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Restructuring, age and stress:
General overview

and international literature review

1. The issue of restructuring: drivers of change

Nowadays, the need for enterprises to tackle changes featuring economies and
societies worldwide is widely acknowledged.

Some of the main trends and drivers of change affecting enterprises today can be
summarised as follows:

— The slow recovery from the economic crisis. The truly distinguishing
characteristic of this recession is a globally synchronised banking crisis,
multiplied by high financial volatility at global scale, which has led to a
remarkably severe global recession (European Foundation for the Improvement of
Living and Working Conditions, 2009). The following figure illustrates how the
trend towards the recovery is slower in advanced economies, and this applies

particularly to several European countries.
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Figure 1: Global GDP growth, quarter over quarter, annualised (%) (Source European Foundation for the
Improvement of Living and Working Conditions, page 5, 2009, based on IMF staff estimates)
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— The crisis and the sluggish recovery have also had severe consequences on
employment. Employment in the European Union declined by 2.5 million
persons between the first quarter of 2008 and the first quarter of 2009. The largest
relative, and absolute, declines were observed in manufacturing and construction:
as a result, it is mainly younger men working in manual occupations in
manufacturing who have lost their jobs (European Foundation for the
Improvement of Living and Working Conditions, 2009).

— Restructuring processes: The economic crisis all over the world led to
major restructuring, mergers and acquisitions and change of capital ownership (all
the forms of restructuring are listed below). Simultaneously, in many countries a
trend towards increased employee ownership of companies e.g. through different
pension schemes, stock options, can be observed.

— Globalisation of markets: This driver of change refers to the ‘increasing
integration of economies around the world, particularly through trade and
financial flows. The term sometimes also refers to the movement of people
(labour) and knowledge (technology) across international borders (IMF Staff,

2000). As a result an increase in subcontracting and outsourcing has taken place
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in order to remain competitive on the global market. A rise in short-term
contracts, new working patterns, such as teleworking, self-regulated work and
teamwork, an increase in the use of computerized technology, and the
development of a more flexible workforce has taken place.

— The ICT revolution is another powerful and highly visible driver of change.
It has started over fifty years ago with the invention of computing, and ever since
it has been steadily gathering momentum. In the past 8 years it exploded into wide
public attention and use, with the take-off of the Internet. The Spanish sociologist
Manuel Castells proposes the following definition of this driver of change ‘Due to
the new technological conditions occurring in this historical period, (...) a specific
type of social organisation in which the generation, processing and transmission
of information become the fundamental sources of productivity’ (Castells, 1998).
— Liberalisation of markets: one of the long term trends affecting
restructuring processes over the last 30 years is the shift toward deregulation and
liberalisation of trade and markets. More and more important economies all over
the world have entered the world trade organisation, and particularly after the end
of communism, free trade became the dominant paradigm also in previously state-
led economies in Europe. The need to compete world-wide has led to deregulation
(although this is a patchy trend). Moreover, both several member states and the
European Union have pushed the liberalisation of public utilities and network
companies (for instance in the telecom sector).

— Move towards a knowledge-based economy and society: Human capital is
today regarded as the most important strategic resource challenging traditional
job, work and motivation concepts. This is leading to new work processes and
flows, as well different recruitment and personnel management practices.

— Changing demographics: Within this dimension one may include,
particularly in advanced economies, the deployment of the so-called *Aging
society’, determining also potential shortfalls in the size and capacity of the
workforce. Changes in the age structure of the population will affect every
category of public spending to some degree. Three areas of public spending are
particularly sensitive to demographic shifts: income security, health care and
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education. Another important trend is the augmented participation of women and

minority groups to the labour market.

Types of restructuring
In this context, the EMCC (European Monitoring Centre on Change) identifies
several forms of restructuring in its European Industrial relations dictionary.
These are listed below:

— relocation — when the activity remains within the same company, but is
relocated to another location in the same country;

— outsourcing — when the activity is subcontracted to another company
within the same country;

— offshoring/delocalisation — when the activity is relocated or outsourced to
another country;

— bankruptcy/closure — when an industrial site is closed or a company goes
bankrupt for economic reasons, not directly connected with relocation or
outsourcing;

— merger/acquisition — when two companies merge or one company makes
an acquisition; this can subsequently lead to an internal restructuring programme
aimed at ‘rationalising’ the organisation by cutting jobs;

— internal restructuring — when the company undertakes a job-cutting plan,
which is not linked to another type of restructuring defined above;

— business expansion — where a company extends its business activities,
hiring new workers;

— other — when a company undergoes a type of restructuring that is none of
the above.

This list demonstrates that restructuring can take several forms and represent
situations, which might also overlap or be complementary. It can also have an
impact at different levels: it can affect an SME as well as a large enterprise, it can
involve few employees in a small unit within an organisation or thousands of
workers in different countries. It is mainly associated to the private sector

although it can take place also in the public sector.
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Restructuring and labour market

The most evident effect of a restructuring process is a loss of employees. A range
of approaches exists in order to prevent, manage or reduce the effect of the loss of
employees connected to restructuring processes. First of all, company and
employees representatives should collaborate in order to agree on an shared
strategy to tackle effectively restructuring processes. This collaboration should
take place at an early stage.

Also policy makers should facilitate and support the collaboration between social
partners, as well as interventions and regulations in order to minimise or reduce
the impact of on the restructuring processes labour market, possibly in an early
phase.

According to a study dealing with restructuring in Europe for the European
Commission (Haahr, Hansen, Andersen, 2007) it is possible to identify different
approaches to anticipation in relation to the objectives of anticipation: whether
anticipation seeks to prevent, manage, or mitigate the negative effects of
restructuring.

— Preventive anticipation seeks to influence restructuring processes in an early
phase so as to entirely avoid negative labour market effects. The objective is to
ensure such conditions for restructuring processes so that no loss of human
resources occurs at any point of time.

— Managing anticipation seeks to influence restructuring episodes that could
potentially lead to a loss of human resources. The objective is to manage the
restructuring episode to minimise the loss of human resources.

— Mitigating anticipation seeks to mitigate the negative labour market effects
that have been caused by specific restructuring episodes. The objective is to
support redundant employees so as to minimise the loss of human resources
during unemployment.

The following table illustrates how these approaches can be applied at several
levels (economy/region, sector/industry and corporation/enterprise) and at
different stages.
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Figure 2: Levels and Objectives and Broad Types of Intervention Areas in Anticipation.
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Enterprise/ Corporate development Dialogue and agreements Dialogue and agreements

Corporation

Whatever is the level, the scale or the restructuring stage, an effective and
strategic approach to this issue is fundamental in order to minimize the effects of
this process and cope with work-related stress of employees witnessing
restructuring.

The Section E — Prevention management for elderly workers: organisational
implications and stressors detection will provide more details on effective

approaches.

2. Managing restructuring processes

European level

The European union provides member states with some funding opportunities
which can be used in order to manage restructuring processes and minimize costs
which are generated by such changes. There are three funds which might regard
restructuring (European Commission, 2008):

1. The European Social Fund (ESF) was created in 1957 as an aid fund related
to restructuring in order to enhance employment and mobility. The objective of
this fund was to counterbalance loss of workplaces in the heavy industry thanks to
training and support for migrants (in the fifties of the last century it was mainly
addressed to Italian migrants) and mobility by training redundant and transferring
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them to sectors which required new workforce. ESF is now part of the cohesion
policy for the period 2007-2013. It represents 8% of the European budget and
20% of the structural funds. It helps to support professional training;

2. The European Regional Development Fund as an instrument for endorsing
economy and infrastructure is useful in the preparation phase;

3. The European Global Adjustment Fund (EGF) is to be taken into
consideration at the end of the process in order to support active measures and to
help persons dismissed,;

European Structural Policies (in the fields of research, industry, trade,

competition) can equally help to manage restructuring.

National level

There are of course several responses to restructuring pressures in different
countries. According to a recent report (European Restructuring Toolbox, 2010)
the most frequent responses can be classified as follows. Continental countries
like France, Italy, Germany featured by internal labour markets (i.e. mainly
stabilised careers) tend to reduce employees number (e.g. through early retirement
schemes) or work volume, while the U.K., having reduced significantly in the 80s
the influence of the unions, tend to reduce wages and labour costs. On the other
hand, Nordic country like Sweden, with their long lasting tradition of collective
bargaining and of active labour market policy, tend to focus on active labour
market policies, flexicurity schemes and workers’ training.

At least three kinds of adjustment regimes in the case of restructuring can thus be
distinguished: —Administered regimes, Market-led regimes and —Negotiated

regimes.
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Figure 3: Adjustment regimes in case of restructuring Source: European Restructuring Toolbox, 2010.
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Company level

An effective restructuring strategy at local or company level requires social
dialogue among all actors. Local authorities should play an essential role in order
to alleviate the dialogue between all parties involved.

At company level, several actions can be undertaken in collaboration with public
authorities, social partners and relevant stakeholders in order to mitigate the
effects of restructuring.

Esser and Ozoux (2003) identify several ways in which companies can help
employees affected by restructuring. Some of them are: training for employability,
time off to search for jobs, skills assessments, job fairs, psychological counselling,
financial planning and information on government benefits, to foster the creation
of new enterprises among the laid-off workers, to support mobility either through

a change in place of work (geographical mobility) or a change in job (job

10
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mobility), early retirement, part-time jobs which imply a reduction in production
capacity as an alternative to layoffs, flexible leave, sub-contracted workers to be

deployed to other companies for a limited period.

3. Older workers during restructuring: introduction

In recent years, there has been a growing interest in the experiences of older
workers. The immediate drivers have been European social policy aimed at
increasing older people’s labour market participation; as well as national
government initiatives to close early retirement routes. However, the longer term
drivers are steadily ageing populations across Europe, coupled with lowering real
retirement ages in most EU member states.

Various projects have focused on push and pull factors leading to early retirement
including discrimination, pensions, caring responsibilities and redundancy. The
Elders project is focused on one particular push factor: the impact of workplace
restructuring on older workers’ employability, as well as health and well-being.
There are three interrelated reasons why the topic is particularly in relation to
older people’s employability. First, older workers have long been regarded by
both employers and State as a reserved army of labour, brought into and forced
out of the labour market as economic conditions require (Riach, 2006; Bruginiani
et al., 2001). This places them in a precarious position, relative to their younger
colleagues during both organisational and economic restructurings. Second, as
Blossfeld et al. (2006) noted, organisational restructuring can have a particularly
strong impact on older workers who find it difficult to adapt to technological
change. Finally, older workers are concentrated in traditional industries and
therefore adversely impacted in shifts toward service based economies
(Quadagno, Hardy, Hazelrigg, 2003). The purpose of this report is to provide a
review of literature on the relationship between age, job insecurity and health and

well-being. The report has two main objectives:

11
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— To review the literature on causality between job insecurity and poor
health in order to identify the impact of workplace restructuring on older workers;

— To identify good practice which has been carried out by employers, unions
and other organisations to mitigate the effect of job insecurity on older workers’
health.
This report is divided into five sections. First, we will briefly discuss different
models for understanding job insecurity. Second, we will discuss the impact of job
insecurity of different groups of workers. Third, we will review the literature
which has identified specific health risks which have been associated with job
insecurity. Fourth, we will discuss the impact of health problems associated with
job insecurity on older workers’ employability. Fifth, we will discuss health
interventions which have been tested and proven effective. Finally, we will draw

conclusions.

Job insecurity- three models

First of all, it is worth clarifying how job insecurity is defined in order to identify
causal relationships. The research briefly focuses on the impact of workplace
restructuring on older workers’ health and well-being. However, it is not the
workplace restructuring itself which has a direct impact on health and well-being,
but rather the associated impact on work orientation. There are three useful
models to capture the impact of job insecurity on workers:

— The job loss model which calibrates the negative impact of job insecurity
against the real or perceived loss of intrinsic and extrinsic benefits from work (e.g.
Doogan, 2001);

— The job demand model which measures the balance between workers’
psychosocial expenditure in work relative to its benefits (Lewchuk, Clarke, de
Wolff, 2008) (alternatively referred to as the Effort-Reward imbalance model
(Siegrist, von dem Knesebeck, Pollack, 2004);

— The job control strain model which measures the degree to which workers

feel in control of their working conditions (Karasek, 1990).

12
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The differences between the three models are important in determining causality.
The job loss model might seem the closest associated with workplace
restructuring since the situation can be seen to result in a loss of tangible
workplace benefits such as job security, career progression routes, workplace
social networks and ultimately work itself. Indeed there is a raft of literature
resulting from a large scale survey of UK civil servants whose careers were
interrupted as a result of Government restructuring (Ferrie et al., 2001; Stansfeld
et al., 1998). There are, however, two limitations to the model. First, because of
the diversity of work orientations, the focus of what benefits are lost during a
work transition may vary from person to person. In a study of Israeli teachers, for
example, Rosenblatt et al. (1999) suggested that men were more concerned with
the loss of financial security, while women were concerned with the loss of more
intrinsic benefits of work. The second limitation is that the intensity of perceived
job loss depends on the individual having hitherto enjoyed high quality work.
Indeed, what made the Whitehall 11 survey such a valuable dataset was the fact
that the respondents occupied what they had perceived to be jobs for life. While
the model can capture the impact of the shock of workplace restructuring on
permanent employees, it is not so effective in measuring the impact of low quality
work on the job occupant’s well-being. Some evidence suggests that contingent
employees may be less affected by workplace restructuring than permanent
employees simply because they had previously adapted to precarious employment
(Virtanen et al., 2001). The second limitation is particularly important in relation
to older workers since (as can be seen In the ISSP figures mentioned below)
perceptions of job insecurity may increase gradually over time. Therefore, older
workers (particularly those who have experienced job loss) may have developed
coping strategies to deal with loss.

The job demand model may be a better way to measure the impact of job
insecurity across a heterogeneous workforce. Here the measurements are
quantified in terms of inputs and outputs. Inputs might include not only work
effort, but also emotional labour, stress, damage to health and other factors. Under

this paradigm, social protection through employment law or collective bargaining

13
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acts as a buffer to mitigate the demand of work on the individual. Contingent
workers can accordingly be seen to occupy high input/low output jobs in which
the detrimental effect is cumulative rather than immediate. For example, some
evidence demonstrates that past experience with job loss can have a lingering
impact on workers, even where they subsequently find re-employment (Mathers,
Schofield, 1998).

Finally, the job control strain model posits that workers face mental and physical
health risks when facing high workload and little control or decision-making
when managing work (Karasek, 1990). Control and decision making are key
factors within this model since they determine the extent to which workers can
emancipate themselves from the constraints of a stressful work context, such as
precarious employment. Low levels of control could result in maladaptive work
practices and/or deterioration of mental and physical health (Gershon, Lin, Li,
2002).

The three models are not mutually exclusive, and manifestations of one type of
job insecurity are likely to be present in other models as well. However, the three
models suggest different approaches to intervention. The job loss model would
suggest that efforts to protect workers’ health should focus on mitigating the
shock associated with workplace restructuring. Compensatory benefits such as
redundancy or early retirement routes could reduce the loss associated with
unemployment. The job demand model would suggest that solutions could come
in the form of either reducing the input or increasing the output from work. As
mentioned above, social protection in the form of, for example, a collective
agreement on job security could act as a buffer against the impact of threats
associated with workplace reorganisation. Alternatively, the outputs in terms of
work benefits could be increased. Opportunities for job rotation, flexible working
and learning have been posited as benefits which could be of high value to older
workers (Walker, 2002; Flynn, McNair, 2007). Finally, the job control model
would suggest that measures to increase older worker autonomy and decision-
making would reduce the stress associated with job insecurity. This could be in

the form of either collective decision-making (for example, negotiated agreements

14
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on how redundancies would be handled) or individual autonomy (for example,

increasing a worker’s skill to increase the chance of re-employment).

Job insecurity and groups of workers

This section will discuss the impact of job insecurity on different groups of
workers. The objective here is to consider whether certain groups of workers
require particular interventions in order to mitigate health risks. The most logical
place to start would be to consider whether age itself impacts on job insecurity,
health and well-being. As mentioned above, older workers’ labour market
positions make them particularly vulnerable to job insecurity. In addition, strong
evidence exists of the prevalence of age discrimination (Sargeant, 2001); barriers
to re-employment (Heap, 2004); and negative attitudes from management (Itzin,
Phillipson, Laczko, 1993; Taylor, 2003) which would each reinforce feelings of
job insecurity.

Comparisons between age groups are somewhat complicated by two factors. First,
there is a level of heterogeneity within all age groups, and not all segments of the
populations follow the same pattern. There is strong evidence suggesting that
older workers with qualifications for example, have higher levels of job control
and job satisfaction than those who do not (McNair et al., 2004). Second, data on
older workers’ patterns are affected by the ‘survivor factor’ (Griffiths, Knight,
Nor Mohd Mahudin, 2009). From 50 years of age onward, workers with low
levels of job security or job satisfaction will leave the labour market through early
retirement routes. Workplace ‘survivors’ would then report higher levels of job
satisfaction than would those who had exited. Understanding these limitations,
cross-national data can provide some insight into patterns of work orientation.
Chart 1 shows the differences in perceived job insecurity. Data were drawn from
the European Social Survey which asked respondents about the likelihood of
losing their jobs within the next 12 months. The chart shows that feeling of job
insecurity is U shaped with high levels of concern amongst the younger and older

populations.
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Job related stress, on the other hand, is an inverse U shape, felt most acutely by
people in their 40’s and 50’s (Health and Safety Executive). The relationship
between age, stress and job insecurity is mixed. Using the ESS data only of people
who report their job loss to be likely or very likely, the likelihood of stressful
working conditions is again mostly U-shaped (although it drops off for the very
young and people over 65). People in their 60°s who are facing job threat are most
likely to be experiencing workplace stress. Similar results are reported also by
Milczarek et al. (2009), who found that workplace stress was highest for people

40-54. Similar trends were observed for other stress-related symptoms such as
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This would suggest that the threat of job loss rises as people approach retirement
age. Such stress is most likely accelerated by the lack of re-employment
prospects. McNair et al. (2005) studied job transition patterns and found, while
people under 60 were most likely to make transitions for career-related reasons,
by the age of 60, transitions were more likely to occur for redundancy than career
promotion. Gallo et al. (2006) suggested that proximity to retirement increases the
probability that job loss would lead to depression. However, Breslin and Mustard
(2003) identified the 31-55 year age group as most susceptible, citing the threat of
financial hardship as the main causal factor.

Hansson et al. (2001) suggested that older workers may have adopted coping
mechanisms which reduce the impact (or at least the appearance of impact) of
workplace stress on well-being. Such coping mechanisms include setting realistic
goals and calibrating stressful situations against previous experiences. He quotes
Lazarus (1996) as well, in suggesting that older workers may position themselves
in work situations which mitigate stress (for example, not seeking a promotion if
it is expected to be denied). Hansson concludes that older workers may exhibit
higher tolerances to workplace stress. However, there are some questions over
whether such coping is real or just a masking mechanism. McNair (2010) suggests
that older workers may hide job deficits such as training needs for fear of being
‘caught out’ in the workplace. Such a phenomenon could also occur in relation to
feelings of job insecurity, with older and more vulnerable workers not willing to
voice concern over job threats. Hanson himself notes that older workers’ coping
strategies could result in some becoming overwhelmed, as problems at work
remain unarticulated and unrectified.

There is some evidence to suggest that job control decreases with age, although
the consensus seems to be that other factors such as qualifications and job status
have greater impact (EFA, 2002; Barnes, Parry, Taylor, 2004). Older workers
with high levels of human capital tend also to have a high degree of job
autonomy, including on the decision over when to retire, while those with low
skills are more vulnerable to being either pushed or pulled from the labour market,

or compelled to stay in work for financial reasons (Flynn 2010). D’Souza et al.
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(2005) considered the relationship between job status, job control and mental
health. They found that people in higher status jobs had lower levels of depression
and anxiety. However, they also found that high job strain was more likely to be
associated with depression for high status workers than for lower status ones.
Pension entitlements play a strong role in determining job control, particularly in
contexts such as the UK in which the majority of pension funds come from
occupational and private sources. Parry and Taylor (2007) noted that people who
need to work after the State Pension Age for financial reasons may frame their
contexts in terms of work orientation, such as having a strong work ethic, in order
to make sense of their labour market positions.

Others, however, have noted that white collar workers have most acutely felt the
impact of workplace restructuring associated with globalisation. In a national
sample, 60% of British managers had experienced a workplace restructuring
resulting in downsizing or outsourcing (Worrall, Cooper, 1998). As Sparks et al.
(2001) noted, managers who would be assumed to be most in control of their
work context experienced job insecurity and loss of morale as a result.

Turning to the impact of national context, variations of older workers’ perceived
job security would be expected when comparing cross national data. A small
number of studies compared age management strategies cross-nationally,
identifying the influences of culture (Chiu et al., 2001); institutional regimes
(Muller-Camen et al., 2010) and perceptions of age discrimination (Brooke,
2003). European Social Survey data present a picture which would seem
somewhat counter-intuitive. On the one hand, the highest levels of job insecurity
for people 50-55 is consistently shown to be within Eastern Europe. Somewhat
surprisingly, older workers in the liberal market economies of the United
Kingdom and Ireland show lower levels of insecurity than France or Germany
which both have stronger employment laws than their two European counterparts.
Bockerman (2003) suggests that there may be a trade-off between levels of job
protection and prospects for re-employment. The Netherlands, Belgium,
Switzerland and social democratic countries of Denmark and Finland have the

lowest levels of job insecurity.
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Surprisingly, the pattern on workplace stress in relation to 50-55 year olds appears
to be almost inverse to that of job insecurity. Countries such as Belgium and
Switzerland which have the lowest levels of job insecurity also have the highest
levels of stress, while many of the Eastern European countries show that
workplace stress for this age group is relatively infrequent. There may be a few
intervening factors which could explain the difference. Differences in welfare
regimes are likely to create differences in perception. Across Europe, national
governments are rapidly closing off early retirement routes (OECD 2005) and the
impact is most acute in State-funded rather than mixed pension regimes. For
example the German government’s withdrawal of the Altersteilzeit scheme started
to be phased out from the beginning of 2010 with older workers expected to work
longer before they can retire.

Insecurity and stress

B Stressful much of the time M Likely to be unemployed within a year

Turning to the impact of gender, the evidence paints somewhat of a mixed picture.
Most of the evidence suggests that women are more likely to suffer workplace
stress than men (Griffiths, Knight, Nor Mohd Mahudin, 2009). However, some
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studies (Cheng et al., 2005; Rosenblatt, Talmud, Ruvio, 1999) suggest men and
women in managerial positions are more likely to feel the insecurity associated
with potential job loss.

It has been noted that women are more likely to be in high demand/low output
jobs, which in turn offer fewer buffers to job insecurity (Bardasi, Jenkins, 2002).
Women traditionally have smaller and fewer occupational pensions than men
(Dixon, 2003). They also tend to be lower paid and largely work part-time, and
their work histories are often interrupted to raise families or care for other
relatives (Gough, 2001, Campbell, 1999). They are also more likely to be subject
to age discrimination. For example, Duncan and Loretto (2004) noted that
employers tend to perceive female workers to be old at an earlier age than men.
Such workplace disadvantages can be reflected in health conditions. For example,
both Rugulies et al. (2008) and Lee et al. (2004) have linked job insecurity with
heart problems for women, particularly for women with poor job prospects.

The stress associated with combining work and caring responsibilities has also
been noted as having a detrimental effect resulting in tiredness and lack of leisure
(Hirsch, 2003). It has also been noted that for some older people unpaid caring
work is as damaging to health and wellbeing as the worst kinds of paid work,
damaging the quality of life of both carer and cared for (McKie, Bowlby,
Gregory, 2005; Mooney, Stratham, 2002). Costa and Sartori (2007) noted that
women on average see a decline in their workability index from the age of 35, ten
years earlier than men, owing to dual home and work responsibilities. Caring
responsibilities can also impact on employability (Vickerstaff, 2006) particularly
as access to flexible working is more limited for older women with caring
responsibilities than younger women with children (Yeandle et al., 2003). That
said, women who have had caring responsibilities throughout their careers may, at
the end of their working lives, be more adaptable to flexible working as an
alternative to retirement (Owen-Hussey, McNair, Flynn, 2006).

Griffiths et al. (2009) noted that women are more likely than men to have adopted
coping mechanisms for dealing with stress such as verbal expression and positive

self-talk. However, as discussed above in relation to older workers generally,
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there is somewhat of a fine line between coping and masking. Mooney and
Stratham (2002) note that older women with caring responsibilities can tend to let
the stress associated with work and home responsibilities accumulate until the
point of unsustainability, upon which they may prematurely exit the labour
market.

Finally, we turn to the relationship between work contract and job insecurity.
There is some contradictory evidence in relation to how permanent and contingent
workers perceive their own job security and its impact on their health. Benach and
Muntaner (2007) argue that atypical working patterns associated with flexible
production can have as detrimental effect on individuals’ mental health as
unemployment. Like unemployment, atypical work is associated with deskilling,
financial insecurity, lower compensation, impaired working conditions and work
uncertainty. Kim et al. (2006) also note the link between non-standard working
conditions and poor mental health, identifying a relationship in men between
atypical work and suicidal ideation. Benavides et al. (2006) note that temporary
workers have higher incidences of workplace injury than permanent workers, in
part due to lack of training.

