F. Adapt the pension system to demographic trends, primarily by adjusting the
retirement age.

4. G. Expand opportunities for providing employer benefits to pension plans for those
interested in pension plans.

4. H. Increase awareness about the benefits of age diversity in the workplace, about

good fage management 0 pr eeartanagement, @out agedisonimination ¢

and protecting against discrimination.

4. 1. Motivate and support employers in creating healthy working conditions and
supporting health in the workplace.

4.J. As part of a sample survey of the workforce and other statistical surveys in the
labour market, focus on the situation of older individuals and pensioners.

4. K. Monitor the experiences of employers with older workers, utilising short-term
contracts for work and less than full-time working commitments as well as experiences with
discrimination in various sectors and regions. Support research on these topics.

4. L. Increase financial literacy and support health education of students in basic
education with an emphasis on explaining changing needs and economic situations throughout
life and in old age.

4. M. Support adult education in the school network through systematic projects of the
European Social Fund. Open Lifelong Learning Centres that will support both the supply and the
demand for lifelong learning.

4.N.1l mpl ement thre WRibdippiodaalf,o Further Educ
on the development of abilities in using information technology, as well as language and other
skills.

at
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4. O. Increase the level to which pensioners are informed about opportunities to be
gainfully employed. Support the creation of information sources that will provide information to
seniors about opportunities for work within or outside of their vocation.

4. P. As part of support for conducting business, approve such measures that will take
into account the specific needs and disadvantages of older individuals and increase their
motivation for conducting business.
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3.1

3.2

DENMARK

The strategy

The Danish labour market situation is pretty good with a high participation rate and low
unemployment and also for senior workers. The employment rate is app. 80 pct. and
for people aged 55-64 years it is app. 60 pct. The unemployment rate is 2,0 pct. and
for the 55-64 2,2 pct.

The starting point is to look at the person before looking at the age. Elderly people are
not per definition weak people and special rules for senior workers should be avoided
and particularly regulations indicating that e.g. people above the age of 55 are on their
way out of the labour market. The strategy is promoting active ageing by placing senior
workers on an equal footing with others in the labour market.

As several factors influence the decision on retiring from the labour market the efforts
should address various factors e.g. attitudes, knowledge dissemination, prevention of
attrition, various types of incentives etc.

The concrete targets are to postpone retirement, reduce early retirement, increase
labour market participation of senior workers, reduce unemployment, prevent attrition,
and thus increase the labour force.

The Welfare Reform

A Welfare Reform has been passed by a broad majority of the Danish Parliament in
2006. The reform includes:

1. The eligible age for the Old Age Pension and for the Voluntary Early
Retirement Pay is increased

2. Rules for unemployment benefit and activation are mainstreamed
3. Two new possibilities of job subvention for unemployed 55+ are introduced

4. A fund, aiming at prevention of attrition, has been established

Re.1. The threshold age of early retirement is 60 and of old age-pension 65 years. The
welfare reform includes that the age threshold for early retirement via the Voluntary Early
Retirement Pay Scheme (VERPS) will be raised from 60 to 62 from 2019 to 2022 with %
a year each year. The public old-age pension age will be raised from 65 to 67 from 2024
to 2027 with ¥2 a year each year. Further, a life expectancy indexation of age limits in the
pension system will be introduced from 2025. From 2025 and every fifth year onwards
the age limits can be unchanged or raised with half a year or 1 year depending on the
development in longevity of the average 60-year-old.

Re.2. Rules for unemployment benefit and activation are mainstreamed. The right for the
55-59 years old to maintain unemployment benefit longer than the normal 4 years has
been abolished.

’G’H‘K’ 10



3.3

Re.3. This abolishment has been combined with the introduction of two new possibilities
of job subvention for unemployed 55+:

1.

2.

If an unemployed 55+ - after an unemployment-period of 12 months i finds a
job, the company has the right to get subsidy for 6 months.

55-59 year old unemployed who lose their right to unemployment benefit
because of the abolishment of the extended period of unemployment benefit for
55-59 year old unemployed, get the right to a job in the municipality. The
municipality will be subsidised for a part of the wage and is obliged to provide the
job. The person can keep the job until early retirement pay.

Re.4. The purpose of the working conditions legislation is to obtain safe and healthy
working conditions. In general the legislation does not include age defined rules.
However, a special fund, the Prevention Fund, has been set up in order to prevent
attrition. The fund will have a capital of DKK 3 hillion. The object of the Fund is to finance
activities with a view to prevent the premature withdrawal of Danish workers from the
labour market due to physical and mental attrition.

Financial support may be granted within the following main fields:

prevent routines and work functions that lead to attrition

develop new technologies for prevention of routines and work functions that
lead to attrition better training and vocational rehabilitation of sick and
disabled persons

increase awareness about risks in connection with smoking, alcohol, physical
inactivity and obesity.

Other initiatives

Other senior policy initiatives to be mentioned are:

The Minister for Employment, Mr Claus Hjort Frederiksen, has established a
Think Tank aimed at improving labour market situation of older workers. The
14 members comprise senior organisations, researchers, social partners and
enterprises.

An official Prize of Senior Practice in enterprises was presented in December
2006. It has been decided to make this presentation an annual event to
maintain focus on the challenges of maintaining and (re)entering senior
workers. www.seniorpraksis.dk

The website www.seniorpraksis.dk disseminates good learning and
experience on senior policy.
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ESTONIA

As in most of the European countries, the population of Estonia is decreasing and
ageing. In 2007, some 17% of its population was aged over 65 years, according to
Statistics Estonia.

According to the population projections by Eurostat the population is expected to
decrease from the 1.343 thousand in 2007 to 1.125 thousand by 2050. The share of
population older than 70 years will increase from 11% to 18%. Hence, the share of
older generations in the total population will increase significantly during the first half of
the century. This means that continuous increase in the employment rate especially for
older workers is important to counteract the negative impact of ageing on the social
security system. Improving the skill level of the labour force could be one possible
option for that.

Estonia is one of the best performing EU countries in terms of employment of older
workers. The employment rate of older workers (55-64) has increased steadily from
2000 and stood at 58.2% in 2006, which is the third highest in EU after Sweden and
Denmark. According to the Estonian Labour Force Survey data in 2007 the
employment rate of older people was 59.5% (see Figure 1). Average exit age from the
labour force was 62.6% in 2006, which is also above the average of the EU.

Figure 1. Employment rates of older people (55-64)
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Source: Statistics Estonia, labour Force Survey data

One of the reasons behind the relatively high employment rate of older workers has
been the strong economic growth in Estonia in recent years (on average 8.8% in 2001-
2006). The other explanation includes the increase in retirement age and incentives in
pension system, which support working in retirement age. The retirement age has
been raised for both men and women since 1994, when the respective levels were 60
years and 55 years. The retirement age for men has already reached the target level of
63 years and that of women will be gradually increased to 63 years by 2016. Also,
since 1996 all working pensioners are entitled to receive a full pension while working.
Thus, it means that the grant of pension and withdrawal from the labour force are not
conditionally linked in Estonia. Moreover, if a person already receives an old-age
pension and still pays social tax at the same time, then this will increase their
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insurance component, which in turn increases the amount of old-age pension to be
received in the following years. Due to the rise in women retirement age, it is likely that
the labour supply of women aged 55-64 will increase during the forthcoming years
(Leetmaa et al, 2004). Furthermore, relatively low level of pensions could work as
incentive for working. Average replacement rate is around 30% only. By Védrmann et
al (2006) men and women used to leave the labour market about 4.5 years later than
the statutory retirement age. Half of them were still working five years after reaching
the retirement age. The general increase of activity during the past years can be
explained also by the labour shortage which has increased demand for older
employees, thus making it easier for them to find work.

On 8 February 2006, the Estonian parliament ratified amendments to the Employment
Contracts Act, abolishing all articles permitting the discrimination of older workers on
the basis of their age. The act, which came into force in 1992 and which has been
under discussion for some time, permitted the dismissal of employees aged over 65
years, merely on the basis of their age and on being entitled to a pension. In line with
the amendments, the Employment Contracts Act protects older workers against
dismissals in the same way as it protects all other employees. According to the
decision of the Supreme Court from 1 October 2007, the articles that legally permitted
the dismissal of public sector officials aged over 65 years on the basis of their age
were declared invalid.

A general improvement in the quality of working life for older people presumes a
change in the mentality of both the employers and the elderly i especially when it
comes to improving the skills. Older people are not as eager to engage in individual
development as younger people, and employers do not invest that much into their
training because the profitability of such an investment during the few remaining
working years of the employee is questionable. At the same time, it is important to pay
attention to renewing skills because outdated competence is one of the few factors
hindering older people from working and which can actually be reduced with the help of
active labour market measures (Vark, 2007).

As in most of the new member states, participation in education and training is in
general very low in Estonia. Only 6.5% of the 25-64 years old participated in lifelong
learning, which is below the EU27 average of 9.6% and much lower than the EU target
of 12.5% for 2010. Only a small fraction of older workers participate in lifelong learning
(in 2006 3.6% of the age group 45-54 and 1.9% of the age group 55-64). Furthermore,
the share of employees participating in continuous vocational education in Estonia is
also significantly lower compared to the EU average (by Eurostat 20% and 36%
respectively) (Leetmaa, 2007). According to the study by Vé6rmann et al (2006) the
interest of older workers for further training is modest. The main reasons behind this
are the age (too old) and lack of financial support.

Regarding the recent developments, the Government approved the Lifelong Learning

Strategy for 2005-2008 in November 2006. The aim of the Estonian Lifelong Learning

Strategy is widening the learning opportunities for adults. According to the Lifelong
Learning strategy oOthe principles of financing
liability of central government, local governments, employers, employees and learners

for the financing of studies will be established. However, there are no special

provisions for older workers in the Lifelong Learning Strategy, also there is no Active

Ageing Strategy available in Estonia.
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In addition to the adult training regulated by the Adult Education Act, training for the
unemployed is organised by the Public Employment Offices, which work under the
jurisdiction of the Ministry of Social Affairs. Several projects aimed at increasing the
competitiveness of the unemployed older workers in the labour market have been
financed by the ESF.

From the beginning of January 2008 Estonian Labour Market Board is implementing a
new European Social Fund financed program called "Enlargement of provision of
qualified labour force 2007-2009". A subsection of this program is oriented to elderly
people. The target group is people in age 50-74 who are jobless or in risk for loosing
their job. Program has several activities for elderly people: labour market measures like
work practice, different training programs, coaching for working life. New measures for
elderly people are psychological counselling for those, who need to change their way
of life when changing or restarting working relationships; social rehabilitation for those
who have additional serious problems that prevent them to work; and adjustment of
working premises and equipment - age causes many changes in the health system -
sometimes the easiest things may help to retain the job - like a phone with bigger
buttons, a bigger screen for the PC or combined working, also working at home. It is
also possible to support elderly people to start as a self-employed person. Working as
a self employed person gives more flexibility to working time and therefore helps to
deal with health problems.

Our new program is mostly oriented to finding out what kind of help would be useful
when age starts to interfere with working. Of course as apart of the program
awareness of both employees and employers will be hopefully raised in this subject.
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5.2

IRELAND

Background

The current overall employment rate for older workers is 53.9%, well above the EU27
average and exceeding the Lisbon target of 50% for 2010.