Virtanen et al. (2001, 2002) suggest that fixed term workers have better self-rated
health than permanent ones. They are less likely to be absent from work for health
reasons, although it is also noted that this may be due to them also being less
likely to benefit from paid sick leave. Their research, focused on permanent and
contingent health care workers in Finnish hospitals, suggest the impact of job
insecurity on health is more acutely felt by permanent employees. Virtanen et al.
(2005) suggest unstable career trajectories can have a detrimental effect on fixed
term employees’ mental health, but psychological distress can be reduced where
the employee is on a career trajectory toward permanent employment.

In conclusion to this section, evidence of the impact of job insecurity on the health
of different groups of older workers can support all three models. On the one
hand, some evidence suggests that workers in better labour market positions may
feel the greatest shock from loss of job security. This can be seen in relation to

permanent employees, and perhaps to a certain degree from a cross-national
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comparative basis across Europe. Workers in more precarious employment
conditions (e.g. older workers, temporary workers, women with caring
responsibilities) may have developed coping strategies to manage. On the other
hand, there is also strong evidence to suggest a cumulative (but perhaps
reversible) impact of precarious employment on health and well-being. Finally,
the experience of older workers with high and low skills suggest that control over
career trajectories is an important factor associated with health and well-being of
older workers. For older workforce, control is particularly manifest in terms of
decisions of whether or not to remain in the labour market. Highly skilled workers
can either emancipate themselves from jobs with health risks or perform high-
value work.

In the next section, we will discuss the specific health risks which have been

associated with job insecurity.

Job insecurity and health

Over the past two decades there has been an increase in literature describing the
relationship between job insecurity and health. The main drivers for this interest
have been technological change, globalisation and privatisation which have
changed the nature of work. It has further been noted that job insecurity is gaining
attention because it is not only affecting blue collar workers, but managers and
professionals as well (Sparks, Faragher, Cooper, 2001). There has been a growth
in flexible and contingent work which, as discussed above, may also have health
implications. The relationship between insecurity and health may be particularly
important in relation to older workers because of their adaptability to
technological change. Furthermore, it has been noted that job insecurity is felt
most prominently by the youngest and oldest members of the labour market
(Burchell et al., 2001). Finally, the main cause of labour market exit before the
age of 60 is ill health incapacity (McNair et al., 2004).

As Ferrie (2001) notes, the main focus of most studies has been the link between
job insecurity and psychological morbidity, with all but one study establishing a

link. Most of the research relies on self-reporting and cross sectional. As Ferrie
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notes, one notable exception is the Whitehall Il longitudinal study which was able
to chart the changes in UK civil servants’ self-reported mental well-being during a
three year period of privatisation. One of the interesting results from the study was
that the impact of rumours of the privatisation three years before it occurred had a
greater impact on civil servants’ mental health than the privatisation itself (Ferrie
et al., 1998). Another longitudinal study (Dekker, Schaufeli, 1995) suggests the
impact on mental health is cumulative. While the initial shock of a workplace
restructuring can have an immediate impact on workers’ health, more long-term
consequences can result in withdrawal from work and burnout.

In a study of German manufacturing workers, Frese and Mohr (1987) show that
unemployment leads to higher levels of depression. They attribute the mental
health complaint to the knock on effects of unemployment such as financial
problems and ‘the daily hassles of unemployment’. Age is not found to be a
compounding factor. However, they do note that depression starts to recede either
when workers find permanent jobs or when they move to full retirement. A
second study (Linn, Sandifer, Stein, 1985) found a relationship in men between
unemployment, depression and anxiety, with unemployed men more exposed to
mental health risk than those employed. However, they also found wide variations
within the unemployed group, and surmised that men with strong familial and
social networks also had higher self-esteem.

Studies have focused on the issue of job control as the link between insecurity and
mental health. Amick et al. (1998) used the Karasek job control model to assess
the impact of high demand/low control work on women working in nursing
homes. Their findings suggested a causal relationship between high strain work,
poorer mental and physical health and lower functionality. Decision making
latitude was associated indirectly with low strain work, and it was suggested that
job control could increase functionality as well as improve health.

D’Souza et al. (2005) investigated the relationship between job control, insecurity
and mental health. They found that both job strain and job insecurity were

independently associated with depression, anxiety and GP visits.
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Adams and Flatau used an Australian national longitudinal dataset to measure the
change in job security and its impact on mental health as measured by self
reporting. They surmised that a one percent change in job security (as measured as
likelihood of losing one’s job) results in a positive 0.22% change in mental health.
Hellgren and Sverke (2003) considered the causal relationship between job
insecurity and physical and mental health. While most studies have focused on
whether job insecurity causes health risks, they considered whether impaired well
being could result in precarious employment. For example, mental health issues
could impair a worker’s ability to build social networks which could act as a
buffer to job insecurity. At the same time, health problems could limit a worker’s
career development opportunities, leading to high demand/low output
employment. They found that the causal relationship between job insecurity and
mental health complaints was significant, but that the reverse was not. They also
found that there was no significant relationship between job insecurity and
physical health complaints. Similarly, Jin et al. (1995) argue that more research is
needed before the causality between unemployment and adverse health outcomes
can be established.

Turning to physiological health issues, an early study of men who suffered job
loss determined a relationship between job loss and increased blood pressure.
High blood pressure was persistent for men who stayed in unemployment or
probationary employment for up to two years, although reduced for those who
regained permanent employment (Schnall et al., 1998).

Beale and Nethercutt (1987) looked at the impact of plant closure on the physical
health of not only employees, but also family members. Health complaints were
measured by GP and hospital visits. They found a strong relationship between
physical health complaints and job insecurity. Similar to the findings of Whitehall
Il study, the threat of redundancy was found to be as large a causal factor in health
complaints as the job loss itself.

Further analysis of the Whitehall 11 study found that job insecurity was associated
with higher blood pressure, but only for the female respondents. A study of New

York city male blue- and white-collar workers found that older men with at least
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25 years work experience in which over 50% of their time was exposed to high
job strain (i.e. high demand and low control) was higher both at work and at home
(Schnall et al., 1998).

Arber (1996) used British General Household Survey data to chart the impact of
inactivity on ill-health. She found that job class has the most significant impact on
long-term health problems, Surprisingly, the impact of job class on health was
greater for inactive people than for those employed, which would suggest that
social differences in relation to health increase after people exit the labour market.
In another Whitehall 11 study, Bosma et al. (1997) investigated the relationship
between job insecurity and the risk of coronary disease. Over a three year period,
measuring new cases of angina, pains across the chest, and any coronary event, he
found a relationship between the two for both men and women. Job demand and
social support were not found to be associated with the link to heart disease,
although job control was. He recommended that policies giving workers a
stronger say in decision would contribute to better cardiovascular health.

Kivimaki et al. (2001) showed a causal link between workplace downsizing and
musculoskeletal problems. They estimate an odds ratio between severe
musculoskeletal pain and major and minor downsizing of 2.59 and 5.50
respectively. The likelihood of such health problem increased particularly for
women and people on a low income. They attributed the association to increases
in physical demands, reduction of skills discretion, and psychosocial factors. Cole
et al. (2001) similarly found an association between high job strain and
musculoskeletal pain, although only in women. In a survey of flight attendants,
Lee et al. (2002) found that those with lower back disorders were more likely to
have high perceived job demand, job insecurity and physical load. Carayon et al.
(1999) argue that psychosocial factors can contribute to the prevalence of work
related musculoskeletal disorders. However, solutions need to take into account
both psychological and ergonomic factors simultaneously.

Evidence on the link between job insecurity and lifestyle is mixed. Green and
Johnson (1990) does not find a link between the take up or cessation of smoking

and job strain, but does find that smokers whose job strain increases are likely to
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smoke more intensely. Lee et al. (2002) compared the smoking habits of
employed and unemployed cohorts in Scotland and found the latter more likely to
take up the habit. However, this was considered in part to be influenced by
previous social factors such as upbringing. Therefore causality could not be fully
determined.

Research on the association between job insecurity and alcohol consumption
seems to centre on the ‘spill-over’ theory (Steffy, Laker, 1991) succinctly that
poor working conditions drive one to drink. Some evidence is presented which
shows temporary workers more likely to be alcohol dependent than permanent
workers (De Cuyper et al., 2008); although other researchers question the line of
causality (Sikora et al., 2008).

HSE data (Health and Safety Executive, 2009) on workplace injuries suggest that
men over 55 are less likely to have workplace injuries than younger colleagues,
while for women the reverse is true. It is suggested that older women’s
susceptibility to injury may be due to higher rates of blue collar work relative to
younger colleagues. The relationship between precarious employment and
workplace injury has been studied by Benavides (2005) who found a higher
likelihood of injury amongst temporary than permanent employees. However, this
was attributed more to the length of service and lack of training rather than to the
employment status itself. Barling et al. (2003) found that people in high quality
jobs (extensive training, variety and autonomy) were less likely to have
occupational injuries and higher job satisfaction, which again may indicate that
the psychosocial factors are less influential on the prevalence of injury than the
training and support provided by the employer.

The evidence on working hours, particularly, shift work, and well-being is not as
clear cut as one would assume (Griffiths et al., 2009). Allen et al. suggest that the
impact of working hours on health may be age related but only for those working
very long hours (60 or more) Griffiths et al. mention one intervention of
veterinarians (Reijula et al., 2003) to reduce long hours by cutting back on-call
time. Shields (2002) found that shiftwork for men (both younger and older) may

increase the risk of chronic conditions, while for both men and women, night
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work was associated with psychological distress. Some suggestions have been
made that interventions for older workers should focus on reducing working hours
and shifting older workers onto daytime rotas (Costa, Sartori, 2007). Other
evidence suggests that impact of shift work may be cumulative (Harma, 1996).
Therefore moving an older employee onto day work is akin to shutting the
proverbial door after the horse has bolted.

Finally, we were not able to find studies focused on the relationship between job
insecurity and work functionality. In terms of intellectual capacity, evidence
compiled for the then UK Department for Trade and Industry found consensus
that, up until the age of 70 at least, work capability does not decline. For workers
over the age of 70, there have been too few studies to reach a conclusion. As
people age, the speed with which information is processed declines, but their
ability to process large chunks of information increases (Warr, 1994). This has
sometimes been posited as a distinction between ‘fluid’” and ‘crystalised’
knowledge (Crawford et al., 2009).

Physical capacity does decline with age, although the decline is not necessarily
uniform. The most widespread work-related problems reported by workers aged
over 55 years all relate to physical functional capacity, which, due to ageing, tends
to deteriorate among workers in this age group. Next in line are general fatigue,
along with stress symptoms and headaches, followed by psychosomatic symptoms
— such as sleeping disorders, anxiety and irritability (Ilmarinen, 1999). Older
workers who have worked in physically demanding jobs may be slower in decline
of physical strength than the general population (Schibye et al., 2001). At the
same time, few jobs require maximal exertion. Warr (1994) distinguishes between
age impaired/ age neutral/ and age enhanced jobs to distinguish between
occupations which depend on physical strength (which reduces with age) and
mental capacity which may be neutrally or positively affected. Older workers may
self-select themselves from ‘age impaired’ jobs by changing workload from
physically demanding to intellectually challenging work.

In conclusion to this section, the various studies have identified an association

between job insecurity and health and well-being, including both mental and
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physical well-being; propensity to injuries, lifestyle, and long hours. While an
association with functionality has not been identified, age impacted functionality
can impact on older workers’ real and perceived employability, particularly during
periods of uncertainty such as a workplace restructuring.

In the next section, we will discuss interventions which have been identified for

mitigating the negative impact of job insecurity on older workers’ employability.

4. Workplace interventions

Ageing workforces have become a focus of international institutions. The impact
of ageing demographics on both economic development and older people’s social
welfare has been identified as a priority issue by the United Nations which calls
on governments and social partners to take measures including: identifying and
removing barriers to work for the older inactive; promote lifelong learning,
healthy living, and access to technology in order to enable extended work
opportunities; address issues around the informal labour market which affect older
workers’ access to social security and adequate working conditions; and foster
flexible retirement opportunities (United Nations, 2002, § 28). There is a
particular emphasis on protecting older female workers as well as vulnerable older
workers who are more likely to be in the informal sector (ibid, action d). The
World Health Organization has also identified work opportunities in later life as a
component of Active Ageing (World Health Organization, 2002); and the
International Labour Organization, together with the International Organization of
Employers, has convened a symposium of employer organisations to develop
strategies for addressing the impact of ageing on sustainable economic growth
(ILO, 2009).

Although many countries are facing demographic windows, the issue of ageing
populations is particularly important to Europe. As part of the European
Employment Strategy, in 2000 the Lisbon Council set a strategy to increase older

worker participation in the workforce from 38.8 per cent to 50 per cent by 2010.
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The Stockholm Council 2001 called for clearer strategies to extend working lives
and reduce early labour market exit. Although the aim is to increase the
employability of people aged between 55 and 64, the Council adopted a strategy
which targets all generations of employable age, with the objectives of
encouraging and facilitating people to extend their working lives. The Council’s
strategy rests on six pillars which include helping employees avoid early exit;
improving job design in later life; removing incentives for early exit from national
tax-benefit systems; eliminating age discrimination; increasing accessibility to
learning opportunities; and ‘developing a social partnership with employers and
employee representatives to facilitate longer working lives’ (European
Commission, 2005).

Because of European initiatives to raise 55-64 year old people’s participation rate
to 50%, the European Union’s research body, the European Foundation for the
Improvement of Working and Living Conditions (Eurofound) has become a
repository for good practice in relation to age management. There are a few
sources of data which are particularly helpful. First, a database of innovative age
management practices was developed. Data include HR management policies
which have been adopted by organisations of different sizes across the EU. The
database is searchable by head office location, organisational size, organisational
sector, target worker group and policy area. HR policy areas cover health and
well-being, recruitment, training and development, flexible working, health,
ergonomics, retirement, and changed attitudes. Second, case studies have been
synthesised into country reports which juxtapose employer practices with national
government public policy initiatives. Third, synthesised reports have been
produced drawing first on the EU-15 (Taylor, 2006) and subsequently on the New
Accession States (Mandl, Oberholzner, Dorr, 2006). Finally, a good practice age
management guide has been produced which draws on all of the case studies
across the European Union (Naegele, Walker, 2006).

Because this is the international report for the Elders project, we will focus on the

three cross European good practice guides, but draw on good practices across the
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EU. We will focus on four main policy areas which are most directly related to the

Elder project’s brief:

Health promotion and workplace design;
Redeployment;
Flexible working time;

Learning and development.

Health promotion and workplace change

Naegel and Walker recommend the following practices:

studies on health risks in the workplace;

organisational health reports and working groups on health;

the use of health experts to advise the organisation;

employee surveys;

employee participation and education;

regular health checks;

training supervisors and key workers in health management techniques;
ergonomic workplace (re)design;

preventive redeployment;

health-promoting working time arrangements

The emphasis here seems to be on taking a systematic approach to reviewing

health risks in the workplace. They emphasise early intervention (for example that

health checks should be provided to all employees and not just older workers).

They also suggest that employee participation is crucial in order to use the

knowledge of older workers.

In reviewing the EU-15 case studies, Taylor noted that Nordic countries put

significantly greater emphasis on the issue, with almost all of the case studies

from this region featuring a dimension of health and well-being. In particular, he

noted that the Finnish National Programme for Ageing which combined public

policy initiatives with social partnership derived employer initiatives. By contrast,
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only a small minority of case studies from the UK, France and Belgium featured
health and safety measures.

It is also worth mentioning that subsequent to this publication, the first two
sectoral level agreements on age were reached in Germany: first in Iron and Steel
Industry, and subsequently in the Chemical sectors. (Frerichs, Sporket, 2007) The
drivers for the initiatives were both the immediate shock of changes to the Block
Retirement model (mentioned above) as well as long-term ageing demographic
problems in the sector.

Mandl et al. (2006) noted that Eastern European governments have developed
programmes around occupational health. The main drivers have been the rapidly
ageing population and high proportion of the population of people with
disabilities. They mentioned particularly an initiative in Estonia known as the
Occupational Health Action Plan aimed at encouraging employers to adopt active
ageing programmes.

In terms of employer initiatives, two are worth noting. The first is an initiative by
Dell Slovakia to build employee networks across age groups in order to foster
mentoring and professional communities. Such an initiative would seem to foster
support networks and increase work autonomy, particularly for older workers who
can share their experience and knowledge with co-workers.

The second initiative was that of Voestalpine Austria, a steel company. Due in
large part to a long time freeze in recruitment and early retirement programme to
further twenty years of downsizing, the company had a workforce within a narrow
age range which was approaching retirement. The company therefore needed to
persuade its older workforce to remain in work, and launched a programme to
redesign physically demanding work. It also reviewed its night shift policy,
identifying detrimental health impact in the form of stress and sleep loss. Work
shifts were rescheduled and older workers were given greater discretion to reduce
their night work. The company also developed new training programmes to enable
workers of all ages to participate in learning.

This initiative is interesting in light of the Elders project remit since the company

is addressing the cumulative health risks which have been associated with
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continual downsizing. It is reducing the physical expenditure which workers need
to put into their jobs in the form of physical strain, and is increasing the benefit in

terms of investing in employees’ human capital.

Redeployment/job redesign

Naegel and Walker (2006) note that redeployment can be used when, because of
changes in functionality, older workers’ skills are not being maximised in the job
they carry out. They also recommend ‘preventive redeployment’ (p. 17) which
they define as health protection or career development measure. However, they
warn against ‘sheltered occupation’ (or what Japanese employers colloquially
define as ‘window jobs’ that deskill the occupant and have little productivity).
They noted that the indicator of success for redeployment was the ability of
employees to maintain their level of productivity by using their skills in new
ways.

Taylor noted that Western European companies are in some instances scaling
back with the use of redeployment, opting instead to redesign their employees’
work. This approach reduces the chance for the older worker to be moved to a
window job, while improving the job design for the worker and for future
occupiers of the position.

Mandl et al. (2006) note that redeployment is more firmly embedded in Eastern
European workplace culture and has long been a practice to help workers maintain
their employability. Redeployment has typically been offered to people with
medical issues in order to avoid inactivity.

In regards to employer initiatives, the Slovenian construction company Lip Bed
seems to have taken an innovative approach to retaining older employees. From
the age of 50, employees can move to less physically demanding work such as
mentoring or training apprentices. The programme is meant to enable older
workers to shift from using physical labour to mental capital. Although the
majority of workers in the company have no formal qualifications, they retain a

high level of tacit knowledge which they can apply in productive ways.
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The Netherlands’ Ministry of the Interior runs a redeployment programme tailored
to older white-collar workers. The government department had historically
operated an early exit arrangement which employees had come to expect as an
entitlement. When it was found that the Ministry had a skills shortage, it closed
early exit routes but had simultaneously developed programmes for employee
development, mobility and redeployment so that older employees could enjoy a

degree of job variety as well as use their skills in different ways.

Flexible working time

Naegel and Walker (2006) argue that flexible working arrangements could offer
benefits to both the employer and employer. For the employer, working hours can
be tailored to meet business need and reduce manpower during off-peak times.
For the employee, flexible working can “humanise’ work by suiting arrangements
to the employee’s work/life balance needs. They also note that where an employee
can reduce his or her working hours, full retirement could be delayed. Finally, the
provision of flexible work opportunities could enhance the employer’s social
image, for example by being known as a family friendly firm.

Taylor argues that Western European businesses are largely embracing flexible
working because such arrangements are generally consistent with their vision of a
flexible labour market. He notes in particular that in the UK, employer groups and
think tanks have lobbied for an increase in the State Pension Age (although the
main business organisation, the Confederation of Businesses and Industry has also
lobbied for retention of mandatory retirement). Even if the danger of
flexibilisation leads older workers into a contingent workforce paradigm, he also
notes that many employers are adopting a lifecourse approach to flexible working,
and allow workers of all ages to have access flexible arrangements when they
need them.

Likewise, Mandl et al. (2006) note that Eastern European States are moving
towards more flexible labour markets, and flexible working is consistent with
governments’ and employers’ policies. However, many of these countries have

traditionally had workplace cultures in which flexible working hours were
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provided on the basis of individual agreements basis between employees and their
manager.

In terms of innovative practice, a UK telecommunication company has developed
a flexible work initiative in order to encourage older workers to delay retirement.
The programme enables participants to reduce workload under a number of
schemes known as ‘wind down’ (to work on a part-time or job-share basis); ‘step
down’ (to reduce work responsibilities; ‘time out’ (to take a sabbatical); “helping
hand’ (to pursue charity or community work); and ‘ease down’ (to reduce working
hours in the twelve months prior to retirement). The company involved the
recognised trade unions in developing and implementing the flexible work policy.
The telecommunication company’s policy is somewhat novel in that it offers a
variety of flexible work arrangements as organisational policy rather than limited
to individual accommodation between an employee and his or her line manager.
Aalborg University similarly adopted a range of flexible work arrangements as
alternatives to retirement. Knowledge retention was seen as the main driver, as the
university identified a large number of staff who had key and unique skills. As
with the telecommunication company Aalborg University offers employees both
the opportunity to reduce working hours and reduce responsibilities. Also similar

to the UK firm, the trade unions were involved in policy development.

Lifelong Learning

Naegel and Walker (2006) emphasise the importance of lifelong learning for both
the employer and employee. For employees, learning provides adaptability skills.
Hall Mirvis (1995) conceptualised older workers’ skills needs in terms of identity
development (realising one’s skills and unique knowledge) and heightened
adaptability (being able to use those skills in new ways, and perhaps in different
jobs. Likewise, Naegel and Walker (2006) argue that employers can benefit from
offering training and learning opportunities to older workers by being able to use
skills within their workforces in different ways. They also note that learning can
foster knowledge sharing and form a part of a company’s knowledge management

system.
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Taylor observes that many Western European countries still operate within a skills
deficit paradigm, focusing learning opportunities on younger people while making
little arrangement for retaining and enhancing older workers’ skills. He notes that
such an approach is unsustainable within a context of retaining older workers
longer. Nevertheless, he notes a number of employer initiatives which are
developed in order to enhance workers’ abilities to work on different tasks.

Mandl et al. (2006) note that participation rates in learning vary significantly
between member states. Slovenia has the highest participation rate. Almost 16%
of men and 20% of women between 25 and 64 are involved in training. The
government actively promotes learning through workplace campaigns.

Motherwell Bridge in Malta is a small metalworking company, but it offers an
interesting example or an organisation linking lifelong learning with mentoring.
All employees are trained in health and safety, skills, and technical training.
During training sessions, older workers are actively involved in delivering
training by passing their skills on to younger colleagues while learning new ones.
All employees’ skills are updated in order to maintain efficiency.

The approach to intergenerational learning has also been adopted, though on a
much larger scale in BMW as part of its “Today for Tomorrow’ initiative. BMW
in Germany has developed a comprehensive programme for making its workplace
age ready through changes to the assembly line, adaptation of new recruitment
strategies, it has also invested 200 million euros in new learning initiatives. The
company delivers training through workplace learning and mixed age groups.
Work teams were given discretion on how their learning would be carried out. It
was noted that, ‘the experienced staff members passed on their wealth of
knowledge to the younger employees and, conversely, the experienced employees
could obtain new technological and methodological know-how from their younger

colleagues’.
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5. Conclusion

The brief of the Elders’ project is to identify the impact of workplace restructuring
on older workers’ health and well-being. The weight of evidence suggests that the
job insecurity associated with workplace restructuring does have a negative
impact on older workers in terms of the shock of job loss; the imbalance of effort
and reward; and loss of job control. The literature suggests that there are particular
health risks associated with job insecurity:

— Mental health risks;

— Cardiovascular disease;

— Musculoskeletal problems;

— Injury;

— Poor lifestyle habits;

— Decreased functionality.
In addition, attention must be paid to the impact of job insecurity on different
groups of workers, particularly age, but also gender, qualifications and job class,
and employment status.
The Eurofound case studies of good age management practice provide examples
of how the negative impact of job insecurity could be mitigated through social
partner initiatives. The focus was on four policy areas which could buffer against
precarious employment, increase work reward or increase job control: healthy
living to mitigate the impact of job loss on older workers; flexible working hours
to enhance work reward; and job redeployment and lifelong learning to enhance

adaptability.
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Part 11

New risks and psychosocial issues related to stress at work

1. Work-related stress: an overview

Introduction

The term “Stress’ has become a buzzword in contemporary society. It does not
only describes a series of ‘aches and pains’ or as Cartwright and Cooper (1997:1)
argues ‘a vague yet often sense of disquiet’, but a legitimate concern of our
modern way of life. According to Wainwright & Calnan, stress is indicative of the
natural limit of human endurance and resilience (Wainwright & Calnan, 2002)
and is part of life, inevitable, good and bad, constructive and destructive.
According to several estimates, the cost of this phenomenon for companies and
individuals all over the world is very high. Studies suggest that between 50% and
60% of all lost working days have some relations with work-related stress (Cox,
Griffiths, & Rial-Gonzalez, 2000). This has significant implications as far as
economic performance and human distress are concerned. In 2002, the European
Commission reported that the yearly cost of work-related stress in the EU15 was
EUR 20,000 million each year (Levi L., Levi I., 2000).

All kinds of work generate stress to different degrees and people tend to associate
stress with something bad. A certain amount of stress is not necessarily bad and
can enhance job performance for some people (Luthans, 2002, 411). Getting a
new supervisor or being transferred to a new position are examples of potentially
stressful events. Such events are not necessarily negative since often can lead to

new and better ways of doing their work (Weiss, llgen, Sharbaugh, 1982, 64).
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People who work in jobs such as sales, journalism, or television and are subject to
time pressures often benefit from moderate levels of stress (Forshaw, 2002, 75).
Stress has become a major problem of our time, affecting the individual and the
organization where the individual works. A study conducted among 15,800
workers from EU Member States found that, after back pain (33%), stress (28%)
and fatigue (23%), are at the second and third place, respectively, among the most
frequently reported problems as far as health at work is concerned (Schaufele,
2003, 1; Sutherland, Cooper, 2000, 23). According to OSHA (OSHA, Web
dossier on stress) «the number of people suffering from stress-related conditions
caused or made worse by work is likely to increase. The changing world of work
iIs making increased demands on workers, through downsizing and outsourcing,
the greater need for flexibility in terms of function and skills, increasing use of
temporary contracts, increased job insecurity and work intensification (with
higher workload and more pressure), and poor work-life balance».

Changes such as cross-border mergers, joint ventures between organizations
across national borders resulting in restructuring, staff re-allocation, job redesign,
re-allocation of roles and responsibilities are very frequent nowadays and are
often accompanied by job insecurity, clashes between different corporate cultures
and managerial styles, and stress of employees is a very likely consequence.

It is foreseen that, due to an increasing workload associated with a decreasing
labour force in a context of rapid change, corporate stress will be an issue to be
tackled also in the near future. The pressure from globalisation of markets,
particularly in the private sector, could inhibit individual control and autonomy
over work organisation, health and safety at work, methods of production,
distribution, and remuneration, thus provoking stress (Cartwright, Cooper, 1997,
3).

Stress and burnout
The etymological origin of the term ‘stress’ is related to the Latin word strings,
which means tightening. Stress was a common term since the 17" century: it was

used to depict situations of intense difficulty or sorrow (Cartwright, Cooper, 1997,
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3). There is a rich literature about the meanings of stress and work stress. Luthans
(2002, 396) argues that stress at work can be considered an ‘adaptive response to
an external situation which causes physical, psychological, behavioural and
organizational deviations for organizational participants. Moorhead and Griffin
(1989, 193) define stress ‘as a person’s adaptive response to a stimulus that places
excessive psychological or physical demands on that person’. Both definitions
entail that individuals, when exposed to certain stress factors or ‘stressors’, react
in a way that can generate stress (taking into account that individuals react
differently when exposed to stress). A stressor can be physical, psychological or
psychosocial:

— Physical conditions include environmental pollutants, environmental
pressures, such as temperature changes, prolonged exercise, injuries and other
trauma to the body, and exposure to disease;

— Psychological stressors refer to the individual thoughts, feelings, and
concerns as a reaction from the environment;

— Psychosocial stressors are those that result from interpersonal interactions,
e.g. those deriving from bad relations with colleagues at work or social isolation.
In a nutshell, a stressor can be defined as any stimulus perceived as a threat by
individuals (Cotton, 1990, 28). Whatever it be the nature of the stressor (or
stressors), this becomes stress when perceived by individuals as disproportionate
compared to ones’ own reaction capability or too difficult to handle.

Stress is commonly associated to negative events. According to the literature, this
is called negative stress or distress. However, psychologists acknowledge also the
existence of a positive stress, called eustress, (deriving from the Greek prefix ‘eu’
which means good). A marriage or a a promotion in the workplace are examples
of eustress (Moorhead, Griffin, 1989, 195).

Luthans (2002, 396) also points out what stress is not:

— Stress is not simply nervous tension. Nervous tension, like anxiety, may
result from stress, but they are not the same. Some individuals may keep their

stress “‘bottled up’ and therefore not display any nervous tension;
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— Stress is not simply anxiety. Anxiety operates solely in the emotional and
psychological sphere, whereas stress operates in both the aforementioned spheres,
and also in the physiological sphere. Stress may be accompanied by anxiety, but
the one should not be equated with the other;

— Stress is not necessarily something damaging, bad, or to be avoided.
Eustress is not damaging or bad and is something individuals should seek out
rather than avoid. Everyone will experience stress. The important issue is how the
individual is able to handle stress. Distress, however, should be prevented or
effectively controlled.

In this context it is important to clarify the relation between stress and burnout.

Maslach sees burnout as a psychological syndrome that occurs in response to
chronic interpersonal stressors at work (Maslach et al., 2001, 400). According to
this author, burnout is associated with three factors: depersonalization, reduced
sense of personal fulfilment and emotional exhaustion. Depersonalization refers to
the interpersonal dimension of burnout, and can be described as a too detached or
negative response to various aspects of the job (Maslach et al., 2001, 402). People
begin to lose interest in things around them (Forshaw, 2002, 75). They often lack
sympathy for colleagues in their environment and can be described as emotionally
flat. The second component is reduced efficacy or accomplishment (Maslach et
al., 2001, 402). It refers to feelings of lack of performance and productivity as
well as perception of incompetence at work. Exhaustion is the basic individual
stress dimension of burnout. It describes the feelings of being overextended and
depleted of emotional and physical resources. Burnout can therefore be considered

an extreme consequence of a long term stressful situation.

Occupational health psychology

Health psychology, and particularly occupational health psychology, is one of the
disciplines which devote significant attention to the study of work related stress.
Forshaw (2002, 1) defines health psychology as ‘the study of how thoughts,
feelings, and behaviours stem from, interact with, or cause, physical or mental

efficiency, efficacy, comfort and wellbeing’. Occupational health psychology
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involves the application of both public health and health psychology to
occupational settings. Tetrick and Quick (Quick, Tetrick, 2002, 4) state that ‘(T)
the purpose of occupational health psychology is to develop, maintain, and
promote the health of employees directly and the health of their families’. It
achieves this goal by incorporating the preventive and therapeutic interventions
developed to create safe and healthy working environments. In this context, health
Is intended in a broad sense.

Tetrick and Quick state that health, as defined by the World Health Organization
in 1946, is not just the absence of disease but a state of complete physical, mental,
and social wellbeing and should be viewed as ‘resource for everyday life, not the
object of living’. Health is seen as ‘a positive concept including social and
personal resources as well as physical capabilities’ (Quick, Tetrick, 2002, 4).

In order to appreciate the challenges facing occupational health psychology, the
nature of stress and the most relevant causes occurring in the workplace will be

examined in the following paragraphs.

2. Restructuring and job insecurity in the current scenario: psychosocial and

economic causes of stress at work

Main stress factors

As outlined in the first chapter, restructuring is a massive trend affecting
European economies particularly in the early 90s and over the last two years. In
this context, research on occupational health has increasingly focused on causes of
stress in organizations, i.e., work insecurity, role ambiguity, working time,
management approaches and autonomy at work. The paragraphs below illustrate
in more details the main stress factors that are more frequently described in the

literature.
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Work insecurity

The term employer or workplace flexibility is used frequently in all business
circles, although it has a plethora of meanings and contexts. At the workplace
level, “flexibility” refers to:

— a numerical flexibility, which refers to ‘the ease with which the number of
workers employed can be adapted to meet fluctuation in demand’ (EIRR, 1985). It
embrace a wide range of phenomena, i.e. the downsizing of firms, the replacement
of worker whose skills has become obsolete, and new form of employment, such
as temporary work;

— a functional flexibility, which refers to ‘the ease with which the tasks
carried out by the employees can be adapted to changes in demand’ (EIRR, 1985).
Employers’ ability to move employees from one task to another, or to change the
content of their jobs (job rotation, multi-skilling, retraining...) are related to this
kind of flexibility;

— wage flexibility concerns the extent to which management is free to alter
wages in response to changing labour market or competitive conditions;

— temporal flexibility refers to the possibility of adjusting the amount of
labour utilized in accordance with cyclical or seasonal shifts in demand by
varying the numbers of hours worked in a day week or a year.

While there are arguments that employer flexibility and worker security, i.e.
flexicurity, can be achieved simultaneously (European Commission, 2006), others
argue that in most cases employer flexibility can only be achieved through worker
insecurity (Standing, 1997). It might indeed be true that each of the forms of
flexibility mentioned above are potential sources of insecurity, particularly for
vulnerable workers such as elderly employees.

Standing (1997) refers to several forms of insecurities. These include employment
insecurity, work insecurity, working time insecurity, income insecurity, job
insecurity, and labour market insecurity. ‘Employment insecurity’ is connected to
circumstances where norms on hiring and firing are not strict and employers can
arbitrarily dismiss or layoff workers without significant consequences. ‘Work
insecurity’ refers to the lack of regulations (or regulations’ enforcement) in the
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workplace, causing risks on employees capability to continue to work (due for
instance to health and safety issues). ‘Income insecurity’ occurs when wages are
not fixed or when payments are not ensured or regular. “Working time’ insecurity
is connected to circumstances when the employer is able to oblige employees to
work at irregular hours or at different time than foreseen without significant
implications (if any). “‘Job insecurity’ is related to the employer’s possibility to
move employees from one job to another or arbitrarily modify their job
specifications or type of work. ‘Labour market insecurities’ occur when there is
an excess of workforces supply and the likelihood of a fixed employment is
scarce.

Work insecurity is a significant typology of work-related stress, since it can be
extremely harmful for employees’ psycho-social well-being. This stressor can
easily lead to an high degree of anxiety among those individuals experiencing
situations in which there is uncertainty about the possibility of layoff, change of
job profile, effects of organisational change. Several studies have demonstrated
that there is a direct relation between work insecurity and increase in absenteeism
due to illness, reduced motivation and commitment toward organisational goals
and related duties, worsened quality of work (Sparks, Faragher, Cooper, 2001,
490).

Working time

Working time has proven to be a stressor particularly in certain occupations which
require either night work or long working hours. There are evidences of the link
between the incidence of pathologies such as coronary heart diseases and night
work. Even when the consequences of shift work are not so extreme, there are
negative implications of shift work on blood temperature, metabolic rate, blood
sugar levels, mental efficiency, and work motivation. In the long term, the
consequences can be chronic fatigue, nervousness, and depression (Sparks,
Faragher, Cooper, 2001, 493). Flexible working hours have been found to have
both advantages and disadvantages (Sparks, Faragher, Cooper, 2001, 494). Some

of the advantages include lower stress levels, increased job enrichment, morale

43



THE INTERNATIONAL FRAMEWORK

and autonomy, reduced absenteeism and tardiness, and improved job satisfaction
and productivity. Disadvantages include increased costs, problems with
scheduling and work co-ordination, difficulties in supervising all employees due
to differing work hours, and changes in the organizational culture.

Moreover, one has to consider that the issue of working time is more and more
important a) in recent years and b) in restructuring processes.

Research demonstrates that there is a relation between working time and
restructuring processes. In many organizations experiencing restructuring and
downsizing there is an increase in the number of working hours (Cartwright,
Cooper, 1997, 15).

According to the European Foundation for the improvement of Living and
Working conditions research (2005), figures indicate that, at European level, work

intensity has been increasing.
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Figure 4: Evolution in work intensity, EU15, 1991-2005
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Mote: Austria, Finland and Sweden, being outside the EU in 1991, were not
included in that years survey. Data for 1991 cover EUJ12 only

This means not only that the working time has augmented in the EU15, but also
that the pace of work perceived by employees has increased.

Role ambiguity

Role ambiguity is connected to uncertain or conflicting information on employees
role and duties and blurred role expectations. In contexts with high role
ambiguity, employees are not able to determine precisely what is expected from
them and what to prioritize in their work. Individuals who experience role
ambiguity are more exposed to stress jobs (Jackson, Schuler, 1985). Role conflict
is related to conflicting role expectations. Employees experiencing such situations
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will have to tackle contradictory expectations or conflicting requests formulated
by colleagues and supervisors. Role ambiguity is a stressful experience which

might provoke stress among employees (Jackson, Schuler, 1985).

Management approach

Research shows that management style may have a profound impact on workers’
welfare (Sparks, Faragher, Cooper, 2001, 501). Due to their role and
responsibilities, managers may provoke stress in their subordinates, be it
intentionally or unintentionally. There is a rich literature about management styles
and how different styles (authoritarian, democratic, or laisser-faire) have
implications on employees (one may quote for instance the work of Kotter,
Schlesinger, 1979). The consequences of management styles which are perceived
negatively by employees are rather evident: employee’s perception of stress and
augmented pressure are likely to increase. Moreover, a negative management style
is more likely to take place when managers themselves are under pressure
(Sparks, Faragher, Cooper, 2001, 501).

On the other hand, also managers are at risk of stress, given the fact that they
often have to take decisions bearing significant implications in short time and they
are likely to be blamed for the consequences of such decisions. When mergers
among companies take place, managers are often considered as the responsible of
the negative consequences that such situations have for employees. For instance,
workers of a company that experienced a restructuring process were reported to be
highly ‘stressed’ due to ‘feeling overworked, under pressure, hurt by the
organization, bitter and aggressive towards management’ (Campbell-Jamison,
Worrall, Cooper, 2001, 46).

Autonomy at work

According to the existing literature, autonomy at work or perceived control is a
fundamental element of individuals’ experience at the workplace. This concept is
defined by Luthans (Luthans, 2002, 275) as the extent to which employees feel

that they master their lives and their work (either directly or indirectly) in order to
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make their environment more rewarding or less threatening. In the specific
context of the workplace, autonomy is related to the level of freedom in reaching
organisational goals or in performing certain tasks (Theorell, 2002, 204).
Perception of control and autonomy has direct and positive implications on
workers motivation and ultimately wellbeing at work (Sparks, Faragher, Cooper,
2001, 498).

Several studies dealing with this issue have focused on organisational setting, time
control, decision-making within organisations, human and material resources
control (Troup, Dewe, 2002, 338).

Perceived loss or denial of control is a potential stressor, which is often associated
to merger and acquisitions (as it is the case with several of the stressors described
above). These circumstances are perceived as particularly stressful since in the
large majority of cases employees are not psychologically prepared to tackle them
and tend to be pessimistic even before the actual change happen. Moreover these
are typical examples of perceived loss of control over organisations (Cartwright,
Cooper, 1997, 33).

3. Effects of stress on individuals and organisations

A theoretical model

There are several consequences of stress, both at individual and organisational
level. Organisations witness increased levels of absenteeism and staff turnover,
while individuals may react quite differently to stress, either at physical,
psychological, or behavioural level. Of course different reactions are related to the
ability of individuals to cope with stressors and stressful situations.

Several approaches and theoretical models have been elaborated in order to clarify
the links between causes and consequences of work-related stress. One is
presented in the following Figure (European Foundation for the Improvement of
Living and Working Conditions, 2007, 3). In addition to the causes of stress

which have been illustrated earlier, this approach also takes into considerations

47



THE INTERNATIONAL FRAMEWORK

individual characteristics (such as personality, values, goals, age, gender, level of
education, and family situation) the might affect their perception of the
expectations from them and their working environment; the kind of responses to
stress which might be triggered and how powerful those responses might be; the
long term consequences of such stress reactions for the mental and physical well-
being of employee and, as a result, for the performance of the entire organisation.
«Physical and psychological characteristics, such as physical fitness or a high
level of optimism, may not only act as precursors or buffers in the development of
stress reactions and mental health problems, but may also change as a result of the
effects. For example, if workers are able to deal with risk factors at work, they
will be more experienced and self-confident in overcoming similar situations the
next time they have to face them. On the other hand, stress reactions, like fatigue
and long-term health problems, will often reduce a person’s ability to perform
well, and thus aggravate the experience of stress, which will ultimately result in
exhaustion and breakdown» (European Foundation for the Improvement of Living
and Working Conditions, 2007, 3-4).
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Figure 5 : Model of causes and consequences of work-related stress (European Foundation for the
Improvement of Living and Working Conditions, 2007)
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However, it is important to point out that the links between causes and
consequences of work-related stress are not linear neither have to be analysed in a
mechanistic way. The following paragraphs illustrate more in detail some of the

most common consequences of stress for the individual.

Physical effects

There is a great body of evidences on physical implications of stress for the
individuals® health. Luthans (2002, 412) summarizes these implications as
follows:

e Musculoskeletal system pathologies, e.g. headaches and tension;

e Reduced functionality of the immune system, determining a lowered

capability to neutralize infections and illnesses;
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e Cardiovascular system problems, such as heart diseases or increased blood
pressure;

e Problems for the gastrointestinal system, such as constipation and diarrhoea.
These consequences threaten not only individual health, but they also have an
impact on organizations. The British Heart Foundation Coronary Prevention
Group calculated that 180000 individuals die every year in the U.K. due to heart
disease, and that this disease provoke 70 million lost working days to industry and
commerce (Cartwright & Cooper, 1997, 10). Even though not all heart disease can
be related directly to stress (and particularly stress at work) the consequences of
health problems affecting the workforce due to stress at work for organisations are

unquestionable.

Psychological consequences

While several studies demonstrate the effects of stress on physical health, the
psychological consequences of stress are less investigated (Luthans, 2002, 413).
Nevertheless, Mental problems deriving from stress may have consequences on
organisational functioning and employees well-being which are comparable to
physical effects.

Psychological consequences of stress include for instance frequent and sudden
mood changes, annoyance, depression, apprehension, nervousness, powerlessness,
bad temper, touchiness and boredom (Dormann, Zapf, 2002, 34).

Typical reactions from individuals with psychological problems to stressful
situations include: hostile, negative and destructive actions, such as damages,
unjustified quarrels or complaints, violence (Chen, Spector, 1992, 181). Also in
this case mental problems and negative reactions of individuals often take place in
the framework of downsizing or restructuring processes (Greenglas, Burke, 2001,
3).

Finally, there are documented effects of psychological problems associated with
stress on employees performance, decision-making, and satisfaction amongst
others. (Luthans, 2002, 413).
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Behavioural problems

Behavioural problems which are connected with stress include exhaustion,
increased attitude to drugs, alcohol or smoking abuse, undereating or overeating.
Also the likelihood of accidents in the workplace and violence increases in
relation to stress: stressed employees may be quarrelsome, obstinate, or
argumentative. Alcoholism is often a way of dealing with stress leading to
absenteeism and job turnover (Luthans, 2002, 414). Chen and Spector (1992, 182)
discovered that a frequent reaction to stress at work was the intention to change
employment or staying away from work. However, according to Moorhead and
Griffin, a behavioural pattern of avoidance is also a likely reaction in stressful
situations. In this case individuals behave in a passive manner, avoiding all
situations which might turn out to be troublesome, be them important or not, up to
the point of being immobilized (Moorhead, Griffin, 1989, 204).

The reduced physical and mental health of stressed employees might have
negative implications for the organisations not only in terms of absenteeism,
increased personnel turnover and decreased productivity (see the initial paragraph
of this chapter). There is also the problem of presenteeism defined as ‘lost
productivity that occurs when employees come to work but perform below par
due to any kind of illness. While the costs associated with absenteeism of
employees has been studied extensively, the costs of presenteeism is newly being
studied.” (Levin-Epstein, 2005, 1). Presenteeism seems to be especially prevalent

among workers experiencing stressful situations (Hemp, 2004, 7).

4. Aging and age-related psychosocial problems

Restructuring and elderly employees

As mentioned in the first chapter, the issue of restructuring is featuring the
transitions of the European economies over the last decades and is even more
important in the current economic scenario. At the same time, due to demographic

changes such as the aging population and the aging workforce, and along the lines
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of current policies aiming at fostering active citizenship, lifelong learning and
quality of work, there is a need to focus on older workers, which are increasingly
to be considered a key asset to European Competitiveness. Older workers are
more likely to be affected by restructuring processes and economic crisis, and
these processes can be extremely stressful and affect their well-being. A growing
body of international evidence indicates that organizational restructuring can have
profound adverse effects on worker safety, health and wellbeing, e.g. in terms of
poorer mental health outcomes, sickness absence and stress, particularly for older
workers. In addition to direct health effects, restructuring is associated with
considerable problems in terms of compliance with occupational health and safety
(OHS) legislation and workers’ compensation/social security systems. All these
changes hit the most vulnerable population groups, including the older workers,
particularly hard, in a context where also the quality of working conditions is
decreasing in many countries (WORKS-Work Organization and Restructuring in

the Knowledge Society, 2009) The following image illustrates this trend.

Figure 6. Source rattling the Value Chain: Work in the Age of Flexibility
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In particular, elderly employees are among the most exposed groups to job
insecurity. The current trend, where organizations are restructuring and

downsizing, has led to an increase in the level of perceived job insecurity
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particularly among elderly employees all around the world. Not only blue-collar
employments are affected, but also highly skilled, highly paid graduate employees
are concerned with restructuring and downsizing. In the past, the workers that
were laid off were mainly male, young, blue-collar workers (Greenglass, Burke,
2001, 1). According to the European Commission strategic report Improving
quality and productivity at work, some categories of workers, particularly younger
and elderly workers, workers whose jobs are insecure and unsafe, migrants, are
still overexposed to occupational risks such as stress at work.

The findings of Burchell et al. (Sparks, Faragher, Cooper, 2001, 491) are
consistent with the European commission report argumentations. These authors
argue that the youngest and the oldest employees of an organization experienced
high levels of employment insecurity and related stress.

The fourth European working conditions survey corroborates these outcomes
(European Foundation for the improvement of Living and Working conditions,
2005). As regards to the relation between work-related stress and age, the graph
below shows that, in 2005, stress was more often reported by 40-54 years old

workers.

Figure 7: Workers (%) reporting stress, overall fatigue, sleeping problems, anxiety, and irritability by age
(2005).
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Source: European Foundation for the improvement of Living and Working conditions (2005) 4th European
Working Condition Survey.
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Along these lines, the report Age and working conditions in the European Union
(2006) of the European Foundation for the Improvement of Living and Working
Conditions illustrates the results of a research dedicated to occupational risks of

elder workers in Europe. The summary provides the main results of the study.

Physical demands of work

Even thought physical demands of work primarily concerns the youngest workers,
these demands are becoming greater for workers in the intermediate age range
(35-44 years). The oldest are still “protected’ to some extent from these demands,
but the opportunities to be shielded from them are reducing. Furthermore,
exposure to these demands is very often accompanied by osteoarticular pain: of
the workers who carry heavy loads, 70% of the men between the ages of 45 and
54 and 80% of women over the age of 50 suffer from back problems.

Shift and night work

The proportion of shift workers drops significantly from the age of 45, indicating
a continuing trend to return to more ‘normal” working hours. Workers who find it
difficult to tolerate these working hours are increasingly giving up this type of
work, and those who remain frequently suffer health problems: approximately one
third of men between the ages of 45 and 54 who continue to do shift work with
night shifts say that they suffer from sleeping problems connected with their

work.

Intensification of work

The “dual constraint” (commercial and industrial) on the pace of work also seems
to depend on age, with the proportion of employees concerned falling
considerably after the age of 35.

It is also a source of problems at work for those who have not been able to avoid
it: the proportion of employees who are under the ‘dual constraint” who consider

that ‘they do not have enough time to do their work’ is always higher than when
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the industrial constraint or the commercial constraint is present alone and this

increases with age up to the age of 55 (rising from 26% to 31%).

Access to new information technologies

In 2000, as in 1995, the proportion of those who say that they never use
information technology at work rises steeply after the age of 45. However, this
proportion of workers was less in 2000 then it was in 1995. The access to new
technologies of workers over the age of 45 appears to have improved to some
extent, indicating the greater spread of information technology through the

generations.

Development of skills and task rotation

According to the European Foundation, there are still age differences in relation to
training opportunities. One of the findings of the European working conditions
survey 2005 is that the older employees get, the more they feel that their work
does not enable them ‘to learn new things’. Moreover, Task rotation between

colleagues becomes considerably rare over the age of 45.
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Part 111

Age-related loss of skills and ergonomic issues

1. Context

During the last years, the average age of people in the workforce is getting higher,
with increasing numbers of middle-aged and older workers employed in many
different jobs. For this reason the Lisbon strategy has set the goal to increase the
participation rate of 50/64 category of workers (European Council, 2000).

Many are the reasons of the increase of the average age of workers. First of all
older workers are healthier and more able from the cognitive point of view
compared to the past. In addition many workers prefer to stay employed. However
there are some kinds of jobs, mainly the ones that require physical attitudes or
those that are carried out in dangerous working conditions, for which workers can
become too old for the position at early ages of their working life.

Contrarily to the past, when companies could replace old workers with younger
ones, nowadays it is necessary to readapt work to aging workers. The problem
here is that older workers cannot perfectly replace the younger ones because the
former were trained many years ago and their education may be not sufficient
especially in fields undergoing rapid technological change (Johnson, Kawachi,
2007).

In addition older workers take longer to learn new skills, make more errors in the
process of learning and are less self-confident in using what they learnt. Therefore
they should constantly update their skills.

Currently, many older workers keep their job with which they are familiar and for

which there is few demand by younger people. Another situation sees old workers
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with considerable experience on the job and who have developed problem-solving
abilities that compensate for the decline in other important skills such as cognitive
ability. Finally, an old worker may gain the support and assistance of other co-
workers that compensate for his cognitive decline.

Research on older workers has shown more variation within age group than
among age groups. That is, differences on performance depends more on the
specific person than on the age. Additionally, research has shown that changes in
physical and cognitive ability and personality have little effect on performance
except in the most physically demanding tasks. For instance finger ability
diminishes as people become older and numerical ability, the capacity to learn
new concepts, and intelligence in general peak by age 35 and then decline
(Skirbekk, 2003).