The O6ageing problemdé is not acute in
European countries. The share of the population of working age is high and is set to
continue for some time. The current ratio is 6 people of working age to every 1 person
aged 65 and over but by 2025 this ratio will fall to 4:1. Higher employment rates
among older workers will therefore be needed in order to increase labour supply as
well as reducing expenditure on health and pensions.

As a result of increased labour demand, the employment of older workers in Ireland
has risen by 12% in the past 10 years. This rise was driven not by a delay in retirement
but by an increase in the movement of the formerly non-employed into jobs. The
increase was mainly due to women entering jobs from home duties but men entering
from unemployment also played a significant role. Employment rates for older women
increased by around 18% over this ten-year period, with the rate for men increasing by
about 7%. Flexibility in working hours, particularly through the availability of part-time
work, has contributed considerably to increased participation by older workers,
especially women.

While Ireland has already reached its target under the Lisbon Agenda, there is scope
for further increases considering that:

i. the percentage of the population available to flow into the 55-64 age bracket
in the years ahead is higher than the current population of this age; and

ii. the employment rate for older workers is 15% less than the overall
employment rate (10% less for males and 21% less for females).

The focus now needs to be on increasing employment, particularly in the 60-64 age
bracket and encouraging people to remain in work at least up to the age of 65 in order
to ensure that these greater numbers coming on stream remain in the labour market.
Historically, Ireland has had a high effective retirement age compared to other OECD
countries i.e. where older workers are in the labour market they tend to stay there until
close to 65. If this pattern continues in the future, employment levels should increase
automatically within the 60-64 age group as lower age groups with higher participation
levels move into this bracket.

Towards 2016

The current social partnership agreement, Towards 2016, contains commitments in
relation to promoting education and employment opportunities for older people, such
as:

e The continued participation of older people in the labour market will be
encouraged and facilitated to meet the challenge of an aging society. A
cultural mindset change will be promoted among both employers and
employees to encourage older workers to remain in employment.
Promotion of training and upskilling of employees for low-skilled/older
workers, will take place to enhance employability in the context of the
impact of globalisation. The preventive process will be extended to
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those aged 55-64 to facilitate unemployed older workers remaining
attached to the labour market. This will tie in with the phasing out of the
Pre-Retirement Allowance (PRETA).

e Training and advisory services, including those provided by Fas, will
assist older people who wish to return to the workplace.

Retirement age

There is no age discrimination in employment rights legislation and there are no
provisions in employment or equality law that impose a compulsory retirement from
employment. The Employment Equality Acts 1998 and 2004, among other things,
protects against discrimination on the ground of age in relation to access to
employment. However, they also permit an employer to decide on a retirement age in
a particular employment to give flexibility to employers and employees, having due
regard to the nature of the work being performed.

There is no statutory retirement age in Ireland although 65 is commonly regarded as
the normal retirement age. Older workers in Ireland tend to retire later than their EU
counterparts. Retirement decisions are based on a number of different factors such as
availability of pensions, the availability of early retirement options in employment and
the type of occupation engaged in. While there have been changes in relation to
compulsory retirement ages and minimum pension ages in the public service, there are
no statutory provisions governing the private sector and retirement ages are normally
set out in employment contracts.

Examples of interventions to encourage older people to remain in/return to the
workforce are set out below.

Public Service Policy

In the public sector, the compulsory retirement age was 65, with exceptions for Gardai,
Prison Officers, Firefighters and the Army. The Public Service Pensions
(Miscellaneous Provisions) Act 2004 abolished the compulsory retirement age for the
public service generally, setting no upper age limit, and increased it by a few years for
the exceptional cases already mentioned.

Green Paper on Pensions

The Government published its Green Paper on Pensions in October 2007. The Green
Paper sets out the current situation in relation to a number of issues such as social
welfare pensions, incentives for retirement saving, public service pensions and work
flexibility in older age, puts forward a number of possible options for change and poses
guestions for consideration. Following publication a consultation period commenced
which will continue until mid 2008. As part of the consultation process, the Department
of Social and Family Affairs intends to run a series of regional seminars and a national
conference on the issue of pensions. The Green Paper is a discussion document and,
following consideration of the responses, it is intended that a White Paper will be
produced by end 2008.
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5.5 Office for Older People

A Minister of State for Older People was assigned in 2007 and is a member of the
cabinet committee on social inclusion. The Minister will be supported by the recently
established Office for Older People, based in the Department of Health and Children.
One of the first tasks of the Office will be the preparation of a National Positive Ageing
Strategy, with the assistance of a Cross-Departmental Group on Older People.

FAS, the national training and employment authority, delivers the following
programmes/training which includes support for older workers:

5.6 Activation

The activation process involves active engagement with the unemployed after 3
months on the live register to assist them progress towards employment, training or
active labour market programmes. This process was extended to those aged 55-64 on
a national basis in 2006, together with the elimination of the pre-retirement allowance
(PRETA), which had been available to this age group.

5.7 Community Employment (CE)

Community Employment is an employment and training programme which helps long-
term unemployed people to re-enter the active workforce by breaking their experience
of unemployment through a return to work routine. The programme assists them to
enhance and develop both their technical and personal skills which can then be used
in the workplace. The CE programme is sponsored by groups wishing to benefit the
local community, namely voluntary organisations and public bodies involved in not-for-
profit activities. Since 2004, those over 55 years of age have been allowed to avail of
a six-year period on CE to engage in useful work and training within their communities.

5.8 Expanding the Workforce

Expanding the Workforce provides a gateway for women returnees into the labour
market, many of which may not have worked for a long period of time or who have
never worked. It provides individual training plans, assertiveness training and assists
women to find a job or on the job training. Employers are encouraged to make the
workplace more attractive for women returnees and they also have access to a
database of women returnees. Many of these women fall within the older age groups.

5.9 FAS training

FAS offers training courses suited to the needs of both jobseekers looking for
employment and employees wishing to improve their skills. Increased funding has
been allocated to FAS to enhance training for those in employment, including older
workers. This will allow workers the opportunity to acquire new skills (including
portable skills) and competencies so as to perform higher added-value tasks. Training
is being focused on those with low level of qualifications and in low level occupations
so that they are better prepared and more inclined to stay in the labour market.

5.10 Work-life balance

The availability of a flexible working environmentcaninffluence a personés deci ¢
participate in the labour market, particularly later in life. The National Framework
Committee on Work/Life Balance Policies has a specific remit to raise awareness and
encourage the provision of work/life balance at the level of the enterprise. This
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Committee comprises representatives from IBEC, ICTU, the Equality Authority and a
number of Government Departments. It has undertaken and continues to undertake a
range of activities including the provision of financial assistance to organisations,

information dissemination activities, seminars, and research activities.

Data

Current Population by Age Group in Ireland

Age Total i 000s % of Total
0-14 883.8 20%
15-24 633.8 15%
25-34 763.1 17%
35-44 637.5 15%
45-54 532.4 12%
55-64 417.9 10%
64+ 470.5 11%
Total 4,339.0 100%

Source: CSO: Population and Migration Estimates (April 2007)
Population Projections for the Active Age Categories, 2001-2036

Share of Older
Year 15-54 55-64 15-64 People
000s %
2001 2252.2 337.5 2589.7 13%
2006 2424.5 409.5 2834.0 14%
2011 2543.9 468.9 3012.8 15.5%
2016 2660.7 516.1 3176.8 16%
2021 2743.2 570.9 3314.1 17%
2026 2832.8 625.0 3457.8 18%
2031 2874.9 691.9 3566.8 19%
2036 2862.5 780.2 3642.7 21%

Source: CSO: Population and Labour Force Projections 2006-2036 (M1F1)
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Employment rates 1998-2007

1998 | 1999 | 2000 | 2001 |2002 | 2003 |2004 |2005 |2006 | 2007

Overall | 61.1% | 63.9% | 65.3% | 65.6% | 65.0% | 65.6% | 66.6% | 67.8% | 68.8% | 69.0%
55-64 41.4% | 44.4% | 45.8% | 47.4% | 48.4% | 49.0% | 50.1% | 52.2% | 53.0% | 53.9%
Male 72.8% | 75.2% | 76.3% | 76.1% | 75.0% | 75.3% | 76.1% | 77.1% | 77.9% | 77.1%
55-64 60.2% | 62.2% | 63.7% | 65.2% | 64.9% | 64.6% | 65.1% | 65.6% | 67.2% | 67.6%
Female | 49.3% | 52.6% | 54.2% | 55.1% | 54.8% | 55.7% | 57.1% | 58.3% | 59.6% | 60.8%
55-64 22.5% | 26.4% | 27.7% | 29.1% | 31.6% | 33.3% | 34.6% | 38.5% | 38.6% | 40.0%
Source: CSO: Quarterly National Household Survey i Qtr 4 2007
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6.1

SPAIN

The Employment Situation of Older Workers (551 64 Years)

From the fourth quarter of 2002 until the end of 2007, the workers that fall within the
age slot that runs from 55 to 64 years old have noticeably improved their situation in
the job market in Spain. This is in spite of the fact that there are two elements that
place significant conditions on this favourable evolution: on the one hand, the
population in this age group is currently growing at quite a high rate (it has increased
by 468,300 people in the period considered, which represents a 14.6% increase); on
the other hand, this is a population sector in which the rate of female participation has
traditionally been very low and this is taking off very slowly.

The growth in employment in this age group has been high, since at present 481.400
people more are working than at the end of 2002 (28.6% more), which means the
employment rate has gone from 40.1% in 2002 to 45% at the end of 2007. However, a
significant effort remains to be done to reach the goal of 50% that was set for 2010 by
the European Council of Stockholm.

The employment rate in these ages is, as has been said before, very different
depending on the sex of the workers. While 6 out of 10 men are working, in the case of
women only 3 do so. Notwithstanding this circumstance, this situation has improved in
these almost last five years, in which the employment rate for women has grown by 8.3
points (it has gone from 22.2% to 30.5%); while the rate for men has gone from 59.0%
to 60.3%, that is to say, it has undergone a very moderate increase.

With respect to the dole, people of these ages have a low level of unemployment, 6%
according to the latest data available (4th quarter of 2007); and although the jobless
rate is lower amongst men (5.2%) than amongst women (7.5%), in no case is it very
high.

Therefore, the fundamental problem in this age group is the low level of participation in
the job market, which becomes very low in the case of women. This is the result, in the
case of men, of certain circumstances and a culture that has been created since the
800s, which promoted t hHugenatiom sftworkfarcesuand whigh
has had to expel workers older than 55 from the job market; and in the case of women,
a cultural trend acquired in the stage prior to democracy, which placed women in the
family home and not in the job market.
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Evolution of Employment and Unemployment of the Population from 55 to 64 years old

IV Quarter IV quarter Variation
2002 2007 Absolute %

Both sexes

Population 4,194,500 4,806,600 612,100 14.6
Active 1,812,200 2,300,300 488,100 26.9
Working 1,680,700 2,162,100 481,400 28.6
Out of work 131,600 138,100 6,500 4.9
Activity rate 43.2 47.9 4.7
Employment
rate 40.1 45.0 4.9
Unemployment
rate 7.3 6.0 -1.3
Men
Population 2,036,900 2,334,500 297,600 14.6
Active 1,280,800 1,485,000 204,200 15.9
Working 1,201,200 1,407,800 206,600 17.2
Not working 79,700 77,200 -2,500 -3.1
Activity rate 62.9 63.6 0.7
Employment
rate 59.0 60.3 1.3
Unemployment
rate 6.2 5.2 -1.0
Women
Population 2,157,600 2,472,000 314,400 14.6
Active 531,300 815,300 284,000 53.5
Working 479,500 754,400 274,900 57.3
Not working 51,800 61,000 9,200 17.8
Activity rate 24.6 33.0 8.4
Employment
rate 22.2 30.5 8.3
Unemployment
rate 9.7 7.5 -2.3
Source: EPA
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6.2

6.3

Il Policies regarding population ageing

Until the end of the last century, there were hardly any measures in Spain aimed at
keeping older workers in the job market. On the contrary, the frequent resorting to
measures of early retirement was considered to be a suitable way of facilitating the
processes of the restructuring and reorganisation of companies and, above all, in order
to reduce the high unemployment level, especially amongst the young.