As previously stated, declines in mental efficiency can be compensated by the
knowledge acquired during the years, the good verbal and better decision making
abilities. However, studies have not found a significant relation between age and
work performance, even if there is a general consensus that changes related to age
occur in the 30s and 40s without a rigid demarcation.

In this context it is possible to help aging workers manage physical demand and
maintain their capacities by introducing improved design of tools. These tolls are
expected to benefit all ages.

2. Aging and Ergonomics

Ergonomics concerns the design of jobs equipment and environments to match the
capabilities and limitations of people. The design of tools has been recognized as
a facilitator or constraint for work performance of employees. Finally, ergonomic
job redesign, which fits the physical work environment to individuals, is a
preventive method to improve employees’ health in the workplace (Kroemer &
Grandjean, 1997). Indeed ergonomics can be important for older workers because

a better workstation design can prevent physical decline and enhance their
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employment opportunities, in particular where computer is necessary. An
investment in ergonomically preventive measures can help reduce employee
physical discomfort and improve workstation performance. However, in some
cases older workers may value other aspects of the job such as security or
benefits. Finally, openness to change is more common between younger workers
and older people tend not to modify their perceptions even when available
information suggests advantages in doing so.

Changes that can affect older workers may concern vision, (e.g. visual acuity
changes, contrast sensitivity, dark adaptation), hearing impairment, hand function
(e.g. hand strength, dexterity, precision, coordination, joint mobility, and
sensitivity), and certain mental abilities (e.g. the maintenance of divided attention)
(R. May, Reed, Schwoerer, Potter, 2004). Therefore engineers have to deal with
the design of tools and equipments that fit specific needs.

Some working conditions present special risks. For instance, decreases in hand
strength, dexterity, precision, coordination, joint mobility and sensitivity may
cause pain and discomfort in older office workers. More specifically, older
workers are more likely to develop trauma because age contributes to physical
stress. In addition research has shown that younger than 40 years workers tended
to make more workstation than the older ones changes thus reducing stressors.
Maybe because musculoskeletal disorders are more easily reversed by the help of

ergonomic tools in young workers than older ones.

Visual activity and elderly workers

A similar phenomenon happens when considering visual activity. Older workers
experience age-related alterations in vision that affect visual acuity (distinguishing
fine details), accommodation (focusing on near vs. far objects), sensitivity to
contrast, glare (discomfort from harsh excessive light), and other visual capacities
(R. May, Reed, Schwoerer, Potter, 2004). Office ergonomics in this field includes
the use of anti-glare screens, high resolution monitors and larger displays. Given

that the eyes of an older worker are less adaptable to working conditions, a
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younger person can be more easily influenced by ergonomic eyestrain

improvements.

Workplace and elderly workers

Older employees maybe more satisfied with their job because they have stable
attitudes towards their office work areas and changes on their office tools make
little difference for them. As previously said, ergonomics changes, when tools are
properly used, influence more younger workers than the older ones. However, the
environment’s working conditions may be particularly important also for older
workers as it may influence the amount of work accomplished and the amount of
energy used by each individual (R. May, Reed, Schwoerer, Potter, 2004).
According to this study (R. May, Reed, Schwoerer, Potter, 2004) ‘investing in
ergonomically sound preventive health measures can be helpful in curtailing
employee physical discomfort and in improving workstation-related attitudes,
especially among younger workers. Human resource practitioners should make
efforts to discuss workstation needs and characteristics directly with older workers
to influence their attitudes and perceptions because they may be less
impressionable than younger workers. Managers may also wish to extend the
length of ergonomics training for older workers or have them attend multiple
training workshops to reinforce ergonomic principles. A study focusing on the
Welcoming Workplace for ageing knowledge workers (Erlich, Bichard, 2008)
identify elderly workers perspectives on different working environments in
relation to their expectations of better collaboration and concentration in the
workplace. These are presented in the following scheme.
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Figure 8: Elderly workers perspectives on different working environments in relation to their expectations of
better collaboration and concentration ( Source Erlich Alma, Bichard Jo-Anne, 2008)
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One of the main finding of this research is that the workplace provides well for
collaboration and teamwork activities for older knowledge workers, but fails to
provide an adequate environment for tasks requiring concentration, ways of

working that are alternative to the computer, and rest and recuperation.

3. Relation between age and performance

According to the literature there is not an unidirectional correlation between job
performance and age (Shultz, Adams, 2007, 117). First of all. job performance is
very important. Therefore an older person who finds that he is not performing
well in the job may decide to seek a different one. The same could happen to a
young employee who may be not suitable for a particular position. A second
possible explanation of the lack of univocal relation between job performance and
age could be explained by the fact that the same position covered by an older

employee may have different degrees of responsibilities than the same position
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occupied by a younger one. Thirdly, a measure of job performance is often given
by supervisors so that measures are biased. A fourth explanation foresees a
curvilinear relationship between job and performance. Not a linear one that entails
an increase of performance together with the age. A fifth reason lies in the
multidimensional nature of performance which depends on different factors.
Finally, job knowledge is a very important predictor of job performance. Indeed
more experience brings more knowledge and therefore, to an increase in work
performance. Older employees may be characterized by a decrease in their
cognitive functioning but they are able to compensate them by accumulated
knowledge (Shultz, Adams, 2007, 118-119).

Beyond the previous considerations, other aspects need to be considered when
measuring performance. First of all each individual owns a specific profile of
physical, cognitive and psychological abilities. Secondly, jobs more often require
technical and interpersonal abilities instead of physical ones. Additionally,
technological progress is changing the nature of workplaces which are now
characterized by more uncertainty and by decreased job or career security (Shultz,
Adams, 2007, 121).

In this context, adaptation by older workers might be more difficult than in the
past because they have to face discrimination, pressures to retire and their feelings
that their skills are becoming obsolete. All these can be potential stressors and
affect performance. In this regard, organizations should reallocate opportunities to
older and younger workers and reengineer the work environment to account for
physiological changes due to aging (Kupritz, 1999) and reorganize work
schedules to account for seasonal or contingent labour pools composed of older
workers. Finally, education and training should be offered to employees in order
to ensure that the older workers category can enter, re-enter and advance in the
workplaces. Organisational measures aimed at preventing work related stress will

be discussed later.
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Part1

Austria

1. Public policy and labour market context

Public policy context

According to Karazman (2007), the basic Austrian policy context with respect to
older workers can be outlined briefly' as follows: Since the seventies, Austria has
one of the lowest unemployment rates in the EU, and one of the lowest early
retirement age in the EU. These facts are connected to each other, as early
retirement of older employees was an accepted political measure to prevent
unemployment and an economic measure to reduce personnel costs over decades
of fundamental company reorganisations. This early retirement policy reduced the
proportion of workers over 55 in the workforce to a comparatively low level. At
the same time, this development supported misjudgements about ageing and
ability to work and hindered companies from learning how to adapt their
structures to achieve the best results in every age group. Early retirement became
a standard way of ending one’s working life that was supported by all social
partners.

In the nineties awareness of demographic changes and pension problems gave rise
to criticism, but the early retirement behaviour continued ‘to prevent’
unemployment of young people. Very little attention was given to the ageing
workforce and the necessity of making age-relevant changes in the working

conditions and company cultures.

! This subchapter is almost entirely quoted from Karazman as he provides an excellent short overview of the
general policy context.
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In political debates, the sustainability of pension systems became more and more
focussed. It became more and more evident that early retirement was not
sustainable. The EU-resolutions of Stockholm and Barcelona set a frame for
action to prevent early retirement. But these resolutions were not given effect until
2004. This tremendous change from early retirement to that of retaining aging
employees longer was easier for employers and managers than it was for
employees and trade unions.

In 2000, the new Austrian government began reforming the pension system with
the goal of increasing the retirement age. The new pension law makes early
retirement more difficult and financially unattractive. This pension reform forces
companies to keep older workers at work longer, but there was no national
initiative for the age-relevant reorganisation of workplaces. So the pension reform
carried the risk of increasing stress and health strains for older workers or even the
risk of ending their careers in unemployment rather than retirement. This pension
law also treated the social groups differently. For employees in private business
the barriers for early retirement were increased immediately, but for clerks in
public institutions they were not increased for years.

A comprehensive and public national program was not decided upon. A large
number of conferences delivered useful perspectives and encouraged more
companies and institutions to start with age management. Today, the issue of an
ageing workforce has become a major topic in management and HRM
discussions. The most relevant impact emerges from the pension reform. The new
pension law brought about a small increase in the average retirement age, but the
main effect was a change in the focus of management and HRM towards older
employees. More and more companies have begun with age management projects
because they expect that more and older workers will remain in the company
longer. Many employers agreed to the new pension policy because the prevention
of early retirement reduces recruitment costs and helps to cope with workforce
shortages.

Supportive measures for this development were:

. financial benefits for companies employing older workers;
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o increased financial support for investments in employability of older
workers by the Labour Market Service. This financial support was embedded in
the esf-fund.

More public institutions allocated funds for age management projects. Awards for
age management projects were established by several ministers. Considerations
regarding the ageing workforce changed from being problem-focussed to being
solution-focussed.

Political actions are mainly carried out by social partners and less by the
government (website: http://www.arbeitundalter.at). Social partners decided in
several collective agreements between employers and trade unions on the
implementation of health measures, occupational health promotion or personal
development (e.g. chemical industry). The paper and pulp industry started a
branch program on health management by implementing the Human Work Index
(http://www.ibg.co.at). Based on the EU-program EQUAL and the Territorial
Development Plans in all counties, age management campaigns were started with
pilot projects in SMEs in 2005.

Still, the Austrian policy is focussed on the aggravation of early retirement and on
the communication of age management model projects in companies. However,
neither the government nor the pension funds have launched a national program to
support age-relevant reorganisation in companies aimed directly at retaining
elderly workers longer. The EU-goals of Stockholm or Barcelona are not
discussed as important goals. To prevent a demographic workforce shortage in the
future, migration is seen as more important than developing sustainable
workplaces .

The issue of human sustainability at work is addressed more by companies and
less by public institutions. The employers association, the HR-management
associations and trade unions all play an active role promoting training,
information, education and discussions for generation management. At a company

level, the interest and the number of age diversity programmes has increased. It

% Yet, in my opinion, migration policy is hotly debated between the social partners, and the political parties
have quite antagonistic viewpoints about it.

81



THE EU FRAMEWORK: OUTCOMES FROM DESK AND FIELD RESEARCH

has become evident that it is useful to broaden the focus from an older workforce
to a three generation-focus, because the problems for older workers of today will
become the problems for younger workers of tomorrow, and the implementation
of better working conditions will affect every generation. It is easier for
management and works council to promote programmes for all generations rather

than only for older workers.

Labour Market context

Despite various reforms to the pension scheme, a distinct feature for the
employment situation of older people in Austria is the comparatively low
effective retirement age. On average, people in Austria retire at age 58 (see chart
1). Men retire on average with 59, women with 57 which means well before the
statutory retirement age (which is 65 for men and 60 for women). This is one of
the highest gaps between statutory and effective retirement ages throughout

Europe.
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Chart 1: Statutory and effective retirement age in the European Union
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As a consequence, Austria has one of the lowest labour force participation rates

among older people in Europe (see chart 2). EU-wide, 46% of the people between
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55 and 64 years of age were economically active in the year 2009. In Austria this

share is 41.1%, which is still about 10% below Stockholm’s EU-target for 2010.

Chart 2: Older people’s (aged 55 to 64) employment rate for EU Member States, 2009
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Chart 3: Scatter plot between labour force participation rates of older people between 55 and 59 years and
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The high correlation (r = 0.792) between employment rates of people 55 to 59 and
those 60+ (see chart 3) indicate that in most countries labour market conditions
and retirement schemes have similar effects for both age cohorts, i.e. high
employment rates for those aged 55 to 59 usually correspond to high labour
market participation rates for those 60+ (et vice versa).

Despite a significant increase in the employment rate since 2005 (see chart 4),
Austria’s effective retirement age is essentially unchanged. Obviously, although

fewer people retire early — those who do so retire on average earlier than before.

Chart 4: Older people’s (aged 55 to 64) employment rate for Austria and EU-27, 1998-2009
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At the moment the average effective retirement age for incapacity to work is 53.6
for men and 50.2 for women (in 1970 the average effective retirement age for this

pension mode was 57 years’). In 2008 (latest figure available) about 50% of all

3 See Obermayr et al. (2009), p. 185
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new pensions in the age group 55 to 59 have been pensions for ‘reduced capacity
to work™*.

The reasons for the low retirement age in Austria are manifold and of course hotly
debated among the various political actors and interest groups. A list of just some
of the reasons includes: redundancies because of seniority wages as well as lower
productive capability and health problems of older employees (especially in
physically challenging jobs like construction etc.), changes in pension laws >,
structural loopholes in pension regulations (i.e. manual labour pension and
incapacity to work pension) as well as increased stress, burn-out and health
problems of older workers because of more demanding work environments (e.g.
due to globalisation, customer orientation, organisational change and economic
crisis).

For example, the already mentioned increase in ‘incapacity to work’ pensions is
seen on the one hand as a structural loophole and people often take unfair
advantage of it. Therefore, it is recommended to abolish this pension mode (e.g.
IHS, 2007). On the other hand, proponents point to the fact that merely about 60%
of the applications are approved, that pension benefits are lower than for the
‘regular’ retirement pension, that applicants are more often jobless before
retirement and that invalidity pensioners die earlier (Obermayr et al., 2009).
Accordingly, this pension mode is seen as an important social contribution
towards dampening the negative effects for people in need. A recent comparative
study (Biffl et al., 2009) on retirement transfers due to compared incapacity to
work shows that in Austria the respective share is double as high as the OECD-14
average. The authors conclude that workplace exposures have strong implications
for the health status of the employees and therefore a reduction could lead to a

significant drop of transfers to retirement caused by illness. Nevertheless, they

* The share applies to pensions for the person themself (i.e. excluding surviving dependants pensions). A
similar result for 2006 is quoted in THS 2007.

> Due to the successive raising of the statutory retirement age as well as decreasing pension benefits during
the last years and uncertainties about future reforms, people at the brink of possible retirement have an
incentive to opt for the earliest retirement possible.
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also conclude that in Austria incapacity to work pensions have been used to a

higher degree as an instrument for early retirement.

Excursus: Austria’s state pension system in a nutshell °

Austria’s state pensions are financed by means of the pay-as-you-go system, i.e. current pensions
are mainly financed through contributions of the working population. The rest is financed
through general taxation. The entitlement to a pension depends on how long a person has been
insured, on the assessment basis and (in the case of retirement pensions) on the person’s age.
Approximately 3.4 million employed persons are insured in the pension insurance system. Every
month roughly 2.2 million pensions are paid out. The social pension insurance system is by far
the most important form of provision for old age in Austria. It ensures a fairly comprehensive
protection of one’s standard of living in old age. Currently, the following pension modes exist:

— Retirement Pension

— Early Retirement Pension after an extended period of insurance (will be phased out)

— Reduced Capacity to Work Pension (incapacity to work)

—  Manual Labour Pension

— Surviving Dependants Pension

Unemployment data of older people

One consequence of the Austrian transition system from work to retirement are
the low unemployment rates of older people (see chart 5). Moreover, there seems
to be only minor influences of the business cycle on the unemployment rate of
older people. Yet, these data hide the true dimension because according to the
LFS-concept, anybody who worked at least one hour during the last week before
the date of the survey will not be counted as unemployed. Older unemployed
persons also have longer durations of unemployment (see chart 6). About 40% are
unemployed for one year or longer as compared to about 20% of all unemployed
people. Consequently, the Austrian Labour Market Service (in combination with
ESF) will have spent between 2007 and 2013 about 400 Million Euros for

employment promotion and re-qualification of older unemployed people.

8 According to Wirtschaftsmuseum (2010)
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Chart 5: Unemployment rates according to age groups, 1994-2009 (yearly averages
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Chart 6: Distribution of unemployment durations according to age groups, 2009 (yearly average)
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Beside the general drawbacks of unemployment (i.e. lower income, lower self-
esteem etc.), older unemployed persons also face additional specific
disadvantages. As the unemployment durations show, usually it is very hard for
them to find work again. And, as the unemployment benefit is lower than income
from work’ and pensions are calculated on the basis of years insured and paid
contributions, individuals who became jobless before retirement will have lower
pensions (the longer they are jobless the smaller their future pensions).

The Labour Market Service tries to dampen this effect through various measures.
One is to provide transfer benefits to facilitate transition into retirement, so called
pension advances. Individuals who apply for a pension (old-age pension,
(occupational) disability pension, etc.) while receiving unemployment benefits or
unemployment assistance will be granted an advance on their pension while their
claim is being processed by the public pension insurance institution. A proactive
measure is to subsidise further training for older employees in companies (two
third of these cost will be paid by LMS; for female employees over the age of 45

three quarters of these costs will be subsidised).

2. Vocational further training of older employees

As in almost all countries, in Austria the participation rate of older employees in
further training diminishes with age. Especially the age cohort 55 to 59 and 60+
have significant lower further training participation rates. Yet, it is not age by
itself that is causal for the drop in participation rates by age (as was shown by
Schmid, 2008). It is the time span until the person will retire that has a significant
effect (see chart 7). Older employees who will retire soon see no need for further

training.

7 The uniform net replacement rate for the unemployment benefit is 55% of the previous net earnings. After
six months of unemployment the status will be changed to unemployment assistance which is 92-95% of the
previous unemployment benefit basic daily rate. Unemployment assistance is designed to safeguard the
livelihood of unemployed workers who have exhausted their entitlement to unemployment benefits.
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Chart 7: Degree of affirmation to statements about further training according to age groups
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A look at the participation rates of non-formal training according to the age
groups 45 to 54 and 55 to 64 (see chart 8) reveals that in Austria especially the
age group 55+ has a very low attainment rate in an international perspective (of
about 12%). On the one hand this is true for most of the countries. On the other
hand the chart clearly shows top-performing countries with participation rates of

30-40% like Switzerland, Sweden, Denmark and Finland.
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Chart 8: Participation on non-formal education according to age groups (2003)
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Interestingly, if one contrasts older people’s labour force participation with their
non-formal further training participation, two groups of countries can be identified
(see chart 9). For the majority of the countries training participation is rather near
the OECD-average of 8.5%. Despite its slightly above-average training
participation rate, Austria is below the OECD-average when looking at labour
force employment. For the second group of countries, high labour force
participation and high further training participation of older people is obvious.

The scatter plot also raises questions about the link between further training
participation and labour force participation. If one analyses group one (i.e. those
countries which have rates around the OECD-average), no correlation between the
two rates can be found. The positive link in chart 9 is the result of the inclusion of
Scandinavian countries and Switzerland. Furthermore, causality is not clear. Is it

higher further training that results in higher employment rates or is it the other
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way round (i.e. higher employment participation goes hand in hand with higher
further training participation)?

For most countries national regulations regarding the retirement age, the
relationship between pension and wage before retirement, the general conditions
of the labour market for older people etc. seem to have a bigger influence on the
labour market participation of older people than their further-training rates. This
does not mean that enforced efforts to significantly raise further training
participation of older people will have no effect as the Scandinavian countries and

Switzerland show.

Chart 9: Scatter plot between labour force participation rates of older people between 55 and 64 years and
non-formal further training participation
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3. Company programmes for older employees

Unfortunately, due to the lack of official national data based on company surveys,
no precise figure exists about the share of Austrian companies that employ older
employees. According to ESWT 2004/05 (Establishment Survey on Working
Time), 81% of Austrian companies have employees aged 50 and over (for
companies with at least 10 employees).

According to Schmid (2008) 60% of all companies with older employees have in
some way specific offers or programmes for their older workforce (see chart 10).
(Age-specific) working time flexibility and age-mixed working teams are most
common programmes for older employees. One in five companies also offers
training or health programmes. Early retirement programmes are offered merely in
a minority of companies. Yet, the results from ESWT 2004/05 for Austria show a
different picture. Three out of four companies with employees aged 50 or older
offer them either phased retirement programmes® or early retirement programmes’

(the average in EU-21 is 65%) '°.

8 Phased retirement schemes, employees beyond a certain age threshold have the possibility of gradually
reducing the number of working hours as they approach the retirement age. In some countries the loss of
income is (partly) cushioned by social transfer benefits.

® In early retirement schemes, older employees are allowed to fully exit the labour market, either a few years
or months before they reach the statutory retirement age.

1 The difference is probably due to different formulations of the question: Schmid (2008) asked if there are
“specific” programmes in the companies whereas ESWT asked more generally if the enterprise offers older
employees the possibility to reduce their weekly working hours before retirement or if employees have the
possibility of early retirement, i.e. to retire before the statutory retirement age. As the Austrian Labour Market
Services subsidises early retirement, it looks like ESWT answers from Austrian managers are better
interpreted in terms of their willingness to come to an agreement with their older workers who want to draw
on these retirement schemes. In line with this interpretation is the fact that now company-size effects could be
observed.
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Chart 10: Share of companies that offer various programmes for their older employees (multiple answers)
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4. Evidence on organisational restructuring, workers’ working conditions

and work related health

Unfortunately, no empirical data are available for Austria on aspects such as
company restructurings and the mode with which these restructurings are put into
effect. Furthermore, no research exist on the consequences of restructuring for the
stress and well-being of employees in general as well as for older ones. Data exist
on the assessment of general working climate by age groups as well as studies on
health situation and stress (Schonbauer,2006; Lindhuber, Grdssenberger, 2008;
Biffl et al., 2009; Eibl et al., 2009). Additionally, some aspects can be derived
from the EWCS 2005 (European Working Conditions Survey). For better

international comparison, aspects like work organisation and risk exposure have
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been analysed for Austria. The EU-27 results are presented in Villosio et al.
(2009).

Work organisation

Quoted according to Villosio et al. (2008), work organisation is one of the factors
affecting workers’ health and well-being. The impact of this factor on work ability
maintenance does not relate to functional capacity alone, it also affects
motivational aspects, such as satisfaction with one’s job. Consideration is also
taken of the degree of autonomy at work, work intensity and the spread of new

high-performance organisational forms.

Chart 11: Percentage of Austrian workers reporting positive organisation indicators, by age groups

Able to choose/change speed/rate of work

Have the opportunity to do what one does
best

Able to choose/change order of tasks

Able to choose/change methods of work

Autonomy

Able to apply own ideas in work

Free to decide when to take holidays / day off

Can take a break when desired

Have influence over choice of working partners
Have enough time to get the job done
>
=
S Job involves working at very high speed
c
Job involves working to tight deadlines
Can get assistance from colleagues
Can get assistance from superiors/boss
o Job involves working in a team
H
T Job involves rotating tasks l:l
Can get external assistance B50+ _
Pace of work depend on colleagues' work Oyounger as 50 \_'—
f T f f il T T
0% 20% 40% 60% 80% 100% -20% -10% 0% 10% 2%
Share of respondents in % Difference in %points

Source: EWCS 2005, ibw-calculations
Note: Findings relate to those who at least have these possibilities often.



THE EU FRAMEWORK: OUTCOMES FROM DESK AND FIELD RESEARCH

The ‘autonomy factor’ shows positive differentials for older workers (see chart
11), i.e. indicating a greater degree of autonomy for them. For the second
(‘intensity’) and third (‘HPWO — high-performance work organisation’) factors
the differentials are almost lower for older workers reflecting lower levels of work
intensity and lower involvement in HPWO forms. The findings for Austria are in
line with the general results for EU-27. Nevertheless, for Austria, slightly higher

differentials between the two age groups can be observed.

Risk exposure

For Austria — as for the EU-27 average — employees are primarily exposed to
load/position risks. Depending on the specific risk between 20% and 60% of
employees mentioned that they are at least for half of their working time exposed
to them. Second comes work environment risk with shares between 10% and 20%
of employees exposed to them followed by biological/ chemical and radiation
risks (around 10%). Chart 12 shows that older workers are especially more
exposed to load/position risks as younger ones which is a different picture
compared to the EU-27 average where for all risks younger workers had a higher

degree of exposure.
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Chart 12: Percentage of Austrian workers reporting exposures to physical risk, by age groups
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Note: Findings relate to those who are exposed to such risks at least half of their working time.

A second aspect of risk exposure are monotonous and/or stressful working
conditions. For Austria, about half of all employees complain about the intensity
of the working process, i.e. high working speed and time pressure. One in three
employees moans about monotonous work and repetitive tasks ''. Older
employees show less exposure to those risks than employees under 50 years of
age (see chart 13).

Compared to EU-15, Austria has a higher share of employees who suffer from

work intensity and a lower share of those reporting monotonous work.

! These results are broadly in line with Schénbauer (2006) and Eibl et al. (2009) who analysed them for
different economic sectors. Moreover, Schonbauer found rather large differences between the sectors and also
between blue- and white collar employees. Eibl et al. did not find significant differences according to age
groups.

97



THE EU FRAMEWORK: OUTCOMES FROM DESK AND FIELD RESEARCH

Chart 13: Percentage of Austrian workers reporting monotonous and stressful working conditions by age
groups and overall difference to EU-15 averages

Not enough time to
getthe job done

Working at very
high speed -
Working to tight
deadlines
Monotonous tasks :l
Repetitive tasks (10
min.)
OEU-15
Repetitive tasks (1 W50+
min.) g O younger as 50
E— — |
0% 10% 20% 30% 40% 50% 60% 70% -20% -15% -10%  -5% 0% 5% 10% 15% 20%
Share in % Difference in %points

Source: EWCS 2005, ibw-calculations

Work-related health issues

A first impression of the work-related health outcomes in Austria can be derived
from the general question in the EWCS data. Respondents were asked ‘Does your
work affect your health?” This question measures a worker’s individual perception
of the impact of work health, and also serves as a filter question for detailing any
symptoms the worker suffers from on account of their work. As a single indicator,
this general question can be taken as a good approximation of the health impact of
work in different European countries. While the EU27 average is 35%, differences
between European countries in this respect are quite substantial (see chart 14). In
Greece, Poland, Latvia and Slovenia, around two thirds of the workers report that
their work affects their health, a perception shared by only one fifth of UK

workers and one quarter of German, Dutch, Irish and French workers. For Austria
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the respective share is 32% - i.e. slightly below the EU-27 average and Austria
belongs to the group of countries with the lowest share of respondents saying that
their work affects their health.

Chart 14 also shows that for most countries age group effects are very small.
Moreover, no clear trend can be deducted. In some countries employees over 50
have higher shares with respect to the perceived impact of work on health (e.g.
Romania, Norway, Portugal), and in other countries the opposite is true (e.g.
Sweden, Italy). For Austria, the age difference in the shares is minimal indicating
that the same proportion of younger and older workers think their health is
affected by their work. Yet, it is important to note, that since the analysis records
perceived impacts of work on health only of those who are still employed, it is
possible that those who have an impact and are eligible to retire have already left

the labour market.
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Chart 14: Perceived impact of work on health, by country and age group (%)
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The persons who replied in the affirmative to the question about the perceived

impact of work on their health were then asked to identify from a list of 16 health

symptoms those that apply to them. Chart 15 shows the percentages of workers

reporting different symptoms for Austria.

The most often reported symptoms are musculoskeletal disorders (backache and

muscular pains) and stress, followed by headaches, injuries and irritability. Again

there are only minor differences between the age groups (backache, muscular

pains as well as sleeping and hearing problems and heart disease are as to be

expected more frequent for workers aged 50 and above). This ranking of

symptoms is broadly in line with the EU-27 averages.

100




AUSTRIA

Chart 15: Percentage of Austrian workers reporting each individual symptom, by age groups
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The existence of age-related differences in people’s perception of the impact of
work on their health is evaluated by means of a multivariate (logistic regression)
model. Factors like gender, age, physical risk, autonomy at work, work intensity,
high-performance work organisation, non-standard working hours, and work-life
balance and professional group (ISCO) have been considered (see table 1). The
results for Austria show that only five factors significantly influence perceived
work related health problems: The degree of physical risk, work intensity, amount
of non-standard working hours, perception of work-life balance and gender. All

factors show the expected trend '.

'2 The higher the physical risk, the higher the probability that the person reported work related health
problems. More non-standard working hours as well as work intensity are associated with higher work related
health problems and better work-life balance assessments are associated with lower work related health
problems. Females show a higher probability to report work related health problems. Compared to the
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Age (i.e. whether or not people are aged 50 or older) is not a significant factor.

The analogous estimate for EU-15 (see table A-1 in the appendix) provided a
somewhat different result. All the factors, with the exception of some
occupational groups, were significant, i.e. in contrast to Austria indicate age
effects in the perception of work related health problems. The autonomy at work
as well as the intensity at work indexes show positive signs, i.e. the higher the
autonomy at work and work intensity are, the higher is the probability that people

have work related health problems.

Table 1: Probabilities for work related health problems (multivariate (logistic) regression), results for Austria

Factors Exp () |Sig.
Female 1,552 |*
Age 50+ 1,215
Physical risk (index) 1,286 |***
Autonomy at work (index) 974

Work intensity (index) 1,360 |***
High performance work organisation HPWO (index) 1,091
Non-standard working hours (amount) 1,172 |**
Work-life balance ,395 wkx
Professional group (Reference Group: Craft and related trades workers

Legislators, senior officials, managers 479 *
Professionals 456
Technicians and associate professionals 1,167
Clerks ,529

Service workers and shop and market sales workers ,386 *x
Skilled agricultural and fishery workers 1,433

Plant and machine operators and assemblers 1,670
Elementary occupations ,639

Source: EWCS 2005, ibw-calculations

Note: Female, age 50+, work-life balance and occupational groups are dummy-variables13. The indexes on
physical risk, autonomy, work intensity and HPWO are based on the various items discussed before (compare
chart 11 and 12). They are constructed as a summation for each of the respective single items (i.e. additive
indexes) to better grasp cumulative effects of multiple exposures to risk.

reference category of craft workers, only managers and service workers have a significantly lower probability
to report work related health problems.

13 The work-life balance dummy is 0 for answers “not very well” and “not at all well” and 1 for “very well”
or “well”. (The corresponding survey question was “Do your working hours fit in with your family or social
commitments outside work?”).
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The validity of the model is very good for forecasting the group of no work
related health problems (almost 90% of these cases were predicted correctly by
the model). The model does not work also for forecasting the group of employees
who reported work related health problems (almost 50% were forecast correctly),
which is probably due to the model missing relevant influencing factors for work

related health problems.

Summary

Unfortunately, no empirical data are available for Austria on aspects such as
company restructurings and the mode with which these restructurings are put into
effect. Furthermore, no research exists on the consequences of restructuring for
the stress and well-being of employees in general as well as for older ones. Yet,
data exist on the assessment of general working climate by age groups as well as
studies on health situation and stress. According to special analysis done for this
study, the EWCS 2005 (European Working Conditions Survey) shows the
following for work organisation and risk exposure in Austria:

e With respect to work organisation, older employees in Austria tend to have
higher work autonomy and lower levels of work intensity as well as lower
involvement in HPWO (high-performance work organisation) forms. The findings
for Austria are in line with the general results for EU-27, though for Austria
slightly higher differentials between the two age groups can be observed.

e Older workers in Austria are more exposed to load/position risks than
younger ones (which is a different picture compared to the EU-27 average where
for all risks younger workers had a higher degree of exposure). Younger
employees are usually more exposed to environmental risks followed by
biological, chemical and radiation risks.

e Austria belongs to the group of countries with the lowest share of
respondents saying that their work affects their health (32%). There are only
minimal age differences, indicating that the same proportion of younger and older

workers think their health is affected by their work.
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e The most often reported symptoms are musculoskeletal disorders
(backache and muscular pains) and stress, followed by headaches, injuries and
irritability. Again there are only minor differences between the age groups
(backache, muscular pains as well as sleeping and hearing problems and heart
disease are as to be expected more frequent for workers aged 50 and above). This
ranking of symptoms is broadly in line with the EU-27 averages.

e In Austria, five factors significantly influence perceived work related
health problems: The degree of physical risk, the amount of non-standard working
hours, the perception of work-life balance and gender. All show the expected
trend: The higher the physical risk the higher the probability that the person
reported work related health problems. More non-standard hours work is
associated with higher work related health problems and better work-life balance
assessments are associated with lower work related health problems. Females
have a higher probability of work related health problems. Interestingly, usually
occupational groups do not differ statistically (the exceptions are managers and
service workers who report lower probabilities compared to the reference group of

craft workers).

5. Results from the ELDERS survey

Survey design & sample characteristics

The slightly adapted ELDERS questionnaire '* was predominantly distributed to
enterprises which claim to offer superior treatment for their employees of 50 years
of age and older in terms of employment figures as well as pronounced activities
in the field of occupational health care and promotion and wellness measures. The
aim was to get a good impression of the employees’ feelings towards their current
and future situation at work by interrogating a broad range of differently educated

staff, ranging from unskilled workers to heads of departments. The structured

' Due to differences of the Austrian retirement system, questions 65 to 70 had to be altered to fit the country-
specific context.
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questionnaire included open questions as well as Likert scales. We approached
shop stewards of the respective enterprises to support the study by distributing the
questionnaire directly to employees fitting the requirements (age, restructuring
within the department and/or enterprise). The questionnaires were filled in
anonymously and sent back to the Austrian partner institute (ibw) by each
employee on his own.

As a result, the Austrian dataset was gathered from obviously more than ten
worksites/companies'”, resulting in 59 responses from 30 men and 27 women
(two respondents decided not to choose for a gender) with an average of 54.6
years of age. All but two respondents were of Austrian nationality; all but one
spoke German as their mother tongue. Only one person within the sample
explicitly stated that they had had no experience with organisational changes. All
the results are presented with an accuracy of one decimal point. Due to the small
sample size, results with a certain degree of differentiation have to be interpreted
with caution.

An overall descriptive sample analysis according to socio-demographic aspects
(see charts A-1 to A-3 as well as table A-2 in the appendix) confirms that our
sample consists of older workers that are in many aspects very similar to the
employment patterns of older workers in Austria in general. We could also
observe ‘usual’ gender differences with respect to formal educational degrees and

job positions as well as household activities.

Monetary satisfaction with the current job

A first impression about the general level of satisfaction with the current job is
how satisfied are respondents with their salary, given the profession and position
in the national context. On a scale from 1 (‘far below average’) to 5 (‘far above
average’), the average result in terms of satisfaction with their wages reported by
the respondents was 3.1 points. In other words, on average elder employees

considered their salary to be in line with other employees in comparable job

"5 Due to confidentiality reasons, we have no information about the precise company where the respondent is
employed.
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contexts. Yet, the distribution of the ranking shows that about 15% of employees
assess their current salary as below or far below average and about on fifth
thought it is above average (see chart 16).

Interestingly, a significant gender difference can be observed with men usually
assessing their salary better than women (see chart 16): 77.8% of females
considered their salary to be average and only 3.7% rated it higher. In contrast,
one third of males evaluated their salary as above or far above average; only
53.3% thought that it was average. This result seems to be a reflection of the high
gender differentials in Austria in general.

The job position has a high influence on the rating of salary satisfaction (see chart
17): About 80% of blue collar workers considered their salary to be average and
the remaining 20% as below average. In other words, no blue collar workers
thought that their salary was above average compared to similar jobs in other
companies. In contrast, white collar-workers seem to be the most monetary
satisfied: 38.9% rate their income as average, and an outstanding 44.4% as even
higher. Managers are in between: About 70% of them assess their salary as

average and about one third as even higher.

Chart 16: Salary satisfaction, by gender
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Chart 17: Salary satisfaction, by job position
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Employees who experienced a job-loss during their working career are not
necessarily less satisfied than those who had a continuous career: On average they
reported 2.9 compared with 3.2 in the second group. Yet, the distribution of
answers shows that employees who never experienced a job loss have higher
shares of people who think their current salary is above (and far above) average

(see chart 18).

Chart 18: Salary satisfaction, by experiences of job losses during their career
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Perceived job security

Employees who have experienced a job-loss during their working careers are
more worried about their positions permanence (see chart 19). Interestingly, they
do not differ from employees without job-losses with respect to perceived

difficulties for staying in the job until their retirement (see chart 20).

Chart 19: Job loss and position permanence

Worrying about position permanence
100%
90% M agree
80%
0% L] neither agree
60% nor disagree
50%
40% O disagree
30%
20% M totally
10% disagree
0%
job loss no job loss
Experience of job loss(es) during working career

Chart 20: Job loss and perceived employ ment security until retirement
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Workplace changes during the last two years

The most frequent organisational change during the past two years is that staff is
employed on a fixed-term basis (87.5%). It is obvious that this has to be seen
more as a general statement than as an indication of a change of the situation as
such.

Two in three companies took an initiative related to their stated mission or values.

Prevalent alterations of the organisation include changes in the management
system (44.6%) and in the hierarchical structure (40%), as well as reallocation of
units/divisions (37.5%).

Concerning restructurings of the core production or service systems, 42.6%
reported a change. What is more, every fifth respondent experienced a significant
shift in product or service focus. Production was cut-off in 16.7% of the cases and
outsourcing of work was reported by 17.5% of the respondents.

As to changes within the personnel department, 18.5% reported one-time layoffs

and 3.6% systematic layoffs in their company.

Table 2: Frequency of changes occurred in the respondents’ workplace, percentages (sorted by share of

affirmation)

Changes occurred in workplaces during the last two years %

staff employed on a fix-term basis 87.5
initiatives related to the company’s stated mission or values 67.3
changes in management system 44.6
restructuring of core production or service systems 42.6
changes in the hierarchical structure of the organisation 40.0
combining or separating units or divisions 37.5
significant change in product or service focus 20.0
one-time layoffs 18.5
outsourcing of work 17.5
production cut-offs 16.7
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enterprise sold 07.1
systematic layoffs 03.6
department/unit sold 03.6
closing down of production department or work unit 01.8

Consequences of workplace changes

As a consequence of the changes mentioned before, one third of the respondents
reported that their tasks or their superiors changed. 27.8% received additional co-
workers and 18.5% moved into a new working team. 16.1% experienced changes
in the number of working hours and 9.1% changes in their employment contract.

One in eleven was forced to go on paid temporal leave.

Table 3: Frequency of consequences, percentages (sorted by share of affirmation)

Consequences of changes mentioned %

Has your superior changed? 36.4
Have your work tasks changed? 35.7
Have you received additional co-workers'®? 27.8
Have you moved into a new working team? 18.5
Has the number of working hours changed? 16.1
Has your employment contract changed? 09.1
Were you forced to go on paid temporal leave? 08.9
Were you forced to go on unpaid temporal leave? 05.5

Table 4 shows that the changes had no effect on the work situation of the majority
of the respondents. However, 26.9% reported an increased application of their
experiences and skills. 26.4% experienced an augmented level of responsibility.
The participants have the overall impression that the application of their personal

skills increased rather than their monthly income or hierarchical positions. 17%

' Unlike the English version, the Austrian questionnaire did not ask for “people reporting to you”
respectively “subordinates”.
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reported an increase in their working time and 14% a promotion in the company’s

hierarchy.

Table 4: Impact of changes, percentages (sorted by increase)

Consequences the changes have for: decreased unchanged increased N/A
application of your experiences and skills 7.7 53.8 26.9 11.5
your overall level of responsibility 5.7 56.6 26.4 11.3
your monthly income 5.7 60.4 18.9 15.1
duration of your weekly working time 5.7 67.9 17.0 09.4
your position in the company’s hierarchy 5.8 61.5 13.5 19.2

Respondents in small enterprises reported the highest rates in increase. 37.5%
stated that their level of responsibility, income and application of experiences and
skills rose; one quarter reported an increased hierarchical position and longer
working times. Slightly fewer employees of medium enterprises reported all of
these changes too, but only 15% of them stated an increase in working time. The
most notably negative result was less application of their experiences and skills of
one quarter of employees of small enterprises. Respondents working in micro
enterprises stated an unchanged situation.

One third of both white-collar workers and managers as well as 20.8% of blue-
collar workers report an increased application of their experiences and skills. Not
surprisingly, people working in management were most likely to have increased
salary (30.8%), responsibility and working time (38.5% each) by far. Most
interestingly, white-collar workers stated the worst results concerning their
hierarchical position: 13.3% reported a decrease and only 6.7% an increase. In
contrast, 17.4% blue-collar workers reported an increase, but there was no report
at all of a worse situation regarding hierarchy.

All in all, the changes seem to have had more positive than negative effects on the

employees’ work situations.
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Implementation of changes
Respondents gave an estimate of how planning and implementation of changes
has taken place in their workplace. They evaluated the behaviour of management

(including supervisors), co-workers and miscellaneous organisational parties.

Management

Generally seen, the impression of how the planning and realisation of changes to
their workplaces took place was rather positive (see chart 21). About half of all
employees stated that they had the feeling of being at least well informed about
the goals of the changes being made and of the status of the progress. On the other
hand, there seem to be deficits regarding the consideration of the workforce’s

opinions.

Chart 21: Performance of management

Management (including supervisor) has ....

0% 20% 40% 60% 80% 100%

...made sure, that decisions have been implemented |
in a non-discriminatory way ‘ ‘

...informed me about the goals of change [

...informed me about the current state of the change |
progress ‘ ‘
...made sure that there are sufficient change support |
services for whole personnel ‘ ‘

... solved problems that have emerged during the |
change process ‘ ‘

... provided me with career advice and support |

... provided me with reskilling training |

... has taken into account personnel status and views [
while making decisions ‘ ‘

... made sure that individual preferences have not had
disturbing impact on its decisions I I

M rather well or very well O neither poory nor well O rather poorly/very poorly

Note: Without category ‘not applicable’
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All in all, there is still room for better change management in many enterprises if
one considers that about half of the employees assessed management
communication performance in the change process as ‘neither poorly nor well’ or
‘rather or very poorly’.

In fact, medium sized enterprises showed the best results in virtually all of these
categories with positive answers between 50% and 57.1%. Small businesses
showed extremely positive results in implementing decisions in a non-
discriminatory way (71.4%). On the contrary, they scored worst regarding
disturbing impacts of individual preferences (60% negative).

As to differentiation by job positions, both blue-collar workers and people in
management positions rated their management best. Unlike white-collar workers,
especially managers had a differentiated view of things and did not tick ‘neither
poorly nor well’ too often. Most likely, this could be a result of better access to
relevant information due to their superior position.

Most interestingly, 42.9% of blue-collar workers preferred not to answer whether

or not individual preferences had a disturbing impact on decisions.

Co-workers
Not only does the management play a decisive role, but also colleagues. That is
why participants were asked about the performance of their co-workers during the

process of change (see chart 22).
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Chart 22: Performance of co-workers

My co-workers have ....

0% 10% 20% 30% 40% 50% 60% 70% 80% 90%  100%

... provided me with
assistance and support

process

... shared the new
responsibilities

... solved problems that
have emerged during the
change process

... embraced the changes * |
| | |

M rather well or very well O neither poory nor well O rather poorly/very poorly

Note: Without category ‘not applicable’

In terms of providing assistance and support, most respondents were satisfied with
their colleagues’ bearing. Seven in ten persons evaluated it as rather (54.7%) or
very well (16.7%). The co-workers were judged similarly well with respect to
their support of the change process, the sharing of new responsibilities and the
resolution of problems which emerged during the process.

In contrast, respondents thought that their colleagues were often not totally happy
with the changes. It is the only question of this battery where ‘very poorly’ was
ticked (5%) and a total of 25% thought that their co-workers were rather
unsatisfied with the changes.

When evaluating the attitude of colleagues in terms of the frequency of
helpfulness, reliance and appraisal, the most eye-catching result is that nobody
chose ‘never’. Accordingly, three in four persons felt appreciated at least ‘often’
(see chart 23). The most heterogeneous answer can be observed if one asks
whether or not respondents can count on their colleagues. This question has the

highest results in the best as well as worst category.
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Chart 23: Evaluation of the co-workers’ behaviour

Current situation

50%
45%
40%
35%
30%
25%
20%
15%
10%

5%

0%

If necessary, areyou able Canyou count on your co- Do you feel appreciated by
to ask for help from your workers when things your co-workers?
co-workers? become somewhat difficult
for you in your work?

O occasionally O regularly @ often M always

Organisational parties

7 employees assessed that their own

Regarding the organisational institutions
workgroup acted ‘rather well or very well’ followed by HR personnel, local trade
unions (shop stewards) or occupational health care professionals (see chart 24).
Again, there is still room for better change management in many enterprises
especially if one considers that over half of all employees assessed the
communication performance of the HR-staff in the change process as ‘neither
poorly nor well’ or ‘rather or very poorly’.

The high number of non-responses for the questions on the local trade union

(25%) and occupational health care professionals (29.8%) can be easily explained.

Shop stewards committees do not mandatorily have to be established in Austria'®,

'7 Unlike the English version, the Austrian questionnaire did not ask for “occupational safety organisation”
because no such institution exists in Austria.

'8 According to § 40 (1) ArbVG, a Betriebsrat (shop stewards committee) may be established by the
employees themselves, if five or more of them work on full-time contracts.
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and occupational health care professionals (called Arbeitsmediziner) are often
external consultants, thus they may not be perceived by all employees as relevant

for the changing processes.

Chart 24: Performance of organisational parties

How have the following parties acted while implementing changes ...

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

own workgroup

HR personnel

local trade union

occupational health care
professionals

B rather well or very well O neither poory nor well O rather poorly/very poorly & not applicable

Overall assessment of the changes during the last two years

Considering all the changes that have taken place at respondents’ workplaces in
the last two years, how do they assess them?

For most of the respondents, the changes were only of minor significance for their
work. Only one third of the employees said that changes were very significant for
their work, for 40% the changes were rather significant. This corresponds with
similar assessments as to whether these changes had a positive or negative impact
as well as reduced or increased the well-being at work (see chart 25).
Interestingly, no clear relationship can be observed between the respondents’
rating of workplace changes and their overall outcome assessment, i.e. whether
these changes have been positive or negative. Chart 26 shows that threshold

effects are probable at work, as employees which experienced highly significant
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changes at their workplace also report a much more a positive overall impact.
With respect to the impact on the well-being at the workplace, a trend is obvious
(see chart 27). The higher the perceived change at the workplace, the higher the

share of respondents who confirm increased well-being at the workplace.

Chart 25: Overall assessment induced by changes during the last two years

Changes during the last two years
100%
90% [ totally agree
80%
20% [Jagree
60%
[ neither agree
0,
20% nor disagree
40%
30% E disagree
0
20%
10% W totally
’ disagree
0%
have been very have mostly been have increased well-
significant positive being at work
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Chart 26: Impact of changes during the last two years on general assessment

Overall impact of changes

100%
90%

809% ® positiv
0

70%
60%
50% O indifferent

40%

30%

20%
10%

® negativ

positive / negative overall impact

0%
small significance medium high significance
significance

Assessment of change

Chart 27: Impact of changes during the last two years on well-being at work

Impact on well-being at work

100%
90%
80%
70%

® positiv

60%
50% Oindifferent

40%
30%
20%
10%

positive / negative impact

B negativ

0%
small significance medium high significance
significance

Assessment of change
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Women and blue-collar workers reported to a higher degree that they experienced
profound changes at their work during the last two years. They also considered
changes more positive than other groups: They have considerable higher shares of
respondents who agreed to overall positive effects as well as to increased well-

being at work.

Current work situation

Most people (seven in ten) felt that they were well-informed about the decisions
affecting their work situation (see chart 28). In most cases (56.9%) this is a result
of the fact that respondents are able to participate in decision processes which
directly affect their work.

Concerning plans or thoughts of changing jobs, approximately eight in ten
respondents disagreed. One quarter of participants completely disagreed with
being worried about their position permanence, in total more than half had a
positive attitude towards this matter. Six in ten employees denied the existence of
stereotypes or prejudice with regard to elder co-workers in their organisation.
Moreover, half of the respondents agreed that elder employees can enjoy the work
more because of less dependency of their children. In contrast, their personal
rating of an increased relevancy of their professional life is completely balanced,
which means that it is not significantly influenced by a changed family situation.
A very high share (84.6%) of older employees in management positions stated

that there is no prejudice over elder employees in their organisations.
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Chart 28: Current work situation

Current work situation

0% 20% 40% 60% 80% 100%

I'm well-informed about the decisions made at work that
affect me

| am able to participate in the decision process when changes _ |
are made that directly affect my work

!

Employees older then 50 years can better enjoy their work
since their children depend less on them

Since | reached the age of 50 my professional life has begun

to take major relevancy due to the fact that my personal _ |

(family) charges allow it to me

Sometimes I'm worried about my position permanence

In my company there exist stereotypes or prejudices with - |
regard to elder employees

| often think of quitting this job and finding another

I am planning to leave my job for another in the near future F |

M rather / total agreee O neither agree nor disagree O rather / total disagreee

Interestingly, blue-collar workers felt better informed about decisions affecting
them (three in four) than managers (69.2%), they also did not want or plan to quit
their current job (87.5% each). Mostly blue-collar workers were worried about
their position.

57% of white-collar workers thought that older employees enjoy their work life
more, because their kids do not depend on them any longer. They also disagreed
more than others with the statement that their professional life has gained more

relevance since they reached the age of 50.
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Feelings and problems at work
One very positive result beforehand: nearly none of the Austrian respondents had
any negative feeling at their work all the time (‘always’; see chart 29). Answers

vary mainly with respect to shares of ‘never’ and ‘occasionally’.

Chart 29: Emotional exhaustion at work (during the last 30 workdays)

Feelings during the past 30 workdays
0% 20% 40% 60% 80% 100%

My thinking process is slow |

I have difficult thinking about complex things [ |

| feel too tired to thinking clearly [

I have difficulty concentrating [

I have no energy for going to work in the morning [ ]

| feel fed up | |

I feel like my emotional "batteries" are "dead" | |

I feel burned out in my work [ |

| feel emotionally exhausted | | I

| feel physically fatigued | [

| feel physical exhausted | |

Ifeel tired | |

M never O occasionally O regulary O often M always

To better grasp the multidimensional aspects of the assessments, an index
‘emotional exhaustion at work’ was constructed'”. About 70% of respondents

mentioned that they occasionally feel in some way exhausted (see chart 30). No

' The index is the sum of assessments of the 12 individual aspects, for example if someone said that they are
“fed up” and also “feels tired”, the person has a higher score on the index than someone who only mentioned
only one aspect. The range of index scores lies between 12 (respondent assessed all aspects as never
occurring) and 60 (all aspects occur always). The average score of all respondents is 20.6, i.e. “occasionally”.

121



THE EU FRAMEWORK: OUTCOMES FROM DESK AND FIELD RESEARCH

gender differences can be observed and also the assessments according to job
positions are rather similar. Only managers have higher shares of being
‘occasionally’ emotionally exhausted (no manager said that they were ‘never’
exhausted). White-collar employees in contrast have higher shares of ‘never’ and
lower shares of ‘occasionally’, implying less overall negative feelings at work.