However, in the last decade, the concern about the economic and social
consequences of ageing has given rise to a set of reforms aimed at lengthening the
working life of workers as long as possible. Specifically, in the context of the Toledo
Agreement in 2002 (an agreement signed by all of the representative political forces
dealing with the necessary reforms to the Social Security system) and following
agreement wi t h soci al spokespeopl e, a
underway that came to replace a whole variety of early retirement measures.

More recently, a new agreement with social spokespeople, whose content has been
incorporated into the 40/2007 Act, of December 4, on Social Security measures,
means progress in the strategy initiated in order to assist the voluntary prolongation of
working life beyond the legal retirement age, and at the same time reinforcing the
requirements that allow for early retirement and partial retirement.

In addition to these reforms, other employment training measures have been
implemented in order to assist the contracting and length of stay of older workers in
employment.

As regards the job market, and in line with the European employment guidelines that
establish the application of policies aimed at full employment, achieving an
employment rate of 50% for people between 55 and 64 years of age, the overall
objective of all of these measures, included in the National Reform programme (Sixth
Element dedicated to the job market and to social dialogue), consists of increasing the
occupation rate of older workers (55-64 years old) and bring the real retirement age
close to the legal age.

Il Measures aimed at encouraging the prolonging of working life
Incentives to maintenance of older workers in employment
a. Partial retirement

The partial retirement regulations lay down the possibility of making receiving a
pension compatible with part-time work.

Workers who have reached the legal retirement age (65 years old) will be able to have
access to partial retirement, as long as a reduction in their work shift of 75 per cent
takes place, without the need to execute a hand-over contract.

It will also be possible for the workers who have reached 61 years old (60 in the case
of those who had the status of policyholders on January 1, 1967) to have access to
partial retirement, provided that a hand-over contract is simultaneously executed. In
this case, the workers who take partial retirement have to meet other additional
requirements such as that of the shift regime, a minimum of 6 years length of service in
the company and 30 years of Social Security contributions. The maximum limit to
reducing the shift is raised to 85% when the worker who takes over is contracted full-
time under a contract of indefinite duration.
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As regards the hand-over contract, this is arranged with a worker who is registered as
unemployed, or who has a fixed term contract arranged with the company. The
duration of the contract will be indefinite or equal to that of the time that remains for the
replaced worker to reach retirement age. If the worker who has partially retired
continues in the company when this age is reached, it will be possible to extend the
hand-over contract that has been executed for a fixed term, by means of an agreement
between the parties by annual periods. In any event, this is to be terminated when the
period corresponding to the year in which the full retirement of the relived worker takes
place ends.

b. Increase in the retirement pension

Remaining in employment after 65 years old is given an incentive by means of an
increase in the retirement pension of 2% per year of additional work, and it is possible
to exceed 100% of the pension. This percentage will be raised to 3% when the
interested worker ha substantiated at least forty years of contributions when he
reaches 65 years old. In any event, the full amount to be received will not, in annual
calculations, exceed the amount of the maximum limit of the contribution base in effect
at any time.

c. Reduction in Social Security contributions

Companies are granted a reduction in the business payment to the Social Security
system for common contingencies, other than for temporary disability, of 40 per cent
which will be increased annually by 10 per cent, with respect to workers with indefinite
contracts who are 59 years old or ol der
in the company. Exemption from contributions, for both businesses and workers, (other
than for temporary disability) is expressly regulated, from the age of 65 and with 35
years or more of contributions.

Measures to provide incentives to access to employment for older workers
a. Subsidies for contracting

The indefinite contracting of all workers over 45 by means of discounts in the corporate
contributions that are maintained throughout the term of the contract, is promoted,
rather than the general rule of discounts over four years. In the case of the over-4 5 6 s
who are disabled, the amount of the discount is increased, and discounts are also
provided for temporary contracting.

b. Promotion of employment for those over 52 who receive unemployment
benefits.

The unemployed over 52 who receive unemployment benefit can have part of the
same made compatible with working on an employed basis. In addition, significant
economic incentives are granted to companies for the contracting of this group.

c. Active income for insertion

Specific programme of labour insertion, initially created for the long-term unemployed
over 45 with special economic needs (at present this has been extended to other
groups of beneficiaries). This combines actions of active policies (personalised
teaching, itinerary of labour insertion and incorporation into employment and/or training
plans) with the receipt of monthly rent.
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6.5 Measures that penalise the early retirement of workers

a) Reduction of between 6 and 8%, one year in advance, in the pension of the
worker who retires before the age of 65.

b) In the event of a collective dismissal taking place that affects workers over 55,
an obligation is imposed on the company to
contributions until he reaches 61 years old.

c) In the case of early retirement of a worker who is over 55, the worker has to
cover the contributions necessary from 61 years old until the age of his
effective retirement.

6.6 IV Measures to improve employability

e Older workers are a preferential group in actions for improving occupational
opportunities that the Public Employment Services undertake.

e In the Employment Workshops programme, aimed at unemployed job
seekers over 25, the candidates over 45 have preference in the selection,
amongst others.

e The new professional training model for employment is aimed at all workers,
employed and unemployed, including those that do not make contributions

for professional training. The possibility
amongst other groups, have priority to participate in the training actions
undertaken.

’G’H‘K’ 24



7.1

7.2

FRANCE

General overview

The public authorities and social partners have deployed a range of initiatives in recent
years: tightening up of public early retirement procedures, reform of pensions in 2003,
signature of a national interprofessional agreement followed by the law on life-long
training in 2003 and 2004, adoption of a health at work plan for the 2005-2009 period,
reform of unemployment insurance coverage for older people, signhature of the
concerted national action plan (state, social partners) for employment of older
workers for the 2006-2010 period. This latter plan is the first illustration of an over-
arching approach to employment of older workers, jointly led within their respective
fields of jurisdiction by the public authorities and social partners.

The end purpose is to increase the employment rate of 55-64 year olds by 2% annually
for the period 2006-2010 so as to obtain an employment rate of 50% by 2010, in line
with the objectives of the European Employment Strategy. By improving the
working/non working population ratio this increase will help protect the long-term future
of the pension system.

In fact, this increase should be achieved via the cumulative effect of financial
incentives introduced to push back the age when people stop working and measures to
help older workers return to the workplace and better organise the end of their working
lives.
The target groups and the actors of the national action plan
The target groups are:

e Employers for changes in behaviour as regards companies' recruitment

practices, and to stop workers being automatically retired at 60, improved
working and employment conditions.

e Employees for improvements in their employability through life-long training
and incentives to stay in the job rather than retire.

e General public for changes in sociocultural representations.
The main actors are:

e Social partners (cf: national interprofessional agreement, concerted action
plan, branch agreements, etc.),

e The public employment service and its various operators: ANACT (national
agency for the improvement of working conditions), ANPE (national
employment agency), AFPA (national association for vocational training).

The national older workers action plan is based around five objectives
underpinned by 31 concrete actions to combat age-related discrimination:

1. ensure changes to sociocultural representations (nationwide communication
campaign in autumn 2006),
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2. help keep older people in the workplace (forward management of jobs and
skills, revision of agreements lowering the retirement age, improved working
conditions),

3. help get older people back into the workplace with

- special services offered by the public employment
service (personalised monthly monitoring, internal and
external policy to build awareness of older people's
requirements among ANPE counsellors),

- mobilisation of assisted contracts with the objective of
20,000 employment initiative contracts for jobseekers aged
over 50,

- elimination of obstacles to employment created by the
Delalande contribution (introduced in 1987, this concerns a
levy payable by an employer when it makes a worker aged
over 50 redundant). In the future, no contribution will be
liable if a contract is terminated. This contribution should be
eliminated in 2010.

- creation of an 18-month fixed-term contract renewable
once (limited to those over 57 seeking employment for over 3
months).

4. restructure end-of-career paths:

- promotion of progressive retirement which enables
workers over 60 to continue in part-time employment while
receiving part of their pension),

- consolidation of the premium system which supplements
the pension by 3% for each additional year of validated
professional activity beyond the age of 60,

- improvement in the concurrent employment/retirement
system for those on low incomes.

5. ensure triparty monitoring over time with the establishment of a permanent
monitoring group comprised of representatives of the state and social partners.

Concerning the interprofessional negotiations, various branches have signed
agreements highlighting all or part of these objectives: the timber trade and derivative
products, the rubber industry, retail and wholesale commerce (primarily food), garden
centres, seed houses, the dairy industry, building materials trade, metallurgy, sale and
manufacture of soil and fertilizer products, hardware, sugar industry, wholesale fabric
trade, carpets and household linen and distance-selling companies.

Some groups or companies have also included the topic on their agendas during
negotiations (such as ARCELOR, ALSTOM, Crédit Agricole, Fairlead Management, La
Mondiale, Air France, SFR).
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7.4

Initiatives regarding lifelong learning and training by enterprises and social
partners

38 branch agreements have covered the training of employees aged over 45.

Only 13 of these agreements predated the national interprofessional agreement (ANI)
relating to the employment of older workers of 13 October 2005, which illustrates the
positive impact of this agreement with the growing number of branch negotiations on
training for older workers.

In the 38 agreements identified, the "skills assessment" tool is primarily highlighted
for employees aged over 45, in reference to article 8 of the ANI. No fewer than 15
agreements refer to it, particularly those for the branches of the dairy industry,
hairdressing and shoe manufacturing. People aged over 45 are defined as a priority
population group for the period of professionalisation (article 11 of the ANI) in 15
branches. This is followed by the professional interview in the second phase of the
career (article 5 of the ANI of 2005) covered by 10 branch agreements (Chemicals,
Sugar refineries, etc.). In most cases, the agreements cover several procedures in a
cumulative manner.

However, a single agreement (concerning casinos) explicitly favours older workers for
assignment of tutoring and mentoring positions (article 10 of the ANI). Likewise, only
one agreement refers to the DIF (article 7 of the ANI) for older workers (branch of
financial companies). Validation of work experience (VAE) (article 9 of the ANI) is
only identified in the following branches: rubber, railway handling operations and
assistance companies.

The question of professionalisation contracts for the over 45s only emerges from a
remuneration perspective (shoe repairs, distribution consultants).

Finally, numerous branch agreements define workers over 45 as priority cases for
training: timber, consumer cooperative, garden centre, pharmaceutical wholesale, etc.

None of the 38 agreements contains specific provisions in favour of unskilled
older workers. However, the ANI of 13 October 2005 indirectly seeks to increase this
group's access to training to the extent that action no. 8 is aimed at fostering the
forward management of jobs and skills in small and medium enterprises.

Some measures regarding to working conditions

e The progress contract for the ANACT (national agency for the improvement
of working conditions) network 2004-2008: the ANACT network, formed by
the national agency and regional associations for improving working
conditions, intervenes at company level and disseminates its methods
among the social partners and all players concerned. The ministry of
employment which is the main funder of the network, has established 4 key
areas for action including "fostering age management throughout lifetimes".
The ANACT's contribution resides in help with diagnosis, drafting of action
plans combining age, gender, state of health, skills, demographic data on
working populations and organisation of work. The health in the workplace
plan (PST) also forms part of a key area for intervention; the agency
contributing its know-how in drafting a single document for small and medium
enterprises or very small enterprises or developing support for procedures to
prevent muscular-skeletal disorders (MSDs).
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Funds for improving working conditions (FACT): this procedure, managed by
the regional directives for work, employment and vocational training and the
central administration of the ministry of employment, is aimed at supporting
companies with fewer than 250 employees and the professional branches
with a view to promoting better working conditions while taking account of
work organisation issues within the company. The purpose of this fund is to
subsidise studies aimed at risk prevention and, especially since 2005,
oversee actions related to age management while taking account of factors
such as the arduous nature of professions and exercising these professions
throughout a lifetime.
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8.1

CYPRUS

Current Situation in Cyprus and employment of older Workers

The age composition of the population portrays a somewhat younger age-structure
than the EU average. The proportion of children below 15 is 18.0% whereas the
proportion of persons 65 years old and over is 12.3% and it ranks among the lowest
within the EU. However, trends the last two decades demonstrate the ageing process
of the population as a gradual increase is observed in the proportion of old-aged
persons with a simultaneous decrease in the proportion of children. The proportion of
persons aged 45-64 is also on the increase (to 24.1% from 19.4% in 1992 and 17.6%
in 1982) indicating an ageing of the working age population as well. The total fertility
rate for 2006 is 1.44 per thousand women in the reproductive age-groups, placing the
total fertility rate of Cyprus near the average of the European Union member states.

During the last years the employment rate of older workers demonstrates an increasing
trend reaching 55.9% in 2007. However, comparisons of age specific employment
rates indicate that even though the employment rate of male older workers is very high,
the corresponding rate for female workers is significantly lower. Figure 1 demonstrates
a comparison of employment rates by gender for the years 2004-2007. Persons aged
55-64 constitute the 64.5% of the total inactive working age population, from which the
vast majority (71%) are women, indicating that whilst Cyprus performs relatively well
with respect to the proportion of older men still in employment, it performs poorly with
respect to the proportion of older women who work.

Employment Rate of Older Workers (55-64) by
Gender

| —e— Male —=— Female —a— Total|
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Figure 1

These statistical evidence indicates that women exit the labour market at an earlier age

than men.
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8.2

Employment Policy and age management at the workplace

Among the main objectives of the National Reform Programme is maintaining high
rates of increase of labour supply, particularly by raising old-aged and female
participation rates and reducing gender inequality.

To this end, many active labour market measures are already being implemented, or to
be implemented in the new programming period 2007-2013. Even though these
measures do not specifically target older people, they could benefit their employability
through work subsidies and improved training opportunities. Some of the measures
are:

e Expansion and improvement of care services for the children, the elderly, the
disabled and other dependents

e Promotion of flexible forms of employment

e Development of a National Life-Long Learning Strategy, which aims, among
others, at the promotion of employment with focus on people over 50 years
old, women and young people.

e Promotion of older workersd training

Older workers, together with workers of other age groups, participate in vocational
training programmes organised by companies (single-company programmes) and
training institutions (multi-company programmes), with the prior approval and financial
support of the Human Resource Development Authority of Cyprus (HRDA). These
programmes aim at fostering employment by improving access to training and lifelong
learning activities, including workplace training, for upgrading their knowledge and
skills.

With the aim to improve the employment and training opportunities of persons at risk of
social exclusion, the HRDA, is currently implementing two additional schemes that are
co-funded by the European Social Fund (ESF). These Schemes promote the
employability and training of the economically inactive women and the unemployed
persons, including older workers, through actions of training and work experience.

Recently, aninrdept h study on the f@ADevel opment

of

Working Lifedo was <carried out by a group

Social Fund. The study has indicated the need for developing comprehensive ageing
strategies that should aim at extending working life by improving the incentives and
employment opportunities for older workers, and to mitigate the impact of population
ageing on labour supply and pension system.

On the basis of the analysis of the current situation and the demographic prospects in
Cyprus, has emerged from the study that measures and actions should be promoted in
the following areas:

e Awareness raising that communicates the implications of population and
workforce ageing.

e Changing the conditions of the pension system to reduce opportunities for
early retirement.

e Tackling the problem of skill obsolescence by improving opportunities for
people to improve their capabilities and change occupations.
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e Increasing the provision of child- and eldercare services to enable more older
women to participate in the labour market.
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9.1

9.2

LATVIA

General information

Overall economic development and others factors like implementation of active labour
market policies have positive effect on situation of older people in the labour market.

According to Eurostat, in 2006 the employment rate in age group of 55-64 years has
increased to 53,3 % (male i 59,5%, female i 48,7%), which is by 16,4 percentage
points higher than in 2001.

At present, the retirement age is 62 years for men and 61 year for women. It is
determined that also the female retirement age has to reach 62 years in second half of
2008.

Legal background

The Latvian Law on Support for Unemployed Persons and Job-Seeking Persons lists
for unemployed persons and job-seeking persons active employment measures and
preventive measures for elimination of unemployment, it shares the competence
between the state and local governments as well as specifies the status of an
unemployed person, rights and duties.

Pursuant to Section 3 of the Law on Support for Unemployed Persons and Job-
Seeking Persons there are the main active labour market measures:

e Vocation training, re-training and improvement of qualification for
unemployed persons;

e Activities for raising competitiveness, especially activities improving social
and functional skills and psychological support, activities in order to obtain
the necessary basic skills and experience for labour market as well as to
obtain job-seeking methods, acquire informal education, including learning
the official language and choosing continuous education, the employment
activities during summer holidays for persons who are obtaining education in
general, specialized or professional education institutions, as well as other
activities which raise competitiveness of unemployed persons and job-
seeking persons in the labour market;

e Activities for certain groups of persons, especially for persons from age 15 to
24 (including); for persons who has a disablement status; for persons with
mental disabilities; for persons within six month after termination of parental
leave (child-care period); for persons who have not more than five years left
before reaching the age necessary for receiving state retirement pension; for
persons who are registered within the State Employment Agency for more
than a year (the long-term unemployed persons); for persons released from
imprisonment and for other target groups in accordance with the National
Policy documents for promoting employment;

e Paid temporary work;

e Activities to start business or self-employment;
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The State
persons:

Work practice at the work place;
Training at the employer;

Complex support measure for most disadvantaged persons.

Employment Agency implements the following activities for certain groups of

internships for young unemployed persons;

subsidised work places for elderly unemployed persons (above 55 year-old);

subsidised work places for disabled unemployed persons;

activities to promote mobility of disabled unemployed persons;

social enterprises for employing unemployed persons who are less
competitive at the labour market, and others.

Several changes have been introduced in legislation in June 2007 in order to improve the
situation of different target groups in labour market, including those for older workers and
older unemployed:

9.2.1 Measure

more focus of active labour market measures on new target groups - inactive
persons, persons who take care of family members;

training and raising of qualification and competitiveness for employees and
self-employed;

promotion of regional mobility as a preventive measure supporting
employees;

more targeted career guidance and job placement - merging State
Employment Agency and Professional Career Counselling State Agency
from 01.09.2007.;

individual approach and more responsibility of unemployed persons -
individual plans fully operational from 2007.

Prolonging of active working life for seniors.

9.2.2 Target group

Unemployed persons in pre-retirement age (older workers).
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9.2.3

9.24

Goal

Development of human resources, increasing competitiveness of the labour force,
promoting opportunities for unemployed persons and jobseekers to acquire the
professional and social skills according to the labour market requirement as well as
providing support for motivation and increase of the learning skills for older workers.
Description / activities

Since 2004 the State Employment agency of Latvia (PES) implements three projects
within the framewor k of tdivwenpBFmaemrt i memad umpeo@:r al

e ARequalification and further education of t

e AProviding training for social exclusion ri
Communication Technologies support to disabled persons".

e ATraining for eanessl of i unegqploged ipgrsens iandi job-
seekerso

All kind of target groups are involved in the above mentioned projects, including persons
in the pre-retirement age.

During 2006 PES has added additional measure for persons in the pre-retirement age
andintoduced the activity called AProlonging of acti
of this activity is to promote the working capacity, to acquire working skills needed for the

labour market, to establish specific educational programmes, which promotes the

motivation of this target group.

PES offers for retired persons and persons in the pre-retirement age to participate in
short-term (modular) training courses. This is a possibility to prolong the active working
life for those persons who can not or does not want to work in their previous profession
for different reasons, but are willing to acquire the new skills. Unemployed persons and
jobseekers in the pre-retirement age as well as jobseekers at retirement age can acquire
the professional skills at the following short-term training courses (modules):

e Assistant manager;

e Domestic servant;
e Housekeeper;

e Kitchen maid;

e Babysitter;

e Shop-assistant;

e Registrar;

e Tutor.
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Participation of persons in the pre-retirement age in employment measures

during 2004 - 2007

Measure / year 2004 2005 2006 2007
Vocational training, retraining and 107 345 275 136
raising of qualification
Measures to increase competitiveness, 3531 10 277 10 853 3981
incl.  short-term  training  courses
(modules) 193 722 1102 479
Paid temporary works 2193 2 062 1453 1576
Subsidised employment 326 247 329 291

Total 6 157 12931 12910 5984

Share of persons in the pre-retirement
Placed on a job 2 675 2619 3831 3602

In spite the fact that the employment rate and amount of registered unemployed persons
is decreasing in last few years, the proportion of persons in the pre-retirement age who
has participated in employment measures is slightly increasing in last three years.

PES offers also a career counselling for persons in the pre-retirement age. The career
counselling includes assistance for individuals to promote self identification of their
capacities, competences and interests, to recover the best field for personality
development. Career counselling include also career planning assistance, evaluation of
occupational suitability, work screening and training for employability skills.

PES offers career counselling for everybody as well as for persons in the pre-retirement
age. SEA offers not only individual but also group consultations and seminars.

Career counselling for persons in the pre-retirement age

2005 2006 2007

Persons received career counselling services 852 1058 1677

9.25 Results
Unemployed persons and jobseekers in the pre-retirement age:

e 136 persons participated in vocational training, retraining and raising of
qualification activities in 2007,

e 3981 persons participated in competitiveness increasing measures in 2007;
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9.2.6

e 1677 persons received career counselling in 2007;

e 3602 persons in the pre-retirement age were placed on a job in 2007.