No correlation could be found when analysing the degree of changes during the
last two years on the ‘emotional exhaustion’ index. There is also no link between
the index and the respondents’ assessments of positive or negative outcomes of
the changes. And no correlation exists between the index and whether changes
have reduced or increased well-being at work. To sum up, changes during the last
two years seem to have had almost no effect on the current emotional exhaustion

at work.

Chart 30: Distribution of the index ‘emotional exhaustion’, by gender and position

100%

=—2all respondents
90% male i

female

80%
blue collar

white collar H

70%
manager

60%

50%

40%

30%

20%

10%
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never occasionally regularly often always

Index of "emotional exhaustion"
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by gender

Men reported worrying a lot more often, had more problems relaxing and had less

enthusiasm for other things, whereas women felt more often that they had less

energy (see chart 31).

Chart 31: Problems during the last three months, by gender (sorted by share of affirmation)

Have you had a loss of energy?

Have you had any difficulty
relaxing?

Have you been irritable?

Have you had loss of
interests?

Have you felt nervous, on
edge?

Have you been worrying a lot?

Have you lost confidence in
yourself?

Have you felt hopeless?

Problems during the last three months
0% 5% 10% 15% 20% 25% 30% 35% 40% 45%  50%
| | | | | | | |
M
W male
:’ O female
[

Compared to other employees, blue-collar workers only felt nervous half as often.

People in management positions did not feel hopeless and did not lose self-

confidence at all, but more than one half felt irritable and experienced difficulties

in relaxing (53.8% each, see chart 32).
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Chart 32: Problems during the last three months, by job position (sorted by share of affirmation)

Have you had any difficulty
relaxing?

Have you had a loss of
energy?

Have you been irritable?

Have you had loss of
interests?

Have you felt nervous, on
edge?

Have you been worrying a
lot?

Have you lost confidence in
yourself?

Have you felt hopeless?

Problems during the last three months
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Company programmes for elder employees

Overall, 58% of the respondents reported that their company offers some sort of
programmes for their older employees. Yet, company programmes for elder
employees do not seem to be too widely spread. 35.6% of the companies provide
health programmes to their employees, followed by age-mixed working teams
with 18.6%. This result is somehow astonishing as enterprises were selected
which claim to provide superior treatment for their employees of 50 years of age
and older in terms of employment figures as well as pronounced activities in the
field of occupational health care and promotion and wellness measures. Probably
employees do not often have sufficient information about the relevant offers for
them (indicating a lack in the communication policy of the company) or

companies’ offers are predominantly targeted for certain occupational groups
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only®. Also, according to the Elders survey, early retirement programmes are not
often offered (7%). Yet, the results from ESWT 2004/05 for Austria show a
different picture: In 48% of the Austrian companies that have employees aged 50
or older, there are phased retirement programmes, and in 29% early retirement
programmes.

Interestingly, seven in ten medium sized organisations provide programmes for
elder employees, but only 56% of big organisations. Two in three micro

enterprises do not provide any company programmes at all.

Table 6: Company programmes for elder employees, percentages (sorted by share of affirmation)

Programmes for elder employees offered by the company %

health programmes/offers 35.6
age-mixed working teams 18.6
age specific further training programmes 13.6
age sensible working-time arrangements 10.2
early retirement programmes 6.8
career guidance for elder employees 1.7

Only every fifth respondent (20.8%) reported taking advantage of the opportunity
to participate in a company programme, which in almost every case were health
programmes. People who did not participate in any form of programme on offer
stated explicitly that they did not attend

e Dbecause of lack of time / being hindered by capacity (21.1%)

e Dbecause there are no such programmes (13.2%)

e Dbecause they did not feel the urge to do so / felt too young or too old (13.2%)
One employee of a company offering health programmes mentioned that he did

not take part in it because of a lack of faith in the company’s medical officer.

20 According to a recent study (Schmid 2008), 60% of the Austrian companies employing older people offer
age-specific programmes for them.
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Plans before going into retirement

The ELDERS participants were asked a multiple-choice question concerning what
they would like to do before they fully retire. A majority of about 90% would like
to remain in their current jobs until retirement (see chart 33).

Interestingly, nobody wanted to change jobs within the present company. Some
people would like to seek promotion at their current worksite, move to another
company and/or become self-employed (3.7% each). Only one person wished to
try something completely new by learning a new skill or profession, and

accordingly changing their career or type of job.

Job control

As mentioned before, 90% of the respondents wanted to remain at their current
job until retirement, but only 44.6% rated that it will be easy or very easy to do so
(see chart 34). A majority of 83.3% thought that it would be at least difficult to
find a similar job of equal quality*’. According to ELDERS respondents,
employers would have an easy task replacing them. Only every fifth participant
(20.4%) thinks that it would be difficult or very difficult to replace them.

2! These results are comparable to findings from a broader employee-survey (Lindgruber and Grdssenberger,
2008): According to the working-climate index for 2008, 90% of the employees over the age of 45 report that
they want to remain at their current job, and 62% of them assess their re-employment chances as problematic.
77% of employees aged 50+ stated that it would be difficult or very difficult to find a new job.
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Chart 33: Plans before retirement

Plans before retirement
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Chart 34: Job security until retirement
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Plans for retirement

Almost half of all respondents (44%) had a definite plan as to at what age they
would like to retire. Calculated from those who had a concrete plan as to when
they want to stop working, men want to retire at an average age of 61.1 years and
women at 59.4 years of age (see chart 35). Interestingly, this is about one to two
years later than the actual average retirement age in Austria (on average men are
58.9 and women 57.9 years old when they retire).

As to whether or not people have concrete plans about when to retire, there are no
significant differences in gender. Interestingly, 61.1% of white collar workers did

not know when to retire; all the other groups are approximately 50%.

Chart 35: Scheduled average retirement age

Scheduled average retirement age
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When respondents were asked what kind of pension scheme they will presumably
apply for, 36.4% chose the (usual) annuity pension, followed by the possibilities

of early retirement™, which sum up to 25.5%. Nobody expressed the desire to

22 Basically, these schemes have the premise of a long enough period of insurance in common.
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make use of a disability pension. The majority of 38.2% did not know yet what
scheme they will choose.

In Austria, retirement before the statutory retirement age™ is a widespread reality.
To get a picture about the behaviour of the respondents’ co-workers (and the
possibility of peer effects), employees were asked if colleagues in their company
often retire before the statutory retirement age. More than half said that in their
company colleagues often (55%) or at least occasionally (31%) go on early leave
(see chart 36).

Possible peer effects could not be observed, i.e. the degree of early retirement in

the company has no influence on the respondents’ planned age of retirement.

Chart 36: Frequency of early retirements in companies

Early retirement

usually not
14%

often

55%

occasionally
31%

Remark: 36% of respondents did not provide an answer to the question.

Part-time employment prior to retirement (Austria-specific question)
In Austria, there is an option for women from age 53 and men from age 58 to opt

for a reduction in working time from 40 to 60% (different options see Table 6)

2 The statutory retirement age is at 65 years of age for men, and at 60 years of age for women.
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without losing their entitlements for pension, unemployment benefit and health
insurance through subventions from the labour market service, called
Altersteilzeit (part-time employment prior to retirement), i.e. a phased retirement

scheme with public subsidies.

Table 6: Forms of part-time employment prior to retirement

Reduction of Income due to working (Subsidy of labour Total income (in%
working time time market service of former income)
40% 60% 20% 80%
50% 50% 25% 75%
60% 40% 30% 70%

In fact, three in ten respondents (29.1%) could imagine making use of the
opportunity to call on this scheme. Approximately one third (34.5%) did not see
this as an option for their situation respectively, the rest had not taken this option
into consideration until now (see Chart 25).

Predominantly men could image opting for this scheme. When looking at those
respondents who gave a definite answer, six in ten men chose ‘yes’. In contrast,
71.4% of women chose ‘no’ (see chart 37). Regarding job positions, blue-collar
workers and managers had a slight preference for the scheme, while only one third
of white-collar workers would choose it. However, remarkably more than one half

of blue-collar workers did not know a definite answer.
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Chart 37: Part-time employment prior to retirement scheme
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Proposals given by respondents

Suggestions concerning health issues
At the end of the ELDERS questionnaire, respondents were given the possibility
to place their suggestions for improving well-being at work or reducing sickness

absence at their workplace (number of times mentioned in brackets):

o More leisure time or pauses to recreate / less pressure / reduction of pacing
“;

o Health programmes & strategies for prevention of age-related malady and
burn-out (2);

. More personnel (2);

. A more open working climate / more collegiality (2);

° Others: job rotation, role models, plain-talking;

Three respondents stated explicitly that there was no need for improvements in

their organisation, or that everything was quite in order.
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Suggestions concerning managerial issues

The second open question addressed suggestions for managers being in charge of
implementing a major organisational change. The majority of the respondents felt
that the opinion and experience of the employees should be considered by the
management (6). Amongst the other answers the following statements could be
found:

e Motivation instead of change;

e Spread decision-making;

e More attention for the shop stewards committee;

e  Managers should undergo professional coaching;

e Reoccupation of positions which are vacant because of retirements.

Feelings and problems at work: Are they influenced by change processes?

After presenting the relevant features of the Elders survey for Austria, some
interesting cross-analytical aspects concerning feelings and problems at work in
connection with change process were conducted.

To start with, we compared perceived job security with emotional exhaustion
factors. In other words we compared the respondents’ assessment of how easy or
difficult it would be for them to stay in their current job until retirement with the
factors ‘feeling at work’. Those who thought it would be difficult or very difficult
to stay in the job until retirement often had average scores that are twice as high as
those who thought it would be easy or very easy (see chart 38). This means they
felt more tired, physically and emotionally exhausted, were more fed up and their
batteries were dead and they felt burnt out. Interestingly, the strongest effects can
often be observed for the group who thinks it will be very difficult or difficult to

stay in their job until retirement.
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Chart 38: Average scores for emotional exhaustion aspects at work conditional on perceived job security until

retirement
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It is important to keep in mind that causality may also occur the other way round:
Employees who are more emotionally exhausted usually feel that their job is not
so secure. In other words it is not ‘fear’ of job loss that causes emotional stress, it
may well be that factors outside the company or general mental and physical
condition lead to emotional exhaustion and this in turn results in lower perceived
job security.

As already mentioned (see page 121ff), the majority (about 70%) of respondents
said that they merely occasionally felt in some way exhausted at work. Therefore,
a doubling of the scores means that also those employees who have concerns
about their job security still have a rather low level of emotional exhaustion
aspects at work.

A similar approach was undertaken with aspects of emotional well-being. Again,
employees who think it will be difficult or very difficult to stay in the job until

retirement usually report to a much higher degree that they have problems with
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their emotional well-being (see chart 39). Again reversed causality may be at

work.

Chart 39: Emotional well-being conditional on perceived job security until retirement
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Similar effects on emotional exhaustion and well-being can be seen when looking
at the perceived ability to find a new job. One difference to perceived job security
is straightforward:

Respondents who thought it would be easy or very easy to find a new job as good
as their current one had notably lower scores for emotional exhaustion. In other
words they felt tired, fed up, exhausted etc. to a much lower degree.

Interestingly, no significant effects can be found when looking at the relationship
between job losses in the past and current emotional exhaustion and well-being.
As 90% of all job losses were more than 10 years ago and about one third was
voluntary, this result is plausible. Meaning, job losses are much too far in the past
to have a significant effect on current emotional feelings and well-being.

A second aspect is the influence of organisational change on emotional

exhaustion and well-being. Comparing the average scores of respondents who
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assessed that organisational change had only minor, medium or strong effects for

their work, a trend can be observed that strong (and medium) effects are often

accompanied by slightly higher emotional exhaustion (see chart 40) whereas they

are ambiguous for well-being (see chart 41).

Chart 40: Average scores for emotional exhaustion aspects at work conditional on perceived degree of the

organisational changes
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Chart 41: Emotional well-being conditional on perceived degree of the organisational changes
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Chart 42: Average scores for emotional exhaustion aspects at work conditional on perceived effects of the

organisational changes
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Chart 43: Emotional well-being conditional on perceived effects of the organisational changes
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Comparing the average scores of respondents who assessed that organisational
change had a positive, neither positive nor negative, or negative effects for their
work, surprisingly, only small effects on emotional exhaustion and well-being can
be observed: Respondents who reported negative effects of organisational changes
felt slightly more physically fatigued and fed up (see chart 42) and they had more
difficulties relaxing, were more irritated and worried (see chart 43).

Thirdly, how important is communication of the organisational change
process? Deriving from two questions in the survey (management has ‘informed
me about the goals of change’ and ‘informed me about the current state of the
change process’) an index was constructed and analysed with respect to emotional
exhaustion and well-being. As charts 44 and 45 clearly show, the better the
communication policy of the company, the lower the scores for emotional
exhaustion and the lower the share of respondents who reported problems for
well-being. In other words, poor communication policy is associated with
increased emotional exhaustion and reduced well-being. Well-being in particular
is highly associated with ‘good’ communication policies.

One cautionary remark: As those companies with good communication policies
towards their employees also usually had good ratings in the other dimensions
(i.e. making sure that decisions have been implemented in a non-discriminatory
way, provision of re-skilling, training, solving problems that have emerged during
the change process, etc.) it is not possible to really disentangle the communication

effect from these other actions.
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Chart 44: Average scores for emotional exhaustion aspects at work conditional on index of communication

policies of the company
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Chart 45: Emotional well-being conditional on index of communication policies of the company
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Summary

The aim of the ELDERS survey was to find out which kind of consequences elder
employees in restructured organisations had experienced in terms of stress and
well-being, especially with an eye on the economic crisis. Additionally, for
Austria aspects of retirement decisions have been asked. This small survey is one
part of the whole project, providing insight into the situation and feelings of the
target group. By elaborating and analysing the multifaceted dataset, attempts have
been made to find measures which are likely to be successful in improving the
conditions of elder workers. Therefore, the respondents’ feelings towards their
current and future situation at work and their plans for the following years were
dissected. In the following, the main results and recommended actions are

presented in short.

Selected results

e Analysis showed that more than one third of the employees have
experienced a change in superiors during the last two years.

e It has been noted that one in eleven was forced to go on paid temporal
leave, most probably due to the economic crisis.

e An overwhelming majority of 94.8% have an indefinite employment
contract.

e Opverall, virtually no Austrian respondent felt emotionally exhausted at
their current work the whole time (‘always’). Yet, about 70% of the respondents
mentioned that they occasionally felt in some way exhausted.

e On the whole, only comparatively limited consequences can be found due
to changes in the employees’ work situation resulting from restructuring. If so,
respondents showed a predominantly positive perception despite some trends
towards slightly higher emotional exhaustion:

» Only one third of the employees said that changes have been very

significant for their work, while 40% reported that changes have been rather

significant. This corresponds with similar assessments as to whether these
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changes had a positive or negative impact as well as reduced or increased the

well-being at work.

» Interestingly, no clear relationship can be observed between the

respondents’ rating of workplace changes and their overall outcome

assessment, i.e. whether these changes have been positive or negative.

Probably threshold effects are at work here, as employees who state highly

significant changes at their workplace also report to a much higher degree a

positive overall impact. Also, the higher the perceived change at the

workplace, the higher the share of respondents who confirm increased well-
being at the workplace.

» Nevertheless, a trend can be observed that strong (and medium) effects of

organisational change on the work of respondents are often accompanied by

slightly higher emotional exhaustion whereas they are ambiguous for well-
being.

e The better the communication policy of the company with respect to
organisational changes, the lower the share of respondents who reported
emotional exhaustion or problems of well-being, i.e. poor communication policy
is associated with increased emotional exhaustion and reduced well-being. Well-
being in particular is highly associated with ‘good’ communication policies.

e Seven in ten employees felt well-informed about matters regarding their
work situations, 57% were able to participate in these decisions.

e The management of medium-sized organisations achieved the best results
in nearly every category when evaluated by their employees.

e In line with the Austrian social phenomenon of early retirement, most
respondents wanted to retire well before the statutory retirement age. Yet,
compared to current trends they planned to work one to two years longer.

e Employees who thought it would be difficult or very difficult to remain in
their job until retirement were usually more physically exhausted and reported
lower rates of well-being. Similar effects on emotional exhaustion and well-being
can be derived according to perceived ability to find a new job. One difference to

perceived job security is straightforward: Respondents who thought it would be
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easy or very easy to find a new job as good as the current one had significantly
lower scores of emotional exhaustion. In other words they feel to a much lower

degree tired, fed up, exhausted etc.

Improvement opportunities & proposals
Overall, 58% of the respondents reported that their company offers some sort of
programmes for their older employees. Yet, company programmes for elder
employees do not seem to be too wide-spread and usually they only concern
health programmes or age-mixed working teams. All in all, further training
programmes for older employees often either do not exist or they are not known
by employees, which is revealed by a more detailed analysis (i.e. comparing
Elders results with questionnaires for employers or field-study data). In any case,
this situation is first of all being caused by a lack of information for older
employees. Secondly, there is an attitude that the participation does not pay off,
partly because of a lack of time or because the employees do not see the benefit of
further education in their 60°s. This corresponds with changes planned before full
retirement (hardly anybody seeks a promotion etc.).
Therefore, more effort has to be put into promoting these kinds of programmes.
What is more, they have to be offered early and employees should be given the
opportunity not to feel uncomfortable when participating.
Regarding the appropriate selection of a suitable pension scheme, four in ten
respondents did not know which scheme to choose. That corresponds with the
very low share of employees (2%) who reported that the company offers career
guidance for elder employees. Further promotion of alternate retirement schemes
amongst the target group is thereby advisable.
At a glance, based on all the indications given, we would suggest:

e broadening information about available phased retirement schemes;

e supporting and offering organisational career guidance including
retirement plans;

¢ intensifying the promotion of age-sensible company programmes for elder

employees and providing them earlier.
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6. Austrian national seminar

The Austrian workshop and dissemination seminar was held on October 1* at the
Chamber of Commerce in Vienna (1:00 p.m. to 5:00 p.m.). The English title of
the seminar was Older Employees and company restructuring — maintaining and
developing health, achievement potential and competence.

Seminar topics were the organisational, process-related and institutional
requirements for a health-sensitive design of reorganisation processes in
enterprises with special emphasis on older employees. Besides presenting the
Austrian result of ELDERS, representatives of the social partners had the
opportunity to present their view about possibilities and limits for action. Which
measures can be taken by prevention and management to lower or even avoid
negative effects on health, stress and well-being? Concrete best practice examples
were given by two companies.

The workshop was attended by about 20 representatives from interest groups and
human resource managers which guaranteed an extensive discussion climate. As it
can be seen in the conference agenda, the workshop had two blocks:

In the first block Mr. Schmid presented the main results of the Austrian national
report.

Afterwards the possibilities and limits for action were tackled by employer and
employee representatives. Ms. Kaun (representative of the Chamber of
Commerce) emphasised that awareness of an ageing workforce is increasing in
many Austrian companies, resulting in the establishment of health programs and
age-management systems. Specific problems for smaller enterprises were
mentioned too. Additionally, she broadened the topic by addressing positive
macro-economic effects of a higher labour force participation of older employees
on enterprise productivity, financing of the social security system as well as
financial relief for the health care system.

Mr. Mitter (representative of the Camber of Labour) emphasised the long tradition
of ‘golden handshake policies’ which created an atmosphere where both sides (i.e.

employees and employers) regard early retirement as a common way of leaving

142



AUSTRIA

the workforce. Furthermore, there are many professions with either physically or
emotionally stressful working conditions. Consequently, in his view, management
approaches with respect to older employees usually fall short of what is needed
most: adapting the workplace environment in general to put employees in the
position where they can and want to work longer.

Subsequently, discussion with the audience focussed on the reasons for early
retirement and possible systematic approaches (e.g. reform of the disability
retirement scheme) that could lead to a higher labour force attainment of older
people.

The second block was earmarked for the presentation of two best practice
examples of companies:

Mr. Hodl presented the main approach of the Voest Alpine LIFE-program. The
company is a large steal producer and has a high share of older employees as well
as physically challenging working conditions especially for blue collar workers.
The LIFE-program consists of nutrition programs, physical training offers,
addiction prevention, individual health prognosis, special training offers for shift
workers and safety programs. Moreover, each employee has to undergo further
training (about one week per year) and the knowledge transfer between older and
experienced employees and their successors are organised systematically. For all
these offers, no age limits apply (e.g. with respect to further training, also
employees in their last working year have to attend). A specific management
challenge is to find new and less physically challenging jobs for those employees
who work in physically demanding environments. Concerning the implementation
of LIFE, it proved to be very important that employees had a distinct role in
designing it as well as that proposals were implemented immediately as to
demonstrate the commitment of the company. According to Mr. Hédl, LIFE is
very popular as the high participation rates of employees show. Yet, LIFE has no
real effect when it comes to early retirement. Especially blue-collar workers retire
at the earliest possible moment. Therefore, Mr. Hodl pointed out that age
management has a high potential to improve working conditions but he has doubts

as to if it can fundamentally change retirement decisions.
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The second best practice example was presented by Mr. Buchmayr from Salzburg
AG, a large regional energy supplier. Genera (the acronym for generation
management at Salzburg AG) is a general programme for age management and
not merely designed for older employees. Basically, the main impetus came from
the LIFE-program of Voest Alpine. Its main emphasis is on changing the
perceptions and ascriptions of older employees, e.g. alleged diminishing
productivity of older employees, their engagement, their further training
aspirations etc. As these perceptions and ascriptions exist in both groups, i.e.
younger as well as older employees themselves, a holistic approach has to be
applied. Therefore, all management activities (including personnel and human
resource development) as well as health programs and the like have been analysed
under this general approach.

In the discussion with the audience, detailed aspects of both ‘programs’ were

further elaborated.

7. Austrian training session

On 18" October 2010, the partners of the Elders project met at the ibw in Vienna
for a training session to present and discuss the national results of the research
mostly in terms of training tools and expectations for older workers. Rebekka
Vedina, the project manager of the Spanish team (ESADE-IEL) explained the
outcomes of their national research. The Spanish team worked with two local
trade unions, the Spanish Institute of Health and Safety at Work, which provided
data of the National Survey on working conditions and Edad & Vida (NGO). The
Spanish research underlined the legal circumstances of elder workers, like the
retirement age at 65 years (60 years for partial retirement), the incentives for
labour contracts with workers over 52 and the favourable conditions for late
retirement. Nevertheless, the labour activity level of those between 55 and 64
years old has been shown to be lower than the general labour activity. The activity

of people older than 65 years is only marginal (4%). Workers over 50 show a very
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low labour market mobility. The level of vocational training of elder employees is
the lowest in Europe and the general attitude of elder workers towards lifelong
learning is mostly passive. In general, older workers are not seen as a competent
workforce. Spanish companies don’t have strategies to keep older workers in the
workplace or to recruit them. The ‘solution’ to deal with elder workers is early
retirement. This is also reflected in the wish of 67% of Spaniards aged between 50
and 59 to retire as soon as possible.

The Spanish research included a survey among 89 workers, 46 of them aged over
50 years, 26 male and 20 female. The survey shows, although data are not
representative, that restructuring is seen more negatively by older workers. There
is a positive correlation between one-time layoffs and emotional and cognitive
burnout and depression, while information and problem solving during the
restructuring process, as well as the provision of training by the supervisor was
negatively correlated with depression. From the survey it emerges that workers
were mostly poorly provided with career advice and support during restructuring.
Among the group of the workers aged over 50 the high percentage of respondents
who regarded the issue of career advice and support as ‘not applicable’ stands out.
In Finland, as Jukka Vuori from the Finnish Institute of Occupational Health
(FIOH) explains, the challenge of aging was already addressed by the end of the
1990s. Some issues of age management have been included in Government policy
programmes on health promotion and employment. In 2005, the Finnish labour
market parties decided to implement the law on ,.change security’. The law
stipulates paid leave for redundant employees in order to search for a new job,
more efficient information from the employer, re-employment plans for the
personnel and personal re-employment plans, set up by the local employment
offices. Nearly all employees who have worked for at least three years are entitled
to change security. Nevertheless, a high number of employees quit work during
restructuring processes, due to the so-called ,,unemployment pension tube’: older
employees can get higher level earnings related unemployment benefits and then
unemployment pension followed by regular pension. Therefore, prolonging

working careers is still an issue in Finland. The labour market parties and the
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Finnish Government agreed on the prolongation of working careers by three years
before 2025. In addition, an important training tool to prevent employees’ work-
related mental health problems and to promote their career management in
organisational restructuring has been created: the ,,Towards Successful Seniority
(TSS)’ method connects the goals of early prevention, work ability maintenance
and personnel training. The method is meant to be implemented in the
organisations through a collaboration between OHS and HR. In the TSS method,
organisational measures and the preparation of the employees are put together to
promote a functioning career management. The employees focus in groups on the
identification of challenges, obstacles and solutions in their own work career and
focus on behavioural control and motivation. On the organisation side,
occupational health care and human resources units work together. The career
management focuses on proactivity of work and life goals, mental well-being,
work engagement and motivation, as well as job retention and the reduction of
sick-absences. A study carried out between 2006 and 2010 showed, that the TSS
intervention increased significantly the career management preparedness and the
number of work goals. In a longer term (7 months), the intervention decreased
symptoms of depression, intentions to retire and increased mental resources. The
group methods are now also applied to younger workers, since an increasing
percentage of younger workers is disabled due to depression and other mental
health problems. The Finnish study recommends to strengthen employees’ career
management during work-life transitions and in work organisations, since these
measures have significant long-term beneficial effects on employees’ careers and
metal health. To reach these goals, OHS and other parties should evaluate their
capabilities and preparedness for organisational restructuring of their costumers
and organisations should enhance the transfer of the valuable know-how of
elderly employees to younger workers and should bear in mind the impact that the
treatment of older workers can have on the younger workers’ vision of the
company as a potential employer.

The third national report was presented by Matt Flynn (Middlesex University).

The British research team prepared a literature review, including studies linking
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job insecurity to health, good practices found by EUROFOUND and UK good
practices. The UK research focused further on discussions with social partners and
a questionnaire survey of older workers. The research analysed the link between
organisational restructuring and health and well-being. They found out that
buffers to job loss are social capital, networks and knowledge, whilst cumulative
effects of job loss are heart disease and psychological morbidity. Workers affected
by restructuring are more likely to have accidents at work and have a higher risk
of alcohol and substance abuse.

Although the current recession had a bigger impact on younger workers in the
UK, older workers are affected by policy changes regarding retirement, like the
closure of early retirement routes and public sector cuts. The actual retirement age
is set with 65 years, but mandatory retirement will be abolished in 2012. Some
provisions for older workers do exist, but many policies are not well implemented.
A 2006 regulation on age discrimination and health and safety codes of practice
should enhance the mental well-being of older workers, but there is still no code
of practice on stress. Regulations on consultation obligations are weak, since in
many cases trade unions are not recognised. State provided learning and training
is limited.

The UK group analysed a survey in civil service including 115 respondents,
among them privatised workforce, IT technicians, managers, administrative staff
and support stuff. All but six of the respondents have experienced at least one
organisational change. The survey analysed the impact of restructuring on well-
being. Most respondents affected by job-loss felt tired, physically fatigued and
exhausted, worried about the future, lost their confidence and felt emotionally
exhausted. There could be shown a clear association between restructuring and
health and well-being, the emphasis should be set on adaptability, lifelong
learning, communications and flexibility.

The German research, presented by Janine Dorschu (BauA, Federal Institute for
Occupational Safety and Health) during the training session, analysed the risks of
restructuring for employees. People affected by restructuring often experience

powerlessness or are challenged by new job requirements and work
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intensification. They often miss professional development perspectives and
experience a collapse of confidence in the company culture. Job insecurity then
leads to stress. The research underlines, that restructuring can also bring new
prospects for employees: they can be able to expand their professional personal
competences or improve their professional positions. If one-sided stress and strain
is prevented or compensated, restructuring can also lead to well-being. The
German research included a case study on a semi-public bank with over 2000
employees. They questioned 234 employees and got 117 responses. The
questioned employees were between 28 and 57 years old and could be split up in
two groups: 72 employees built the younger and 45 employees the older (over 50)
group. 68% of the respondents were female. Most participants in the survey
answered that their position in the company’s hierarchy remained unchanged
during various forms of organisational change, as well as their income and
duration of the weekly working time. Most responded that their overall level of
responsibility remained unchanged, but an also considerable percentage
responded that it increased or decreased. Differences between younger and older
workers are only marginal. Only a small percentage of the participants were
provided with reskilling training during the restructuring, but most of the
respondents experienced assistance and support by their co-workers. Concerning
job security, younger employees tend to see problems to keep their job, older
employees tend to see problems on the labour market. Many companies seem to
underestimate the impact of changes, which for older employees often means
physical and emotional exhaustion and for younger employees a loss of
confidence and motivation. Therefore, companies should avoid lay-offs and
implement a clear business communication. They should provide management
training, further education and health measures during restructuring processes,
motivation incentives for younger and older employers and evaluate the workload
of employees who kept their job.

In Italy, according to the Quality of life survey (2003-2007), the levels of stress
increase together with age. The survey also shows that Italian older workers often

undertake uninspiring tasks and the number of bored workers is higher than the
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European average. Unemployment among older workers (45 to 64 years old) has
almost tripled in the last 20 years. To meet these challenges, Italy has developed
new strategies for training and lifelong learning, as Maria Giovannone (Adapt)
highlights. Lifelong learning should be a means for skills’ maintenance and active
inclusion in the labour market. Training must fit with the workers’ age and
training, knowledge and skills must be validated and effective. For this purposes,
the use of a training book of citizens’ was introduced by the Biagi law in 2003.
Mature workers could work as tutors for younger ones. The Guidelines on training
(17 February 2010) suggest, that training shall include vulnerable workers, that
training should be held on the job and must be addressed to the qualification or
requalification. The Italian Consolidate Act on Occupational Health and Safety
(2008) promotes a new approach to diversity management. In addition, the
Consolidate Act offers new strategies for training of employers, workers and
managers and special training on new risks (e.g. age-related risks, work-related
stress and psychosocial risks. For the training, new technologies and new
instruments for the validation of competencies and skills shall be used, OHS
training shall be provided also in schools, Universities and educational institutions
and training in SMEs shall be funded by public institutions. The issue of
restructuring has been traditionally faced with early retirement strategies and
collective dismissals. Today, other approaches are promoted to keep workers in
employment during restructuring: part-time and fixed term contracts, as well as
new forms of atypical labour contacts (access-to-work-contracts for workers aged
over 55) in combination with the implementation of apprenticeship and VET
schemes for younger workers. At the same time, the retirement age for women has
been increased from 61 to 65 years and financial support for late retirement has
been introduced.

The Italian study carried out empirical research, including questionnaires with 80
participants and 40 respondents from different sectors and from different parts of
Italy. Over 90% of the workers experienced job loss. Most of them lamented that
information about the organisational change was very poor, as well as career

advise and personal re-qualification. Interviews with NGOs, Trade Unions,
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ISPESL, the Ministry of Labour and Confindustria showed, that social dialogue
and consultation of workers’ representatives in risk assessment and training
should be enforced, validated instruments to work related stress assessment
should be used. The assessment should be carried out through checklists and
individual questionnaires for deep analysis. Only Confindustria militated against
individual questionnaires and prefers objective checklists for the assessment.
Three case studies, which were included in the Italian research, show companies
efforts to include mature workers in consultation and industrial relation systems in
the process of restructuring.

Kurt Schmid from the Austrian partner of the elders project (ibw) presented data
for Austria from a survey concerning work related health problems in a
comparative perspective (EWCS 2005). This analysis shows that about 1/3 of
Austrian employees report work related health problems, mainly backache,
muscular pains and stress. Half of the employees moan about high working
intensity, whilst only one in three employees reports monotonous and repetitive
tasks. One in ten employees over 50 has personally experienced age
discrimination, which is the fourth highest share of 32 European countries. For
elders, the Austrian research team carried out an explorative survey of 59
employees over 50 in companies which have experienced restructuring and who
have activities with respect to health provision. The organisational changes made
by these companies regarded mostly the management-system, the hierarchy, the
separation and merger of working units and only rarely closures and dismissals. In
these restructuring processes, employees experienced changes of working tasks
and superiors or co-workers. For 20 to 30% of the employees, position, working
time, income and responsibility increased, for the rest it remained mostly
unchanged. The assessment of the management during the restructuring process
was good, half of the employees was well informed and got support. The survey
also showed that the stronger the effect of the changes was on work, the more
positive the changes were received. Nevertheless, the stronger the impact of

changes was, the higher was the degree of emotional exhaustion. The emotional
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exhaustion is lower though, where the changes are assessed positively and a better
communication of the change process takes place.

Concerning training of older workers, data show that the probability for
vocational training participation decreases significantly for older workers (over
55). Nevertheless, companies consider training as important until retirement.
Reasons for lower training participation of older employees are, that training for
this group of employees doesn’t pay off or because employees think their higher
experience is sufficient. Many older employees are afraid of failures or they
simply aren’t motivated.

Concluding all participating national experts reported that they had difficulties to
find companies for case studies, since the management of older workers is usually
part of the general diversity management, but is not a specific concern of
companies at the moment. Researchers all agreed that special policies for older
employees in restructuring processes are missing in most of the countries and

training tools for this special group of employees are necessary.

8. Best practises

Voest Alpine LIFE-program

The company is a large steal producer and has a high share of older employees as
well as physically challenging working conditions especially for blue collar
workers. The LIFE-program consists of nutrition programs, physical training
offers, addiction prevention, individual health prognosis, special training offers
for shift workers and safety programs. Moreover, each employee has to undergo
further training (about one week per year) and the knowledge transfer between
older and experienced employees and their successors are organised
systematically. For all these offers, no age limits apply (e.g. with respect to further
training, also employees in their last working year have to attend). A specific
management challenge is to find new and less physically challenging jobs for

those employees who work in physically demanding environments. Concerning

151



THE EU FRAMEWORK: OUTCOMES FROM DESK AND FIELD RESEARCH

the implementation of LIFE, it proved to be very important that employees had a
distinct role in designing it as well as that proposals were implemented
immediately as to demonstrate the commitment of the company. According to Mr.
Hodl, LIFE is very popular, as the high participation rates of employees show.
Yet, LIFE has no real effect when it comes to early retirement. Especially blue
collar workers retire at the earliest possible moment. Therefore, Mr. Hodl pointed
out that age management has a high potential to improve working conditions but

he has doubts as to if it can fundamentally change retirement decisions.

Salzburg AG

Salzburg AG, a large regional energy supplier. Genera (the acronym for
generation management at Salzburg AG) is a general programme for age
management and not merely designed for older employees. Basically, the main
impetus came from the LIFE-program of Voest Alpine. Its main emphasis is on
changing the perceptions and ascriptions of older employees, e.g. alleged
diminishing productivity of older employees, their engagement, their further
training aspirations etc. As these perceptions and ascriptions exist in both groups,
1.e. younger as well as older employees themselves, a holistic approach has to be
applied. Therefore, all management activities (including personnel and human
resource development) as well as health programs and the like have been analysed

under this general approach.

9. Recommendations

For Well-being & Stress

Age management should not only be designed as a tool that offers specific
programmes for older employees (e.g. health programs, further training etc.) — it is
a much broader approach as to overcome stereotypes with respect to chronological
age. As stereotypes are common for young as well as older employees it is not

sufficient to address only the group of older employees.
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Concerning restructurings:

Again, age per se does not seem to be a specific problem as all employees
irrespective of age usually report higher stress and reduced well-being during
restructurings.

As explorative data have shown there is a big impact of company communication
policies with respect to change management: Therefore it is important that
information on goals of the change management process and the perceived
influence on working environments are clearly communicated. Moreover, it is
important that employees can bring in their experience as well as express their
wishes for and reservation against changes — i.e. that they are included as actors
and not only as recipients. Additionally with respect to new demands because of
changing working environments and/or tasks it is important that employees are
provided with appropriate offers (e.g. with respect to training etc.) and encouraged

to participate.

For training of older employees
Chronological age is not a big significant influence factor: Usually, most of
incentives as well as barriers for further training apply for all employees
irrespective of age.
What is ‘age specific’ is the closeness to retirement and especially the nexus to the
expected/anticipated pay off. Yet, the majority of companies express the
importance and usefulness of further training close to retirement
According to Austrian data, companies usually give four reasons for the lower
training participation of older employees (OE):

e for OE training does not make sense because they think it is not necessary
and/or does not pay off for them,;

e OE refer to their higher experience — think their knowledge is sufficient;

e OE are afraid of failures (esp. in IT);

¢ Diminishing motivation (because they feel drained).
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Against that background, older employees often have a different self-perception:
Only the first argumentation (‘training does not make sense because they think it
is not necessary and/or does not pay off for them’) usually is given by themselves.
Therefore, to raise training participation of older employees a combination of
measures to raise the awareness of the importance and necessity for training as
well as offering reasonable pay offs for training participation has the potential to

raise their training participation.

Overall aspects of training of older employees:

For most countries national regulations regarding retirement age, the relationship
between pension and wage before retirement, the general conditions of the labour
market for older people etc. seem to have a bigger influence on the labour market
participation of older people than their further-training rates. This does not mean
that enforced efforts to significantly raise further training participation of older

people will have no effect as the Scandinavian countries and Switzerland show.
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11. Appendix

Table A-1: Probabilities for work related health problems (multivariate (logistic) regression), results for EU-

15

Factors Exp (B) Sig.
Female 1,113 *
Age 50+ 1,112 *
Physical risk (index) 1,265 —
Autonomy at work (index) 1,038 ok
Work intensity (index) 1,389 ok
High performance work organisation HPWO (index) ,963 Hok
Non-standard working hours (amount) 1,096 HkH
Work-life balance ,453 ook

Professional group (Reference Group: Craft and related trades workers

Legislators, senior officials, managers ,966
Professionals 1,129
Technicians and associate professionals ,829 *
Clerks ,886
Service workers and shop and market sales workers ,764 HoAk
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Skilled agricultural and fishery workers 2,102 HoHk
Plant and machine operators and assemblers 1,162
Elementary occupations ,683 ok

Source: EWCS 2005, ibw-calculations

ELDERS sample — descriptive statistics according to socio-demographic and
work-related aspects

Concerning their family situation, 86.2% of men and 65.4% of women (summing
up to a total of 75.4% of the respondents) live together with a partner.
Furthermore, 42.9% have children living with them, with no significant difference

according to the gender of the respondent.

The majority of the women (73.1%) reported being responsible for the bulk of the
family commitments, in contrast to 17.2% of the men. One third (32.1%) share
the responsibility in equal parts, and no woman contributes less than that.

The educational levels ** of the respondents are presented in chart A-1. Generally
speaking, the men in our sample are better educated (i.e. have higher formal
educational degrees) than women: Only 14.8% of women followed a post-
secondary or University course, while 36.7% of men did. Two thirds of the
women have not reached ISCED level 4A. Additional qualifications of any form
were stated by 30.5% of the participants, mostly language courses and driving
licenses for fork-lift trucks and similar permits.

With respect to job-related positions in the companies (see chart 2), workers
form the majority of the sample (45.8%), followed by specialists and managers
(16.9% each). 13.9% are employed as administrative staff and 5.1% as project
managers. Females have higher shares of workers and administrative staff

members than men. Correspondingly, their share of managers is lower.

2 For better international comparisons, we classified the statements into corresponding ISCED levels.
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Chart A-1: Level of highest formal education by gender
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Chart A-2: Job-related position by gender
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As educational degrees have a high correspondence with job-related positions, not
surprisingly 92.3% of those at ISCED level 2 are blue-collar workers. Three in
four people with a University or University of Applied Science degree (level 5A)
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are in management positions; the fourth quarter is white-collar workers. As to
level 4A graduates, the situation is exactly the opposite. 84.6% of the people in
management positions have completed an education ranked at least on this level.
Gender differences arise in terms of management positions. While one third of the
men reported being managers or project managers, the same is only true for
11.1% of the women.

Looking at the respondents’ distribution according to company size, the majority
of respondents work in medium and bigger companies, especially men (see Table

A-1):

Table A-1: Respondents by company size (in%)

Enterprise category micro small medium big

Number of employees <10 <50 <250 >250
% of men 3.3% 16.7% 23.3% 56.7%
% of women 7.4% 11.1% 55.6% 25.9%
% of all respondents 5.1% 13.6% 39.0% 42.4%

On average, the duration of employment in the current company is 17.9 years
(median: 15 years). They changed to their current position 11.4 years (median 10
years) ago. While nearly one half of the male respondents have been working for
their company for more than 20 years, the same is true only for 23.1% of the
females.

Two-thirds changed their employing organisation more than once in their lifetime,
24.5% experienced one change and 9.4% have remained with their employer for
their entire career. Regarding employment contracts, an overwhelming majority
of 94.8% have an indefinite contract. The rest (5.2%) stated that they work
without any kind of contract.

Only 39% of the respondents, eight men and 13 women, had undergone a loss of
job during their career, of which two in three were voluntary. The average
duration of unemployment amounts to 12.9 months, but with a median of 4

months only, due to a long-term unemployed person (11 years) as a statistical
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outlier. One tenth of the respondents lost their job in the 80s, the majority, 60%, in
the 90s and only 30% since the year 2000.

Concerning working time arrangements, about half (46.4%) of the respondents
reported not having any possibility of changes to the company’s regulation (see
chart A-3). 46.7% of the men and every third female work in a flexitime scheme,
which means that they can adapt their regular working hours within certain limits.
Choosing between several fixed working schemes (10.7%) and complete self-
determination of working time (only one respondent) are less common
arrangements >. As to job positions, two in three blue-collar workers have fixed
working times. Most of the white-collar workers (52.9%) and people in
management (61.5%) work in a flexitime scheme.

The average weekly working time sums up to 38.3 hours a week (including part-
time employees). About 14% of the respondents work less than 35 hours per week

(interestingly, no gender effect can be observed).

Chart A-3: Working time arrangements

Working time arrangements

30% 46%
41%
40%
30% [
20% [
11%
10%
2%
0% I
They are set by the You can choose You can adapt your  Your working hours
company withno  between several fixed working hours within are entirely
possibility for changes  working schedules certain limits determined by
yourself

5 Results from the Austrian LFS 2004 ad-hoc module on work organisation and working time arrangements
for all employees are similar: 63% of them work in time arrangements with a fixed start and end of the
working day (Krenn 2007). According to ESWT 2004-05 (Establishment Survey on Working Time and
Work-Life Balance) 52% of Austrian enterprise (with more than 10 employees) report some form of flexible
working time arrangements (the EU-21 average is 48%).

159



THE EU FRAMEWORK: OUTCOMES FROM DESK AND FIELD RESEARCH

To sum up, our sample consists of older workers that are in many aspects very
similar to the employment patterns of older workers in Austria in general. We
could also observe ‘usual’ gender differences with respect to formal educational

degrees and job positions as well as household activities.
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Part 11
Finland

1. Changes in work life and the situation of the elderly workers in Finland

Introduction

In Finland, society expects employees to continue their working careers and
maintain their working capacity for as long as possible, preferably right up to their
full retirement age. Finland has a long tradition in studying the relationship
between ageing and work. Different kind of research, development activities etc.
have been conducted to find reasons for early retirement and solutions to support
staying at work as long as possible. The revision earnings-related pension system
(2005) also primarily aimed at support workers to remain at work longer.

In case of organizational change there are several laws related to employees’
rights. The Finnish Ministry of Employment and Economic Affairs have
organized services to make sure that employees’ situation during the
organizational change is secured. Also the labour market parties in Finland
decided in 2005 to implement ‘change security’ model during restructuring. The
aim was to speed up re-employment of redundant employees.

At the same time, there are systems which support early retirement. For example,
one major reason why elderly employees in Finland quit working due to
restructuring situations is the so called ‘unemployment pension tube’ system. This
system offers elderly employees a possibility to retire earlier, which they often
use. Recently, this system has been made stricter and only those long-term
unemployed born before year 1950 can apply for unemployment pension.

However, one of the challenges of the system is how to make sure that all those
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elderly employees who use it, do it voluntarily and not because they feel pressure
for example from their workmates.

Generally the situation of elderly employees seems good in Finland. Their
employment rate has increased during the last decade and the recent financial
recession did not have major effect on them. They also are satisfied with their
work and feel most equally treated at the work place. It also seems that the
changes in the workplace do not have so strong effects on them; to their work
tasks and to the way they experience the changes. In fact it seems that the
situation of younger workers is more vulnerable.

Based on the information and experiences available in Finland, it seems clear that
communication, appreciation and co-operation between all parties during the
organizational restructuring process are key elements of a successful change.
These three elements involve all levels in society; the way policy makers,
ministries, organizations (managers, supervisors, work groups, individual

workers), OHS and other parties act.

Labour Force survey 2008

The findings of the Statistics Finland’s Labour Force Survey 2008 (Statistics
Finland, 2009; figure 1) showed that the improvement of employment continued
during 2008 but slowed down towards the end of the year. In 2008, the average
number of employed persons was 2,531,000, which was two per cent, higher than
one year earlier. However, in 2009, the corresponding figure dropped again at
2,457,000 (Statistics Finland, 2010). In 2008, the number of employed persons
was the highest in the history of Statistics Finland’s Labour Force Survey. The
rise in the number of employed persons in the 2000s has been attributed especially
to the staying at work of the 55 to 64-year-olds (Statistics Finland, 2009).

The number of unemployed persons fell in 2008, as it had done in the preceding
years. In 2008, the average number of unemployed persons was 172,000, which
was six per cent, lower than one year earlier. The official unemployment rate for

2008, i.e. the proportion of unemployed people of the labour force, fell from 6.9
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to 6.4 per cent (Statistics Finland, 2009). However in 2009, the unemployment

rate had increased and was 8.2 per cent (Statistics Finland, 2010).

Figure 1: Number of employed and unemployed persons 1999-2008 (Statistics Finland)
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The financial recession that started at the turn of 2008 and 2009 struck men’s
employment hardest. In 2009 the amount of employed men fell rapidly (-60 000),
while the number of employed men increased as recently as 2008 by 26 000
persons. The number of employed women fell by 14 000 persons, as much as the
number of the employed had risen during previous year. The employment
decrease in male-dominated branches in industry and construction accounts for
the decrease in male employment. In spite of the recession in some branches, the
total number of employed has even risen. The social and health service branch,
which in Finland has traditionally been dominated by women, has grown most
(Statistics Finland, 16 February 2010).

The number of employed persons aged 55 or over has grown rapidly as large age
groups are ageing in the 2000s. The number of employed persons aged 55 to 74
years increased by 238,000 persons between 1999 and 2008. The employment rate
of persons aged 55 or over has also risen significantly; the employment rate of 55
to 64-year-olds was 17 percentage points higher than in 1999. The change has

been clearly less noticeable in other age groups (Statistics Finland, 2009).
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Figure 2: Employment rate of 15 to 64-year-olds by age group 1999 and 2008 (Statistics Finland)
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The employment rates of elderly people have grown notably in Finland, on the
average even more rapidly than in the EU. In 2008 the employment rate of the 55—
64-year-olds was already 56 per cent in Finland, while elsewhere in EU it was
46% on average. Also participation in working life of those already on retirement
has very fast become common in Finland. While ,for example in February 2004,
there were 19,000 working 65-74-year-olds, there were already 40,000 of them in
February in 2010 (Lehto, Sutela, 2010).

The 2009 recession did not have much influence on the employment of over 55-
year-old workers. The employment rate of 55-64-year-old workers fell only one
percentage unit and was 55,5 per cent during 2009. The employment rate of
women of this age group has even slightly risen. Even the long risen employment
rate of the oldest age group of 65-74-year-olds stayed almost unchanged during
2009. Although employment rate of all age groups fell during 2009, the decline
focused on the youngest (15-24-year-old) age group (Statistics Finland, 16
February 2010).

According to the 2008 working condition research, one of three over 45-year-old
employees reported they were ready to continue working after 63 years of age as
well. Most willing to continue working after 63 years of age, were especially

those workers, who set great store by their work and found it important, and who
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were satisfied with the content of their tasks, and who found progression at work
important. The financial incentive of the so-called super-increase weighed much
less on desire to continue one’s career than other work related factors did (Lehto,

Sutela, 2010).

Work and Health survey 2009

The Work and Health survey 2009 is a telephone interview survey which is done
every three years from 1997 onwards by the Finnish Institute of Occupational
Health (FIOH). The sample is based on random sample of 25-64 years old Finns.
In 2009, 2355 Finnish speaking persons, who are active in work life, participated
to the survey (the response rate was 59%).

In 2009, 86% of the respondents had a permanent work contract. The amount of
temporary work has remained in the same level during the 21st century in Finland.
It is mostly young (under 35 years old), women who have a temporary work
contract.

The findings of the survey showed that 46% answered that there had been changes
in the workplace during the last 3 years that had affected to their work, work tasks
or the amount of work. However, the amount of people experiencing changes at
work was in the same level as 2006. 60% of elderly (45-54 years) and 63% of
older (55-64 years) men said that there had been no changes in their workplace.
Where as 49% of elderly (45-54 years) and 50% of older (55-64 years) women
said that there had been no changes in their workplace. However, in general,
women had experienced more changes than men (51% vs. 41%).

In Finland 87% of workers are quite or very satisfied with their work. The
corresponding figure in 2006 was 79%. 85% of elderly (45-54 years) and 90% of
older (55-64 years) men were quite or very satisfied with their work. In the same
way, 88% of elderly (45-54 years) and 90% of older (55-64 years) women were
quite or very satisfied with their work.

The majority of the respondents think that people of different age are treated
equally at the work place. 59% think that people of different age are totally treated
equally at the work place, and 28% think almost equally. Only 1% think that
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people of different age are treated totally unequally at the workplace. Younger
people say that it is the younger ones who are treated unequally and the older
people think that it is the older ones who are treated unequally. The unequal
treatment experience has decreased especially among older (55-64 years) workers.
In 2003, especially older women said that older workers are treated unequally

(86% vs. 56% in 2009).

Elderly workers in forest industry going through restructuring

Background of the study

One of the sectors which have been going through a significant restructuring is the
forest industry in Finland. In 2006, Finland produced record amount of pulp,
paper and cardboard, but over the past years discussions focused on factories
closures and on the fact that production was quickly moving to developing
countries. Rise in expenses, budgeting for timber customs rates and overcapacity
led to significant structural arrangements. During years 2006-2008 six factories
were closed, two factories were sold to a foreign enterprise, and shutdowns, as
well as other capacity downsizing activities were put into effect in ten factories
(Tormé, Reini, 2008.) The restructuring is currently still going on.