Cooperation with local and social partners

Local governments and also private enterprises have a significant role in promoting
local employment in Latvia. In each regional office of State Employment Agency (PES)
is a local employment council, comprising representatives of local government, private
enterprises, educational establishments and representatives of State Employment
Agency. Also local governments in collaboration with the State Employment Agency
are preparing local employment promotion plans each year, where the target group
fol der peopl epooritygrougsmong t he

Private enterprises and local governments are active partners for implementation of
ALMM such as subsidized workplaces and temporary paid works for the pre-retirement
age unemployed.
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LITHUANIA

Documents on population ageing adopted by the United Nations Assembly in Madrid
and the Ministerial Conference in Berlin obliged Lithuania to take actions to tackle the
problem of population ageing at the national level. Following the above documents,
Lithuania mentioned the population ageing problems in the National Strategy for
Overcoming the Consequences of Ageing, formulated the goals to mitigate ageing
consequences, as well as objectives and actions for their implementation.

The National Strategy for Overcoming the Consequences of Ageing (hereinafter
referred to as the Strategy) offers a complex view of the population ageing problem
and covers various areas of activity: demographic situation; income and income
guarantees for elderly people; employment; health care and social services;
opportunities to lead a full life i education and integration into the information society;
housing and adjustment of environment; accessibility of cultural life; transport; personal
security and participation in activities of non-governmental organizations, and
formation of the image of elderly people.

In seeking the goals set out in the Strategy, the measures to implement the National
Strategy for Overcoming the Consequences of Ageing for 20051 2013 were approved,;
they are to be performed in various activity areas. Measures are divided into five
sections: Income Guarantees, Employment, Health Care and Social Services,
Opportunities to Lead a Full Life, Involvement in Public Life and Formation of the
Image of Elderly People.

In order to ensure coherent and sustainable economic growth, to adapt the social
insurance system to the ageing society and coordinate the needs of the current elderly
people with future challenges, some progress has been reached by increasing the
income of elderly people. At the same time the pension reform was carried out,
creating an accumulative pension stage and helping to ensure financial stability of
pensions in the future. This ensures gradual approaching to the goal in the future to
guarantee stable income of elderly people for the large part of the previously held
standard of living and for leading a full life.

In adjusting the labour market to the needs of the ageing society, important changes in
the employment policy have been implemented: measures have been taken to
promote employment and entrepreneurship of elderly people, to expand their abilities
for life-long learning, to create favourable working conditions for them and, accordingly,
modify labour relations, and to eliminate discrimination on the grounds of age.

To guarantee equal opportunities and gender equality, measures on employment and
reintegration into the labour market have been implemented. A particular focus was
given on elderly or socially vulnerable
and creation of more opportunities for coordination of work and family responsibilities.

In 2006, the number of the employed elderly people (between the age of 55-64)
comprised 175.3 thousand or 49.6 percent. Their employment rate during the period of
2005-2006 has increased by 2.3 percentage point. This is one of the highest indicators
in the European Union. Lithuania has exceeded the indicator for employment of elderly
people (47.5 percent) specified in the National Lisbon Strategy Programme for 2006
and fully approached the objective of the European Union stipulated for the year 2010
(50 percent).
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10.1

With a view to retaining elderly people in the labour market for as long as possible,
reducing their unemployment rate and increasing participation in the labour market, it is
envisaged to further implement measures encouraging elderly people to retain their
workplaces, increasing their training possibilities, improving health care and work
conditions.

When implementing the measures of the Strategy, efforts were made to establish legal
conditions and financial incentives for the elderly to seek employment and for
employers i to employ and retain elderly people in jobs. Currently employment of
elderly people in Lithuania increased due to migration of citizens and, consequently,
due to the lack of labour force. In order to promote activity of employees, and referring
to changes of the labour market needs, preconditions have been created for elderly
people to upgrade qualification requalify or acquire new job skills.

The new Law on Support for Employment came into force on 1 August 2006. The Law
stipulates that working age persons over 50 years of age are unemployed persons
additionally supported in the labour market. By the above measure it is expected to
improve employment opportunities of elderly unemployed people.

The Labour Code (further referred to as LC) establishes that age shall not be
considered as a legitimate reason for termination of labour relations. LC foresees a
specific provision that labour relations cannot be terminated by the initiative of an
employer on the grounds of age. LC also stipulates that an employee shall be entitled
to terminate a non-term employment contract by giving an employer notice thereof at
least three days in advance, provided she/he is already entitled to the full old age
pension or is in receipt thereof.

LC provides possibilities to develop flexible employment forms and envisages various
guarantees (on leisure time and rest period by concluding various employment
contracts). Work load shall be reduced for pre-pension (5 and less years until
entitlement to old-age pension) and pension age persons by applying shorter work time
according to mutual agreement between an employee and employer.

Job procedures of organisations can specify different beginning and end of working
time (shift) under request of employees who have to co-ordinate work and own
(personal, family) needs.

On 14 February 2005 the Government of the Republic of Lithuania adopted a
Resolution No 168 supplementing the list of seasonal works by new jobs. Inclusion of
new jobs into the above list provided for a better co-ordination of interests of
employees and employers and a possibility for elderly employees to take part in
seasonal works.

Resolution No 907 of the Government of the Republic of Lithuania of 19 September
2006 verified the National Antidiscrimination Programme for 2006-2008, which
embedded a provision prohibiting discrimination on the grounds of age.

Measures

In order to promote entrepreneurship skills of the unemployed, as well as provision of
information on possibilities to start-up own business, in 2005-2006 the Lithuanian
Labour Exchange further developed its relations with business representing
institutions, disseminated information on terms and possibilities for organisation of
businesses and provided individual and group counselling services to elderly people.
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Business maps are prepared or updated annually. In territorial labour exchanges older
people get acquainted with conditions and possibilities for business development and
provision of perspective services as well as availability of premises for rent in a
particular area.

Training in business basics is also offered; representatives of social partners, i.e.
municipalities, State Social Insurance Fund, territorial offices of the State Tax
Inspectorate, business information centres and business incubators are regularly
invited to take part in this process. During 2005-2006, 8.9 thousand job seekers
finished training in business basics, 20 percent of them were unemployed over 50
years of age.

Usually job-seekers start up their own business by acquiring business certificates.
During the period of 2005-2006 about 29.7 thousand persons have acquired
preferential business certificates; from them 7 5.7 thousand were persons over 50
years of age.

In 2005 the Lithuanian Labour Exchange concluded the agreement with the Lithuanian
Council of the Affairs of Pensioners. According to the agreement, it is envisaged to
inform elderly persons on the situation in the labour market, employment or
requalification opportunities, as well as on participation in different measures organised
by the labour exchange.

I n 2006 i mplementation of the Seniorso
the Lithuanian Labour Exchange introduced the database for pension-age individuals
looking for a job. Information and counselling services have been provided for
pensioni age job seekers.

During 20051 2006 the programme of local employment initiative (LEI) projects has
been implemented. It was an efficient instrument for establishment of new jobs for
elderly people in the territories with the highest unemployment rate. First of all these
jobs were offered to the additionally supported unemployed. In 2005, 78 projects were
implemented; jobs were offered to 40 individuals over 55 years of age. In 2006, 37
individuals over 55 years of age were employed in jobs created according to LEI
projects.

In 20051 2006, with a view to improving capacities of elderly persons, territorial labour
exchanges organised training courses on application of modern information
technologies: individual information search system SIP+PIC (,,Find information

Bankhn

yoursel fna), open information network ALabour

Together with the Al |l i aa businedsWippod prejecttioo thet
development of information society in Lithuania), the Lithuanian Labour Exchange has
been implementing a project the key objective of which is to provide basic computer
literacy knowledge to the unemployed and elderly persons. During 2006, 1.3 thousand
unemployed improved their computer literacy skills, half of them were persons over 50
years of age.

The draft Strategy for the Use of the Structural Support of the European Union for
2007-2013 includes provisions on upgrading qualification and improvement of skills
and knowledge of elderly persons. The elderly (both, the employed and unemployed)

are included as a target group into Priority

I nclusionii of the Op d¢he Bdvélopmeatiof Himan Reseures.e
Elderly people are a horizontal target group which is given a priority according to all
measures of Priority I: Improvement of Adaptability of Employees and Enterprises to
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Market Needs; Promotion of Employment and Participation of Citizens in the Labour
Market; Strengthening of Social Inclusion.

In 2006 a survey was carried out on the establishment of the need for vocational

training and counselling programmes for elderly persons. The inquiry of elderly

persons revealed that almost one third of senior people would like to remain socially

active citizens. About of 15 percent of respondents, from them mostly persons under

70 years of age, said that theyoédtopartikipatet o be em
in activities of non-governmental organisations, amateur art, training and education.

The most desirable among the seniors were computer literacy and foreign language

courses.

In 2005-2006 the call for proposals was announced for non-formal education of adults.
In 2005 support was provided to 21 projects, the allocated funding amounted 185
thousand Litas. In 2006, 18 projects were supported, the allocated funding comprised
169.1 thousand Litas. One of the tender priorities was organisation of adult training
according to local community needs.

| mpl ementation of the ESF funded Project ADevel
by Providing Modern Competences in the Regionsi
of 2006-2008 it is envisaged to organise English language, computer literacy,

entrepreneurship and legal literacy training courses. The Project would contribute to

the improvement of quality of formal education institutions by developing non-formal

education services accessible to elderly persons as well.

In 2006 the draft Law on Vocational Training stipulated that upon the assessment of
competences acquired by a person during non-formal vocational training, they could be
recognised as qualification of a certain level or part of qualification. Since equivalency
exams could be taken by persons from 18 years of age and persons having practical
skills (not less than 1 year of job history), conditions for taking exams are created to
both young and elderly people.

In 2006 the project ADe v el o pitétedration into é st ance L
Traditional Training within the Labour Market T
goal of the project was to increase the access of the Lithuanian labour market training

system services to representatives of various social groups, the employed and citizens

of all Lithuanian regions by ensuring the establishment of adequate conditions for life-

long learning.

The efforts were made to provide knowledge for vocational teachers on elaboration
and rendering distance learning courses, and to develop appropriate practical skills; to
create new and update the existing distance learning programmes; to establish an
integrated distance learning and traditional training management system; to create the
database of trainees with a view to assuring the continuity of life-long learning and
career planning.

In 2005 the Open Information, Counselling and Guidance System (AIKOS) was
implemented. It ensures accessibility to high-quality information on learning
opportunities for various age persons.

In2006 non-f or mal vocational gui dance and counselling
of El derly Peoplen was el aborated. The key ob
promote activity, employment, pursuit of learning and participation in the labour market

of persons over 60 years of age and the retired. The programme envisaged practical

lessons, theoretical training and counselling.
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In 2006 recommendations were elaborated on adaptation of workplaces and work and
rest regime for elderly persons. It also included the analysis of the data on the state of
health of elderly people (from 45 to 65 years of age) by assessing such indicators as
morbidity, hospitalisation, mortality etc. as well as most frequent health disorders.
During the survey physiological employment opportunities of the elderly under different
environmental factors which can be detrimental to the state of health of the elderly in
working environment were evaluated. Most frequently determined work and industrial
environment factors were assessed, i.e. the factors incurring major risk to general and
occupational health, including preparation of the list of work environment factors
increasing the risk for health of elderly people. The analysis was made and experience
of the EU Member States and other countries presented on application of work
conditions, duration of working day, shift work and work and rest regime for elderly
people. Afterwards recommendations were disseminated to employers.

Many of the policy directions listed above are just the first steps in implementing the
policy on the population ageing. Demographic forecasts show that further and more
intense changes are needed in the social security, health care, employment policies,
adjustment of infrastructure, etc. The situation is aggravated by heavy emigration of
working age people. There are relative difficulties in formation of the positive attitude of
employers towards elderly employees; elderly people are also not confident in their
abilities to take full part in the labour market. Due to the insufficiently developed
infrastructure social services are less accessible to rural residents. It is difficult yet to
solve the problem of care for people in need of permanent care. Further actions will be
taken in the directions identified in the National Strategy for Overcoming the
Consequences of Ageing:

e to carry out a balanced pension policy, coordinating the present and future
needs;

e to promote employment of elderly people by adjusting workplaces,
establishing their positive image as employees in order to ensure as large
number of people staying in the labour market as possible;

e to expand health care and social services, especially in the countryside,
focusing on the integrated care at home, in order to provide elderly people an
opportunity to lead a full life in their usual living environment.

The family policy is also being revised making it as family-friendly and promoting the
birth rate.

The country is well aware of the ageing problem, therefore it established and started
implementing relevant policies, developed the legislation needed and is continuously
expanding administrative capacities.
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11  HUNGARY

111 Interesting and innovative measures 1 promising practices at age management
in the workplaces

Key words: START Extra; premium years programme; gradual increase of retirement
age; transformation of disability pension system

11.2 Main employment situation

Low participation rate (61%) is main cause of low employment (57%) and of
unemployment (7%). 42% of unemployed are long-term.

Particularly vulnerable groups include young people, as in other Member States,

mainly because their skills do not mat ch empl c
academic qualifications. (Although youth unemployment decreased by 2 percentage

points in 2nd quarter of 2006.) Others facing particular disadvantage include those with

women with children, low education levels, Roma, and those in disadvantaged areas.

Conversely, the proportion of those over 50 years old has increased (by 6% in 2005

compared to 2004 levels) and a lot of previously inactive people are entering

unemployment en route to entering the labour market. The numbers of inactive people
decreased by 51,000 over 2004 to 2005. One of H
inactivity further, includes tackling relatively high levels of undeclared work.

As a result of this labour market situation, measures are being particularly targeted at
priority groups/areas and by job search assistance replacing unemployment benefit.

11.3 Age management in Hungary

Demographic trends are unfavourable in Hungary. Like in many other EU-countries,

the number of older people are continuously raising. According to long-term forecast

the old age dependency ratio wi | | be significantly higher in ttF
employment policy task to ensure, that older people remain on the labour market

longer and rise the employment rate in this age-group.

On the contrary the labour market activity of older people are unsufficient at the
moment. Participation and employment rates of them are still below the EU-average.
Reasons for it are manifold. First we can mention the transition from a planned to
market economy. Because of this process around 1,5 million workers have lost their
job, most of them belonged to the elderly age-category. To seek security, many of
them has left the labour market and went into some form of pre-pension scheme.

The composition and occupation structure of older workers meets less and less the
requirement of the employers. It comes especially to surface in case when older
workers became unemployed for some reasons. Employment policy measures focuses
therefore partly to keep older people on the labour market, partly to ease the
integration back to employment by providing special labour cost allowances for
employers.
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Share of older people by economic activity in 2007, Hungary

Employed Unemployed Inactive
Total 15-64 (in th) 3897,0 311,7 2591,0
Old 50-64 (in th) 966,9 52,2 1010,9
Share (in %) 24,8 16,7 39,0

(in thousands)

Supporting schemes for older workers are complex and include different types of

measures from training to wage-subsidy. The most common forms of staate support

regulations provide allowances or financial advantages in case of employment of older

workers. For example every company which employs long-term unemployed over 50

year of age are exempted from paying the fixed healthcare contribution. In order to

facilitate on the job training of older workers, an another important support is granted

for empl oyers. Companies dondt tmaehdirovio contr i b
employees over 50 year of age in case of on the job training.

The National Action Programme included measures for each target group, including
older workers. The implementation of these measures has been started in most cases
already in 2005.

11.31 Supporting employment of older workers

For the sake of improving employability of older workers, the Public Employment
Service has started a labour market programmes, assisting employment of the long-
term unemployed through services adjusted to individual needs and to the local labour
market. A new measures of the programme was the so called free working test of older
workers. This measures aimed at providing possibility for employers to test the working
abilities and qualifikation of older job seekers on the one hand, and giving at the same
time job opportunity for the older on the other. The total wage and contributions were
paid by labour market fund for maximum 3 months. The employees in this measures
got minimum wage, but the participating firms could have decided to pay on own cost
more than the minimum wage. According to PES monitoring 43 thousand persons
participated in the programme, 27 thousand of them found a job. This is equivalent of a
more than 60 per cent succes rate.

An other programme calle d prefinium yearsoserves for maintaining the activity of older
workers, of people near to retirement, through their part-time employment. Main
element of the programme is that for the redundant workforce is offered a part-time job
by the same company instead of being laid off. The participation is free for both
employers and employees. I'n order that wor ker s
pension because of lower earnings, the staate compensates the social contribution to
level of the previous full-time earnings from labour market fund for pension fund. The
previous permanent contracts are transformed into fexed-term contracts, which last at
least until retirement age of the employee. In 2005, the programme has been extended
to the competitive sector. Several large-scale lay offs in big staate-own companies
were managed building on this scheme.
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11.3.2

11.3.3

11.3.4

11.35

Maintaining activity of the older generations through reducing early retirement

In order to prevent early retirement, the Government modified the conditions of early
retirement schemes. In addition, also the system of disability benefits were revised.
Benefits granted to disabled persons due to partial decrease of their working ability has
been replaced by a rehabilitation allowance that, completed by suitable rehabilitation
services would forward and incite return to the labour market. By using the resources
also of the Structural Funds, a rehabilitation system has been implemented that
focuses on the individual and on his/her existing abilities, while making possible for
disabled persons to access services required for the maintenance and development of
their abilities and skills.

Encouraging employment of the older workers

At the end of 2005, the Government has launched the START Programme for
facilitating the employment of the career straters. Based on the high take up rate of this
allowance and the favourable experiences obtained with this scheme, the Government
decided to extend it for other disadvantageous target-groups. One of them are the
long-term unemployedover 50 year of age. The new

and provide a more generous reduction of the social security contribution for
employers hiring older long-term unemployed than the oroginal scheme for school-
leavers. In case of hiring young people the the contribution is reduced from the overall
rate of 35 per cent to 15% in the first year of employment and to 25% in the second
year, but by hiring old unemployed, the rates are 0% in the first and 15% in the second
year of employment. The cards are valid for two years and can be used consicutively
by many employers until the expiring date.

The take up rate of this allowance is relatively high, because the new scheme implies
considerably lower administrative burden to the employer and the support is not
granted in form of subsequent reimbursement but in the form of assuming part of the
contributions. A certain type of contribution allowance was already available previously
for employers employ long-term unemployed over 50 years of age, however its rate of
application was low due to the complicated administration and the system of
subsequent reimbursement. Experiences of the START Programme indicate that
targeted contribution allowances with simple application procedures may constitute
proper instruments for encouraging employment of the disadvantaged groups.

Training of adults in older age groups with low-education

One of the most important reasons that contraints employability of older workers is low
qualifikation and low participation in adult training or education. Only a very few
proportion of them are willing to apply for labour market training. Differencies in
employment rate and earnings between the lowest and highest educational level in
Hungary are significantly higher, than in the most European countries. In order to
increase training participation of low educated employees, training directed to the
obtention of the second qualification is available free of charge for adults above 50
years of age.

Gradual increase of retirement age

The most effective measures to raise the economic activity and employment of older
people is the gradual increase of the retirement age. Reform of the pension system
began in 1997 in Hungary, that introduced a three pillar security scheme and
determined the yearly steps for lifting of the official retirement age. Upper age limit will
be the same for both men and women and will reach its highest level of 62 year until
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2012. This transition period shows clearly positive tendencies in employment of older
workers, but no signs of improvement in overall employment rate. Because of the lower
labour turnover especially difficult situation have to face those, who are intending to get
a new job, or want to enter the labour market. The integration of the youth into the
labour market slowed down significantly. Youth employment rate dropped by 9 per cent
point form 30% to 21% in this period of time since 1997. In the same time youth
unemployment rate has increased slightly. This indicates, that a balanced employment
policy must be used inculding most disadvantageous target groups
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11.3.6

114

1141

11.4.2

11.4.3

Lifelong learning for older workers

The labour market activity of older people is relatively low while the participation rate in
education and training of people above 55 years is one of the lowest in the EU. The
slow increase of employment rate of older workers is mainly led by the gradually
increasing retirement age. To meet the labour market needs in the future, its
particularly important, to ensure more training opportunities for older workers. Two
particular measures deal with the topic of lifelong learning for older workers:

e support for obtaining a second qualification for adults above 50 years of age;

e in order to increase training participation of low educated employees, the
programme ‘Make a step forward' has been launched at the beginning of
2006.

State of play and plans for reform of the pension system, with a focus on the
planned overhaul of disability pensions and the review of the key parameters

State of play and plans for reform of the pension system

In February of 2007, the government initiated the establishment of the 'Hungary
Tomorrow' round table in order to launch dialogue on some specific national strategic
issues. In the framework of this initiative a so-called Pension and Ageing round table
was established to involve interested parties and experts in order to substantiate the
most important issues of the medium and long term sustainability of the pension
system.

At the same time to ensure a long term sustainability of the publicly financed pension
system and eliminate some mal-functions of the system Hungary implemented several
short term inter-linked measures at the end of 2006 or first half of 2007.

Increasing the age centre of retirement in order to ensure longer working

The average retirement age is low due to the permissive criteria of early retirement
pensions, staying considerably below the statutory old-age retirement age.

e As of 2009, the early retirement age, in line with existing regulations, will be
59 years for both sexes. The minimum service period required for early
retirement will increase from the present 33 years to 37 years; however, if the
time of service is less than 40 years, a reduced benefit is payable.

e As of 2013, the early retirement age will increase to a uniform 60 years of
age, and at least 41 years of service will be required for the full pension
benefit. 37 years of service continues to be required for eligibility for reduced
pension benefit. The rate of reduction will depend on the time remaining until
the legal retirement age (62 years) and the number of years of service
missing (0.1-0.3 percent per month).

Gradually tightening conditions for employment parallel with early pension

Old age pension is used not only by persons who are no longer able to work but also
by persons who continue their active earning activities after their retirement. To
eliminate this controversial phenomena, the Government has decided on tightening
regulation. This legislation is entering into force following the constitutional preparatory
period.
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Persons going into early retirement after 1 January 2008 will be allowed to take up
regular employment with earnings above minimum wage only if they simultaneously
suspend their pensioner status. The new rule is applicable to persons retiring after 1
January 2008, while from 2010 onwards it will also be extended to all persons in early
retirement.

Correction of the level of starting pensions from January of 2008

e In recent years, the replacement ratio of initial pensions has increased
substantially (around above 80%). Besides the legislative amendment also
contains adjustments to some controversial elements of the pension
calculation, effective as of 1 January 2008. For incomes earned in previous
years, instead of the current partial valorisation, full valorisation will be
applicable (to the level of the year directly preceding retirement), furthermore,
the calculated tax must be deducted from the earnings reduced by the
contributions payable by the individual. As the aggregate result, the initial
pension level will be 7- 8% lower, and the disproportions of future pensions
will be alleviated.

e In addition to provide incentives to increase the period of contribution
payment, long service periods (in excess of 40 years) will be taken into
consideration with more weight in the future. Thus, for persons with more
than 40 years of service, the pension increase for each year of service will go
from 1.5% of the average income to 2%.

Changing eligibilitiy conditions of other early retirement pensions

e eliminating further eligibility for early retirement as a result of time spent in
certain professions. According to the new regulation (implemented in 2007),
the risks of hazardous work have to be born by affected employers. After
these jobs 13% extra contribution has to be paid, which is temporarily
assumed partly by state budget (in 2007 100%, in 2008 75%, in 2009 50%, in
2010 25%). After 2011 the total costs are paid by affected employers, until
this date other preventive measures has to be implemented,;

e re-structuring of the system of disability pensions according to aspects of
rehabilitation;

e gradual elimination of currently unjustified disparities among certain
professional groups i (existing in service time and the method of income
calculation) is under review and it is in the pipeline.

The transformation of disability pension system from 2008

There are 800.000 people in Hungary on disability pension, 460.000 of them are under
the retirement age. 380.000 people under the retirement age are in category lll. (that
means they have lost at least 67% of their working ability), 250.000 of them are under
the age of 55. Besides, more than 200.000 entitled to the allowance for people with
altered working ability.

Proper rehabilitation services and employment opportunities could help most of them
to return to the world of work. Today, most people on disability pension can not legally
enter to employment. In Hungary, only 10 % of people with altered working ability have
declared work, the same ratio in the developed countries is between 30 and 50 %.
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However, almost 30 % of them are engaged in undeclared work, without any labour
protection.

The main objectives of the new rehabilitation system are the following:

e Those people with altered working ability, who may return to the world of
work after receiving rehabilitation services, should be assisted in recovering
and returning to employment. Only those should receive disability pension,
who are not capable of fully efficient work.

e Employment of people with altered working ability shall increase.

e The number of disadvantaged people shall be decreased, equal
opportunuties have to be strenghtened.

From 2008, people with altered working ability, whose rehabilitation prospects are fair
enough (due to their age, physical condition and remaining working ability), will receive a
so called rehabilitation allowance instead of disability pension.

e The net amount of this allowance corresponds to the disability pension
category lll. Besides the passive provisions, they will be entitled to active
rehabilitation services. The allowance constitutes cooperation obligation.

e The allowance is due to the total length of rehabilitation service for a
maximum period of 3 years

e As the purpose of the rehabilitation is to recover working ability, recipients
are entitled to work. The rehabilitation process is considered to be
successful, if the income of the recipient exceeds the 80 % of the former
income at least for 6 months, the allowance has to be terminated in this
case.

Some features of the new rehabilitation system:

e A new, modern qualification system will be developed on the basis of the
current National Medical Expert Institute (OOSZI). In the new system, the
remaining working abilities of the patients will be examined and relying upon
the results a complex rehabilitation programme will be offered.

e The rehabilitation will be accompanied by complex services, combined with
training, retraining, wage subsidy or other forms of employment support.

e The current revision scheme of disability pensi oner s wondét be modi fi e

e The new qualification system will step into force in 2008. The current
di sability pension entitlement wonot be r e
disability pension may apply for rehabilitation allowance instead of their
current remuneration.

Those people, who reach retirement age in 10 years until 31.12.2011. and are entitled
to rehabilitation allowance, may ask for disability pension instead. This measure
assists as a transition period to promote the gradual shift

115 Improving employability through flexicurity
The concept of flexicurity is based on four basic components:
e Effective active labour market policies

e Modern social security systems
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e Comprehensive lifelong learning strategy
e Flexible contractual arrangements.

In the 2006 Spring European Council's conclusion, the Council called on the MSs to
increase labour market participation through strengthening flexicurity in order to create an
appropriate basis of economic and employment growth.

A recent Commission's communication has reported on four typical pathways concerning
the single components of flexicurity. Regarding the hungarian labour market situation, the
recommendations set in 'Pathway 4: improving opportunities for benefit recipients and
informally employed workers' are of utmost importance. Theses recommendations aim at
improving opportunities for benefit recipients and shifting from informal to formal
employment through development of effective active labour market policies and life long
learning systems combined with an adequate level of unemployment benefits.

In order to respond to the Council's conclusion, Hungary has taken the following steps
regarding the single components of flexicurity in compliance with the Commission's
communication:

e ALMPs: strengthening the facilities of PES, decentralized programmes
(supported by ESF), improving the situation of disadvantaged people

e Modern social security systems: introduction of job seekers benefit and
allowance, reform of disability pension system, establishment of integrated
employment and social provision system

e implementing the Life Long Learning Strategy of Hungary

e contractual arrangements: supporting flexible forms of employment, overall
measures in order to tackle with undeclared work.

Priority area 'Increase investment in human capital through better education
systems': Lifelong learning for older workers

From 2006, study for a second qualification is available free of charge to adults above
50 years of age. Furthermore, the programme to improve access to adult training
continues, as does development of curricula for training of disadvantaged people. In
addition: training of all employees is supported through non-reimbursable aid
(particularly to SMES); integrated regional vocational training centres have been
established; evaluation of vocational training institutions by users will be further
developed; new, modular National List of Qualifications (OKJ) has been prepared etc.
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12 MALTA

12.1 Background

It is common knowledge that the worldwide proportion of older persons is increasing in
relation to the working age population mainly due to an increase in life expectancy and
a decrease in both birth and death rates (also referred to as population ageing). Malta
is facing a rising dependency ratio3 which could lead to many problems as the older
non-working population will be very difficult to sustain as time goes by. In fact, the
support ratio is due to fall from 4 to 2 by 20204 - that is, while at present there are just
under four persons of working age for every dependent person, this will fall to just over
two persons by 2020. As the majority of the population are becoming older, the
workforce will start decreasing in time as the proportion of younger people will be less

when compared with the proportion of the old (see table 1.1).

Table 1.1: Projected Total Population Analysis by sex and age

I n 10006s

Age 2007 2015 2025
Groups M F Total M F Total M F Total
15-24 29.6 27.9 57.5 25.7 24.5 50.2 20.9 19.9 40.8
25-39 44.3 41.7 86.0 49.3 44.9 94.2 454 41.1 86.5
40-54 43.2 42.3 85.5 42.3 39.3 81.6 49.5 44.2 93.7
55-64 28.5 29.2 57.7 29.1 29.0 58.1 26.8 25.1 51.9
65+ 24.0 32.5 56.5 34.2 42.8 77.0 42.6 51.3 93.9

Source: NSO, Demographic Review 2006, Pg 17.

As can be observed from figure 1.1, the proportion of Maltese ageing workforce is
increasingly getting higher gradually. Figure 1.1 illustrates the total employed population
over a decade (1985-2005) where the number of young workers increased but the base
of the ageing workers increased at a faster rate.

Dependency ratio is the ratio of the economically dependent part of the population to the productive part. The

economically dependent part is recognized to be children who are too young to work and individuals who are too old -
generally comprising individuals under the age of 15 and over the age of 65.

Malta National Action Plan for Employment 2004, Pg 7.
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Figure 1.1: Total Employment Population Cohorts in Malta (1985-2005)
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Table 1.2 illustrates the registered jobseekers levels by age group. It can be noticed that
unemployment levels in the ageing brackets (40+) are high and tend to persist over the
years. Hence, once an ageing worker is unemployed, his/her unemployment spell tends
to be in the long-term range (see table 1.3).

Table 1.2: Stock of Jobseekers registered with ETC

Age September 2001 | September 2004 | September 2007
Groups Total Total Total
15-24 2,186 2,394 1,623
25-39 2,157 2,591 2,253
40-54 2,224 2,534 2,156
55+ 417 621 597
Sour ce: Empl oyment & Training
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Tablel.3:Regi stered Jobseekersdéd unempl oyment spells
Duration of Sep-04 Sep-07
Unemployment | Underone | Overone Total Under one | Over one Total
Year year Year year
Under 24 1,982 412 2,394 1,276 347 1,623
25-39 1,614 977 2,591 1,317 936 2,253
40-54 1,312 1,222 2,534 1,153 1,003 2,156
55+ 327 294 621 313 284 597
Total 5,235 2,905 8,140 4,059 2,570 6,629
Source: Empl oyment & Training Corporation, Jobs:¢
Raising the employment rate, especially for older workers is a priority to promote
equality of opportunity, to secure economic growth and ensure the funding base for
social security. In fact, the EU Lisbon Strategy emphasized that in all European
counties, including Malta, there should be an employment rate of 50% among older
workers (55+) till the year 2010. In order to raise the older workers participation rate,
changes are expected in a number of fields i n

attitudes towards ageing persons both in terms of employment and training; ageing
workers themselves should be ready to engage in life-long learning activities and try to
be more flexible and adapt more to the dynamic work environment.

12.2 Age Management Policies

Good practice in the employment of older workers consists of combating age barriers,
whether directly or indirectly, and providing an environment in which each individual is
able to achieve his or her potential without being disadvantaged by their age5.

Good practice has a number of dimensions, including:
A. Job recruitment

Training, development and promotion

Flexible working practices

Ergonomics/job design

m o O

Changing attitudes within organizations

12.2.1 [A] Job Recruitment

Age is sometimes a barrier in employment. In Malta, until 2007 the retirement age is 61
years for men and 60 for women. Employers seem to have much more negative
attitudes towards older applicants for jobs than towards older existing job-holders. In
fact, a number of Maltese employers6 are of the opinion that workers aged over 40

Combating Age Barriers in Employment, European Foundation for the Improvement of Living and Working
Conditions, 1997

The Employersd struct ur eenterpriseddnifactanore than 838 ofeemplogens inrialta engploy
less than 10 persons.
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years are inflexible, hard moulded and non-trainable. Consequently, jobseekers aged
over 40 find it difficult to get recruited unless they possess good work ethics and are
highly skilled.

In this regard, the situation would sometimes lead to discrimination. In fact, job
advertisements which constrain applicants by age brackets are discriminatory. It is not
easy to understand why employers should assume that people outside those age
brackets do not have the necessary skills. In order to avoid age discrimination in job
advertisements, companies should not use age limits as a criteria. Information on the
age of employees should only be required for the purposes of monitoring. If older
persons are excluded from consideration for recruitment and promotion, the employer
is likely to be ignoring a large proportion of the available talent and missing
opportunities to acquire the best people with the necessary skills.

If there are specific reasons for focusing on a particular age group, these reasons
should be explained openly in advertisements and not ask solely for qualities that are
usually associated with younger people.

In 2004, in all EU Member States (including Malta) new regulations were issued
concerning Equal Treatment in Employment i these regulations prohibit discrimination
on the basis of age. Discrimination is illegal whether it is done directly or indirectly. If
this occurs, a person can seek legal action against the employer which could lead to
various penalties depending on the country in question. If one is found to have
discriminated someone else in terms of age, then one may be liable to pay a fine or
spend a period in imprisonment. The law also protects individuals who take action
while they are still in employment. This also applies for those cases where promotions
are not given due to old age or these persons are not allowed to participate in training
due to their age.

The Empl oyment & Training Corporation (ETC), Meé
has an internal policy that is anti-discriminatory against age and gender and promotes
equal opportunities for all job seekers. This specifically applies for those vacancies

advertised by employersé at the ETC Job Centre:
new staff.

Moreover, the ETC has publications about the advantages of employing persons over
40 years. Publicity is done through articles in newspapers, interviews on radio and
television stations. In 2003, billboards were also resorted to through a campaign that
ETC conducted in favour of ageing employees. In fact, ETC launched a campaign
entitled 'Experience Pays' to test the response of employers vis-a-vis an employment
and training scheme dealing specifically for ageing workers. Through a research?7
conducted by the ETC in November 1993 amongst a representative sample of 1,500
employers, 60% of employers had noticed the campaign though only 44.8% showed
their interest to participate in schemes offered in this regard.

Following this campaign, ETC launched an employment and training active measure
(funded by the ESF) known as Training and Employment Exposure Schemes
(TEES). The project started in March 2004 and was concluded by December 2006.
The scope of the project was to help ETC to strive and provide the training needed by
the older unemployed and to implant the culture of lifelong learning. It also took into

Camilleri Edwin, Research questions report for the Employment Barometer Winter 2003-Spring 2004, Effectiveness of
ETC marketing campaigns, Pg 5.

European Social Fund project: ESF 17 - www.education.gov.mt/employment/tees.htm
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consideration the skills potential of the individuals and it strove to empower each
jobseeker to acquire basic and transferable skills so as to find and maintain gainful
employment.

This schemebés aim was:

a) to encourage employers consider ageing jobseekers (over 40 years) as
being efficient and productive;

b) to show employers that the experience of these prospective employees
O6payso;

c) to retain unemployed aged 40 years and over in sectors where they can be
re-integrated in the labour market; and

d) to re-train 400 registered unemployed persons age 40 years and over in
areas where they can be re-integrated in the labour market.

The launching of TEES had in mind the European Employment Strategy which
requires that: (a) 20% of the unemployed persons in member states are on active
measures, i.e. the introduction of measures promoting employability rather than only a
passive receipt of benefits; and (b) calls for the promotion of employability, adaptability,
entrepreneurship and equal opportunities. The scheme was run by a Joint
Management Consultative Committee, representing all social partners including: The
Malta Employers Associations (MEA); The Employment & Training Corporation (ETC);
The Malta Hotel and Restaurant Association (MHRA); The General Retailers Trade
Union (GRTU); The General Workers Union (GWU); The Malta Tourism Authority
(MTA); The Federation of Industry (FOI); Union Kaddi e ma Magkqudi n (UH
Confederation of Malta Trade Unions (CMTU); and a Managing Company
representative

The scheme consisted of three phases for the duration of 52 weeks as follows:

e Phase 1: In the first four weeks TEES participants followed a core skills
training programme highlighting motivation and self-esteem. They had a
skills sampling and aptitude test to identify their job inclinations. Registrants
received no payments in this phase but those who received social benefits
were still eligible to receive them.

e Phase 2: In the following 21 weeks, participants followed a 20-hour per week
specific training in a skill or trade selected and on demand in the labour
market (the scheme catered only for those skills or trades that were found
vacantinthelabour mar ket). Participants were remu

e Phase 3: In the subsequent 26 weeks, participants were engaged with an
employer for a 40-hour week work exposure phase, hoping to perform so
well that the employer would offer full time indefinite employment at the end
of scheme. Participants were remunerated 01

The TEES was compulsory for all registered jobseekers aged 40 years and over
(males and females) and who have been on an unemployment spell of at least six
months registering for posts that were in demand on the labour market.

The employers were not expected to pay any wages during the duration of the
scheme though they had the opportunity to train and mould these jobseekers
according to their needs and requirements of the said employer. Employers had the
option to recruit such jobseekers if they proved to be an asset for them during the six
months employment exposure.
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Out of the 460 jobseekers who participated in this scheme, 237 participants remained
in employment with the same employers, 40 of them found other work during the
scheme and 8 took up self-employment. The rest of the participants either returned to
the unemployment register or dropped out of the scheme. This scheme, therefore, had
a 62% success rate and provided a positive experience both for jobseekers and
employers. Employers found the scheme an ideal opportunity to train participants on
the job at no cost and had the option to select the best person for the job9.

12.2.2 [B] Training, Development and Promotion

Unless employers are pro-actv e and keep their empl oyeesd ski
workers would be at a disadvantage considering that the training they had received

earlier in their life would have become outdated, especially in areas facing fast

technological changes - consequently, the stress of the EU Employment Strategy on

lifelong learning.

Regrettably, some of this exclusion may be self-inflicted since employees may
consider themselves as O0too old to be trained®o
else to learn. This may also be the result of comfort zones these persons might feel

they are in and so are afraid of the training process and of any competition they might

feel with younger employees who are more familiar with modern training methods and

new technology. This concern could be addressed by making all employees aware of

the benefits of training both to the individual as well as to the company. Employees

must realise that learning from each other is an essential part of the formal teaching

process. Older persons should also be supported to learn according to their abilities.

ETC is aware of the latter concerns and such issues are discussed at length during
Motivation Seminars organized for all jobseekers (in particular to ageing jobseekers
who are long-term unemployed) and which stresses the importance of life-long
learning. These seminars have sessions that are dedicated to particular topics with the
aim of training, motivating and revamping the value of work to aging long term
jobseekers. Eventually employment advisors will assist them in taking up employment
and training schemes to be placed in employment.

Other seminars are organised to focus on particular groups such as those working in
the armed forces of Malta and who were becoming unemployed following their 25 year
service. The majority of these people were 55 years or older and who still showed
interest in continuing working. Thus such seminar focussed on the required skills need
to become employed in other employment fields due to the restricted field they used to
operate in.

Bearing in mind that older persons tend to have lower qualifications than their younger
counterparts, may in practice mean that older persons are unfairly barred from
consideration. The lack of education and training are one of the difficulties in entering
the labour market. According to the International Labour Organization (ILO, 1995)
which has always shown concern about older workers, education and training are
crucial to prevent and combat discrimination, especially in employment

The ETC provides several training courses to all age groups. Between October 2006
and September 2007, 42% of those who took several courses were persons aged over
40 years and were all registered jobseekers. Moreover, non-registrants could also

®  The ETC published success stories from TEES (ESF 17) and other similar projects in a publication that can be

downloaded from www.etc.gov.mt/docs/esf%20LOW .pdf
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make use of its training services and during the same period 34% of persons training
were aged over 40 years.

Figure 1.2: Mainstream training courses provided by ETC
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Figure 1.2 illustrates the participation of trainees in three different age groupsand split
between registered jobseekers and non-registrants10. It can be noticed that the
participation of those aged over 40 years had the largest share over the past year.
Adult training is also provided by the Institute of Tourism Studies and a range of private
sector providers. More investment by the Government is also being done to try to
reduce early school leaving and access to life long learning increased. There are also
training grants available to employers to train their workers on the job - the Business
Promotion Act (BPA).
12.2.3 [C] Flexible Working Practices

Governments are trying to decrease the number of early exit routes from work since
they are facing problems with regard to employment rates and the financing of
pensions. The Government in Malta is aiming to raise both the older workers'
employment rate to 40% and the average exit age from employment by 3.5 years by
2010. However, this is proving a challenge since the average exit age has decreased
from the 2003 level of 58.1 years to 57.9 years in 2006.

There are several factors which affect the decisions of older workers to stay in
employment after their pensionable age and still receive their pension. Until 2007,
persons retiring from work had to exit their full time employment in order to receive

10

Non-registered persons could include persons who are inactive, jobseekers but not registered at ETC or employed
persons.
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their full pension or else had to engage in an activity which rendered a contribution
which is less than the minimum wage.

In November 2007, the Maltese Government introduced a new incentive for retired
persons between the ages of 60 to 6511 years. These persons are eligible to take up
paid employment and keep receiving their social security pension notwithstanding that
they are receiving a wage (hence there were no limits imposed on their earnings,
without losing their pension). This measure will affect about 4,000 people1l2 who are
already in employment and will serve as an incentive to others to keep on working.

12.2.4 [D] Ergonomics/Job Design

Importance is also given with regards to ergonomics13. It means fitting the job to the

person to improve efficiency, productiviy and qual ity and to protect \
including the reduction of stress. It includes the design of the work situation, the

analysis and training of work skills, the effects of physical and psychological

environments, work-stress, errors and accidents. This is also being given importance in

the workplace. Job design may affect the health of all workers which could eventually

lead to their termination from the workplace.

In Malta, ergonomics has been given much more importance only recently, especially
foll owing Maltabés membership with the European
EU policy on employment and social affairs concerning Health and Safety at work.

12.2.5 [E] Changing Attitudes within Organizations

Older workers need support and encouragement to take some responsibility for
improving their own employment prospects. Some recommendations include:

e Assessing their own training needs and communicating these needs to their
managers (training needs analysis);

e Take advantage of all training opportunities; and
e Helping younger people in all situations.

The attitudes both of workers among themselves and of employers towards aging
workers need to be changed in order to maintain equality between age groups. This was
already evidenced through the number of employment and training schemes ETC has
launched over the past years, some of which were already listed in this report. Other
active measures adopted by ETC include the following:

e The Entrepreneurship Scheme (INT Scheme)

1 The Pension reform suggested an amendment to the pensionable age to rise from 60 for women and

61 for men to 6 5 years for both sexes for those persons who were born as from 1962 onwards. This
suggestion was accepted and came into affect as from 2007. Those persons born prior to 1962 will
have retirement ages ranging from 60 to 61 depending on their year of birth.

12 According to ETC Employment register, there are 3,241 people aged between 61 and 64 who work and

849 who are 65 or over.

13 Ergonomics is a branch of science that aims to learn about human abilities and limitations and then

apply that knowledge to impr ove peoples' interaction with products, systems and environments.

’G’H‘K’ 57



The Entrepreneurship Scheme called 6N T1@ focuses on training registered
jobseekers in those skills required when commencing ones own business as a
self employed. The programme also provides assistance through mentoring
services and provides them with an enterprise start-up gr ant of 042, 300.

This scheme is primarily targeted to those registrants as well as those jobseekers
not registered with ETC (and who otherwise remain inactive). All participants
have to spend 288 hours of training and present a final business plan to be
eligible for the start-up grant.

Figure 1.3 illustrates the number of persons who finalised the scheme and were
awarded with the enterprise grant between 2002 and 2007. It can be noticed that
the majority of participants are aged over 40 years.

Figure 1.3: Participation in the Entrepreneurship Scheme (INT)

Source : Employment & Training Corporation, Training Services Database 2002 -2007

e The Employment Training Placement Scheme (ETPS)

The Employment Training Placement Scheme (ETPS) aims to assist employers to
provide the necessary training to newly recruited employees during their probation
period. During the financial year October 2006-September 2007, 50% of the placements
under this scheme were for people aged over 40 years.

e The Work Start Scheme

The Work Start Scheme (WSS) is a scheme launched in 2004 for persons aged over 25
years and who: (a) have been inactive for more than 5 years and (b) who do not have a

14

INT is an acronym f or Ibtaan-NegbzjueTs e gt ietklbe wd i Stdrt YourGwn s
Business .
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