At the beginning of 2008, the Finnish Institute of Occupational Health (FIOH)
launched a two-year study Promoting occupational wellbeing and managing
sickness absences in Finnish paper industry (so called HYVIS-project) to
examine the current state of occupational well-being among paper industry
workers. The project request came from the Finnish Forest Industries and the
Finnish Paper Workers’ Union, and the research was funded by the Finnish
Working Environment Fund. Paying attention to occupational well-being was
seen as important, at a time when the forest industry was going through an
exceptionally extensive transition. Eight production facilities took part in the
study. In the spring of 2008, a questionnaire was sent to all blue-collar employees
(response rate was 52%, n=1 955) and in autumn 2009, a follow-up was carried

out (response rate 48%, n=1518) (Pahkin et al., 2010).

166



FINLAND

During the study period, all the participating units had faced organizational
restructuring. The restructuring meant outsourcing, lay offs, notices. In addition,
one of the units was closed down. Compared to the situation in June 2007, the
number of blue-collar employees decreased 28% in the participating units in two-
year time (Paperiliitto, 2009).

For the ELDERS-project these data were used to analyze what kind of effects

restructuring had especially for elderly (50 +) workers.

Content of the questionnaire

The questionnaire used in 2009 included several questions about the changes, for
example the type of the change, how the change was experiences. To find out how
successfully the management of change process was carried out, a set of questions
related to the actions of the management and supervisors was formulated based on
the literature and to the interviewees carried out in the project (Pahkin et al.,
2010b). Also several questions on general well-being, like the level of stress, were

included in the questionnaire.

Background of the respondents

The forest industry has traditionally been a sector, were the work contracts are
permanent, and employees stay until they retire. Therefore, the mean age of
respondents (all blue-collar workers) was quite high (44.0, sd. 9.3), and the
respondents had worked a long time in the factory (20.2, sd. 10.4) and also quite
long in the same work task (10.2, sd. 9.4). 33% of the respondents were 50 years
or older in the 2009 sample.

General well-being

The results showed that age was not connected to job satisfaction or the level of
stress in the study population. However, the job satisfaction of the workers had
slightly decreased (3.8 in 2008 vs. 3.7 in 2009) and was in a lower level compared
to the forest industry in general (satisfied 69% vs. forest industry 79%, in Work
and Health survey, 2009). In the same way, level of stress was slightly higher in
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the study population compared to the forest industry in general (no stress 59% vs.
forest industry 79%, in Work and Health survey, 2009) (Pahkin et al., 2010).
However, age was related to the view of the future. Those under 50 years saw
their future more negatively than the older ones (2.8 vs. 3.0 in scale 1 to 5,

p<.010).

The changes during the last year

The three most general changes that respondents had experienced during the last
year in their workplace were dismissal of personnel, layoffs or outsourcing of
work (table 1). Since the respondents came from the same factories, there were no
differences in the type of the changes experienced during the past 12 months by

age.

Table 1: Type of the changes in the work place during last year (HY VIS 2009)

Type of the change no yes
enterprise sold 79 21
outsourcing of work 30 70
closing down of production department or unit of work 52 48
dismissal of personnel 15 85
layoffs 28 72
investments 45 55

However, as a consequence of the above mentioned changes (table 2), younger
workers had faced more changes related to their every day work than the older
workers. Older (50 + years) workers own work had changed less often than the
younger workers and they had not changed their working team as often as the

younger workers.
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Table 2: A consequences of the change (% of those answering yes) (HY VIS 2009)

A consequence of the change under 50 years [50-64 years |All

own work tasks have changed* 59% 52% 57%

superior has changed** 38% 42% 39%

him/herself has moved into new working team* 30% 24% 28%
* p<.050

** not statistically significant

Employees’ experience of the changes

Respondents were also asked to evaluate the significance of the change from their
own standpoint. Both younger and older workers evaluated that the changes had
been quite significant for them (3.8 and 3.7 in scale 1-5). However, younger
workers evaluated the changes more negatively (2.5 vs. 2.7 in scale 1-5, p=.050)
and thought that the changes had reduced the well-being at work (2.3 vs. 2.5 in
scale 1-5, p<.010) more than the older workers. (Figure 3).

Figure 3: Younger and older employees’ experience of the organizational changes during the last 12 months

(HYVIS 2009)

Employees' experience of the changes
Finnish Institute of
Occupational Health

50

@ under 50 years
m50 +

Significance of the Conseguences of the Conseguences of the
changes* changes (neg-pos) changes to the well-being
(reduced-increased)

*not siginificant

169



THE EU FRAMEWORK: OUTCOMES FROM DESK AND FIELD RESEARCH

Satisfaction to the actions carried out during the change process

The results showed that there were no difference in the way the actions of the
closest supervisor or the actions of the management during the change process
were viewed between the younger and the older workers.

However, when the effects of the change management actions were studied, a
strong effect was found between the change management actions and employees’

well-being (table 3).

Table 3: Satisfaction to the management or supervisor actions during the organizational change process and

employees’ well-being (HY VIS 2009)

Work Level of Job Trust to
ability stress satisfaction the
future
g’ﬁ?é‘r?seme”t Dissatisfied 3.70 2.63 3.33 2.38
during the (n=532)
change Satisfied 4.13 1.96 4.27 3.63
(n=276)
SUPerVisors | pissatisfied 3.62 2.63 3.34 2.46
actions
during the (n=385)
change Satisfied 4.10 2.08 3.99 3.23
(n=429)

Statistically significant differences between the groups.

t-test for equality of means. The test result of equality of variance was used to select either the separate-
variance t-test or pooled-variance t-test for means. The pooled-variance t-test was used when the p
value for the variance equality test is >.05.

When the satisfaction with the other actors (occupational safety organization,
local trade union, occupational health care, personnel administration, own work
group) during the change process was evaluated, the results showed that, younger
workers were a little bit more satisfied with the way their own work group had
acted than older workers (3.6 vs. 3.4 in scale 1-5, p<.010). Otherwise there were

no differences in the way the actions of the other actors were evaluated.

Ideas on how to improve organizational change implementation
The survey carried out in 2009, also included an open question: What suggestions
do you have on organization change implementation development in your own

unit of work or in the whole organization?
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The three most typical suggestions were:
» truthful and sufficient flow of information;
»  participation by all those involved to the planning of the changes
and development of actions;

» appreciation of everyone.

2. Policy issues

Pension system in Finland
A broad revision of the Finnish earnings-related pension system became active at
the beginning of 2005. The revision primarily aimed at generating savings when
people retire at older ages. The pension reform offers pension increases to workers
who remain at work longer and also revises the condition for an early retirement.
One action was to tighten the terms for early retirement. In addition the terms for
part-time pensions and early old-age pensions became stricter, and unemployment
pensions and early retirement pensions will gradually cease to exist. Senior
workers are being encouraged to work by offering them an increase in the
accruement percentages set for pensions and new opportunities for rehabilitation.
The pension reform was initiated to ensure the following:

- that the promised earnings-related pensions can be paid,

- that the earnings-related pension contributions will remain reasonable;

- that Finnish competitiveness and employment will be sustained;

- that the work life of citizens will lengthen and, as a result, improve the
employment rate and decrease the dependency ratio.
Those benefiting from the reform include the young and old, students, and parents
of small children, whose pension benefits have been increased. The most obvious
winners in the new system are, however, people in their 60s who stay in work life
longer. Their work contribution will add an accumulation to their pension of 4.5%
a year from the age of 63 years to the age of 68 years.

Central changes made in the earnings-related pension system (Ilmarinen, 2006):
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- From the age of 18 years, all earnings add to workers’ pensions.

- The percentage of accruement increases with age: by 1.5% for 18- to 52-
year-olds, by 1.9% for 53- to 62-year-olds, and by 4.5% for 63- to 68-year-olds.

- For people 53 years of age or over, a higher contribution to earnings-
related pensions will compensate for approximately one-third of the costs of the
pension accruement increase.

- The 60% maximum limit for pensions has been removed.

- A flexible retirement age has been introduced for old-age pensions — the
pension age ranges from 63 to 68 years, and it is decided upon by the individual.

- People 62-65 years of age are entitled to take early retirement, and, if so,
their pensions are permanently reduced by 0.6% (maximum of 7.2%) for each
month that the pensions are taken early.

- A wage coefficient that maintains gained pension rights has been
introduced, and a unified pension index has been created for retirees.

- A life expectancy coefficient has been introduced — an increase in life
expectancy reduces the monthly pension payment.

- The right for an individual early retirement pension will cease to exist for
those who were born in 1944 or later.

A central issue for older employees in the Finnish pension system is the so called
‘unemployment pension tube’. This means that older workers who lose their job,
e.g. as a result of restructuring, can stay as unemployed getting earnings
dependent unemployment benefits (maxim 500 days) until they reach 60 years of
age. At this age they can move to unemployment pension until they will reach the
regular retirement age of 65. This system has been earlier more generous and has
been used a lot by firms performing restructuring. Recently, this system has been
made stricter and only those long-term unemployed born before year 1950 can

apply for unemployment pension.
Protection in the event of restructuring

In Finland there are several laws related to employees’ rights during the

organizational change: Employment Contracts Act (55/2001) (Tydsopimuslaki),
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Joint Operation Agreement Act (334/2007) (Laki yhteistoiminnasta yrityksissi),
Public Labour Service Act (1295/2002) (Laki julkisesta tydvoimapalvelusta), and
Unemployment Allowances Act (1290/2002) (Ty6ttomyysturvalaki).
The Finnish Ministry of Employment and Economic Affairs have organized
services to make sure that employees’ situation during the organizational change
is secured. Once the employer has informed Employment and Economic
Development Office (TE-offices, Tyo- ja elinkeinotoimistot) about the opening of
cooperation consultations, TE-office contacts the employer without delay.
Together with the employer and personnel representative, TE-office draws up a
plan of action and makes an agreement on providing services and appropriate
arrangements.
In eventual restructuring-situations TE-offices offer among others:

- help services for searching work;

- placement services;

- labour market measures on occupational adult education;

- occupational assessment;

- entrepreneurship counselling;

- information on EU launching aid;

- services that develop other vocational skills.
In the employment programme these services can be individually agreed upon
with every worker. In the programme it is also possible to agree for example upon
finding one’s way into voluntary training.
The functional employment and protection model in the event of restructuring
amends worker’s status in situations, where he or she is in danger of being made
redundant, or has been made redundant on the basis of economic or
manufacturing reasons. The protection in the event of restructuring-model has
been expanded so, that it pertains better than before even workers on fixed-term
employment, and workers who are, or have been laid-off for 180 day’s worth.
Parties of the functional model are employer, worker as well as the TE-office.

The ones, who benefit legally, are:
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- those who have been made redundant on the basis of manufacturing or
economic reasons, and who have an occupational history of working at least three
years with the same or different employer;

- those, whose employment contract has expired because it was fixed-term,
and who have worked with the same or different employers at least five years in
the seven years prior to the expiration of the contract.

If the worker, at the expiration of the fixed-term contract had worked with the
same employer for at least three years without interruptions, or had been in a
fixed-term employment for at least 36 months with the same employer during past
42 months, is entitled to access protection in the event of restructuring. In
addition, protection in the event of restructuring pertains besides the above-
mentioned redundant and fixed-term workers, even to persons made redundant on
certain terms.

Workers covered by protection in the event of restructuring are entitled to a
personal employment programme and on the basis of protection in the event of
restructuring right to raised unemployment benefit for the time of unemployment.

Additionally, the job seeker can seek work during his or her notice period.

3. National projects

Actions to support work careers

Along with the ageing of employees, discussions on how to make employed
employees continue — and feel able to continue — their career as long as possible,
are very topical in Finland. Pension reforms, as well as different working life
development projects, aimed to the extension of careers have recently been
implemented.

The challenge of ageing had already been addressed at the end of 1990, and
development is continuing. The different actions are summarised, for example, in
the Healthy Work in an Ageing Europe -report and in the Towards a Longer
Worklife -report (Ilmarinen, 2006).
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For the term ‘workplace health promotion’ an equivalent term in Finland is the
maintenance and promotion of work ability (TYKY-toiminta in Finnish). The
maintenance and promotion of work ability at workplaces include «activities
aiming at maintaining the ability to work including all measures taken by the
employer and the employees, as well as the cooperative organizations at the
workplace, in a united effort to promote and support the ability to work, and to
enhance the functional capacity of all persons active in working life throughout
their working careers».

The Collective Agreement between employers associations and trade unions was
agreed in 1989, and the workplace health promotion as the employers’ obligation
was included in the Occupational Health Service Act in 1991. The Council of
State set up a Committee to chart the prerequisites for employing ageing (45-55-
year old) and older (55-65 year old) persons. The Committee introduced 40
recommendations. The Council of State made a decision in principle for the
National Programme on Ageing Workers in 1997 for the years 1998-2002 to put
the recommendations into practice with the slogan «experience is a national
treasure».

The strategy of the Ministry of Social Affairs and Health for social and health
policies supports health promotion through the occupational health services, in
cooperation with work, the work environment, employers, and employees, in
order to help prolong working life and to increase work ability. The strategy
underlines well-being at work, and health and safety in working conditions.

The Ministry of Labour aims to raise the employment rate among the ageing work
force in the age groups (55-64) by the year 2010 up to 50%. The national aim is to
rise the retirement age by three years, which would mean that the employment
rate would be over 60%. There are several measures the ministry will take to
achieve these aims. Since 1992, the ministry has yearly published a working life
barometer which also includes topics related to work ability.

In Finland, there have been several national programmes/projects aimed at

promoting health in the workplace, and paying attention to the ageing workforce:
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- Respect for Ageing (FinnAge) was carried out from 1990-96. FinnAge -
programme can be seen as the first institutionalised approach on age management
issues in Finland. Before this phase, activities were carried out merely in form of
research projects but the action programme gave Age Management for the first
time an established position in the repertoire of Finnish Institute of Occupational
Health (FIOH).

The programme at FIOH focussed on the development of health, work ability and
employees’ wellbeing. It was run in collaboration with universities and
companies. The aim was to improve the work ability of employees over 45 years
of age both in public and private sector. The programme tested the paradigms and
methods in practice and gave practical verification for their applicability.

After conducting several case studies, models of good practice were created and
tested in a broad-based cooperation within companies and organisations. The
models of good practice were given as handbooks: «Work Ability and Welfare
from Exercise: Principles and Examples from Practice’, ‘Good Work Ability:
Maintenance Handbook for Work Ability’, and ‘A Handbook on Ageing and
Worky.

- The National Programme on Ageing Workers (FINPAW) was
implemented from 1998 to 2002. Different ministries built together a national
programme on ageing workers to implement the committee consultation
document. The programme was aimed at enhancing the labour market position of
the senior employees, prolong their participation in work life and support their
employability.

Finpaw -programme consisted of different information and training campaigns,
maintenance and promotion of work ability initiatives, improvement of
employment rates and promoting information for creating age-positive attitudes.
One of the main targets was to gain influence on these attitudes. Besides training,
special attention was also paid to the development leadership skills and culture.
The aim was to train managers to observe age-related issues in their management
practices and share good practices. The programme gave good results and this

raised interest also internationally.
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In addition to the above mentioned programs there has been several inter-
ministerial programmes on work life development:

- The National Action Programme for Prolonging Working Life,
Employee Well-being and Rehabilitation (VETO - www.vetoatyoelamaan.fi)
started in 2003, and was run until 2007. VETO-programme was run under the
Ministry of Health and Social Affairs and it focused on developing the activities
of institutions, such as occupational safety and health inspectorates, occupational
health service providers, and rehabilitation institutes, which help workplaces cope
with the issues mentioned. The programme dealt with factors that influence the
maintenance and promotion of an individual’s ability to work, prevention of
marginalisation from work life, prevention of premature incapacity to work, and
improvement of opportunities to return to work.

- The Programme ‘Improve the Employability, Career Prospects and
Length of Work among the Least Educated Adults (NOSTE - www.noste-
ohjelma.fi) started in 2000, and was run until 2007. The Ministry of Education
launched the Noste -programme to promote the education level of senior
employees without vocational training. The aim was to ensure the employability
of these employees with an obvious risk of seeing their competence base
becoming obsolete. It encouraged the improvement of employee and
entrepreneurial skills. In addition, the Ministry of Labour supported the training of
unemployed, less skilled people so they can attain a professional examination or
degree, as well as training in computer literacy, also for ageing people.

- The Workplace Development Programme for the Improvement of
Productivity and the Quality of Working Life (TYKES - www.tykes.fi) started in
2004, and was finished in 2009. Tykes -programme ran under the Ministry of
Labour and it was targeted at funding projects to develop the quality of work life.
Three different funding categories were basic analysis, method creation projects
and work development projects. The programme promoted new work and human
resource management practices, and developed methods, models and tools tried

out in programme-funded development projects.
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Since Tykes -programme was completed, its position became more established as
its activities were integrated to the Tekes — the Finnish Funding Agency for
Technology and Innovation.

All of these programmes also had strong linkages to other simultaneous
programmes and each ministry mentioned above can be seen as more of a process
owner. Even though the specific focus on senior employees was actually on Noste
-programme, all of these programmes also included elements that have supported
the development of Age Management in Finland.

There has also been several other programs in Finland aimed at improving
employment, working capacity etc.:

- National Productivity Programme ran from 2000 to 2003. The main
objectives were to improve the functioning of work communities, to speed up
productivity improvement in companies and organizations, to promote the
competitive edge of international markets and to raise employment rate and level
of income.

- Research Programme on Ageing ran from 2000-2002. The main task was
the production of information to help in dealing with problems and challenges
associated with ageing of workforce. The programme consisted of 21 projects
from 12 universities and institutes involving over 100 researches.

- The Well-being at Work Programme ran from 2000 to 2003. The
programme focused on research, development and information dissemination. It
aimed to promote working capacity and competence, and to help to maintain well-
being at work.

- The Finnish National Workplace Development Programme (1996-99,
2000-03) aimed to boost productivity and the quality of work life by furthering
the full use and development of staff know-how and innovative power at Finnish
workplaces through the development of human resources and by helping work

organizations to reform their modes of operation.
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Actions to support well-being in changing work life

Since 2006 Finnish Institute of Occupational Health (FIOH) started activities
under Life Course and Work -theme. The target has been to disseminate scientific
knowledge gathered so far by turning it to different training and development
programmes.

Among other things the theme has created ‘Successful Seniority’ and ‘Age
Power’ programmes that are aimed at helping practitioners to implement Age
Management in their organisations. The idea is to train a network of certified
trainers to these methods who can then take the solutions to larger audiences. At
the moment FIOH has a network of approximately one hundred trainers who can
spread the knowledge of these programmes.

In 2009, the Finnish Ministry of Social Affairs and Health launched a Well-being
forum. The objective of the Forum is to promote occupational health and safety
collaboration as well as attractiveness of working life in collaboration with
various actors.

As a part of the Well-being forum, Ministry of Social Affairs and Health and
FIOH have arranged regional seminars. The first Future and well-being at work -
operational modes in changing work life -seminar was organized at Helsinki in
autumn 2009 and it got a wide participation. Therefore the Ministry of Social
Affairs and Health and FIOH decided to organize the same seminar at different
locations in Finland in spring 2010.

The objective of the seminars is to offer tools for workplaces to support business
activities and personnel development. There are several topics, such as well-being

and changing work - methods.

4. Current political actions
At the beginning of 2009, the Finnish Government and labour market

organizations agreed on a plan to raise the expected average retirement age of 25-

year-olds by three years from 59,4 years of age within 2025. It was agreed that

179



THE EU FRAMEWORK: OUTCOMES FROM DESK AND FIELD RESEARCH

proposals should be prepared in following two work groups: pension negotiations
group and working life group. The shared goal of the workgroups was to present
means to raise real, average retirement age by three years.

Working life group (1* February 2010) presented a series of action that consisted
of promoting working ability, improving well-being at work as well as prolonging
careers starting from the beginning and improving prerequisites of providing jobs
during the whole career. In order to implement proposals it was suggested that
workgroups should be constituted on following topics:

1. Developing occupational health care.

2. Work disability processes and nationwide scope of occupational health

3. Propositions related with pension scheme.

4. Promoting the work capacity of the unemployed.

5. Cutting down interruptions of vocational education and speeding up
transition into working life.

6. Work ability, well-being at work, occupational safety at work and adding
things connected with working life knowledge into national curriculums and study
programs.

Practical proposals are presently discussed. Also the work of the pension

negotiations group is still open.

5. Good examples

Towards successful seniority -method and its effects

The Towards Successful Seniority group method was developed by the Finnish
Institute of Occupational Health (FIOH) to promote career management
preparation, work ability and mental health among employees in changing
organizations (Vuori et al., 2009, Toppinen-Tanner, Vuori 2010). The aim of the
method is to strengthen preparedness for career management. This includes both

self-efficacy and inoculation against setbacks during career changes. Preparation
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and effective coping may be seen as motivators in a process whereby individuals
adjust to working environment, make plans and set goals for their future and
evaluate their possibilities and competencies in achieving these goals. Based on
previous studies, this is assumed to lead to better work career quality and mental
health in the long run. A more general aim of the method is to provide tools to
companies for primary prevention on individual level by combining the
knowledge bases from occupational health services regarding stress and health,
and from human services management regarding occupational competencies and
work careers.

The intervention was carried out in 17 organizations, both in the public and
private sector. The effects of the intervention were investigated in a randomly
assigned field experimental study (RCT study) during 2006-2008 with 718
voluntary participants. Altogether, 368 (51.4%) of the individual participants were
randomly assigned to the experimental group and 349 (48.6%) to the control
group. Those in the experimental group were invited in one of the 34 groups
arranged in organizations during the intervention phase and those in the control
group were given a literature package on the same topic. The mean age of the
participants was 50.5 years (SD 6.5) and 88% of them were women. The
randomization succeeded well and there were no significant differences between
the groups in background variables or studied measures in baseline.

The activities during the 20 hour intervention comprised topics such as identifying
own interests and skills, lifelong learning, managing organizational change,
getting social support, managing conflicts, career management, and committing to
a concrete career goal. In all content areas, self-efficacies and inoculation against
setbacks were enhanced 1) by identifying work/life goals and barriers, 2)
identifying solutions to them, and 3) by practicing these solutions in small groups.
The intervention applied principles of active learning process, group support and
trainer referent power. The results on the effects of the intervention are based on
three questionnaire measurements: T1 just before the randomization procedure

and T2 just after the group activities and T3 7 months after the intervention.
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The immediate impact was a significant increase in career management
preparation among the group participants compared to controls. Work life goals
and intrinsic motivation towards these goals increased significantly among group
participants. The follow up after seven months showed that the intervention
significantly decreased intentions to retire and symptoms of depression, especially
among those participants who were in risk of depression at baseline. The 7 month
follow-up results also showed an increase in psychological resources and a
conditional increase in work engagement. This study demonstrates that
employees’ preparedness to manage their work career can be strengthened with

resource-building group interventions in the changing work life.

Case of the Voikkaa paper factory: Supporting the health of employees during the
closing of the factory

The Voikkaa paper factory was established in 1872. In 1996, after several owner
changes, the factory had been merged to the international forest company UPM
(United Paper Mills). At the end of 2006 the factory was closed. Reasons for
closing were heavy global competition and overproduction of magazine paper.
New investments would have been needed to keep the factory running. One year
before closure, the employees had committed to a productivity program to
enhance competitiveness. As the program had been successful, people were not
prepared for the decision to close. At the end of 2006 the factory employed 670
people and the closure had a deep impact on the whole community, families and
individual lives. For four generations it had offered education, training and health
services for workers and their families.

During the closing process, Occupational Health (OH) services took an active role
in supporting the health of employees. The chief physician, chief nurse and
occupational health psychologist developed a multifaceted programme for the
factory. Internal and external collaboration with other actors was exceptionally
comprehensive. This was possible because the necessary trust had been created in
the long run. A combination of preventive and curative actions formed a good

practice in this innovative approach: health was given priority in all decisions.
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The strategy and methods were chosen on the basis of earlier experience and
models of psychological crisis management. Although no earlier action models
were available for the OH-services to manage a major restructuring such as
closing of a whole factory in a small community, the longitudinal experience in
active work place health promotion had created the basis and channels for
immediate reaction. This was possible due to the commitment of the company and
factory management in supporting the employees in transition to re-employment.

Similar closures have occurred since the case of the Voikkaa paper factory in
Finland. The developed action model has probably helped others to avoid the

worst predicted consequences on health of employeesé (*°).

6. Field research and national seminar

The Finnish national seminar was held on 10" September, at the Finnish Institute
of Occupational Health, Helsinki and its English title was Work and Life Course

organizational Innovations and Management.

Pre-seminar findings
Six representatives of both public and private sector (government, representative
of employees/employers, etc.) who were invited to the national Elders-seminar
were asked to give their opinion about the practices related to the way
organizational changes are handled in Finland and if they see that the current
practices cause inequality at the workplace between employees. Their answers
were presented at the national Elders-seminar as a starting point of the joint
discussions.
Those who answered to the open-ended questionnaire thought that:

1. the most important way to support employees (those who will keep their

job and those who will loose their job) is @) to give enough accurate information

%6 This case is described in more detailed way by Ruuskanen et al. in the HIRES-report (2009).
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about the changes, b) train superiors about how to handle issues related to the
change and c) to make clear plans how the changes are carried out in the work
group level and how it will effect individual employees. It was also mentioned
that it is important to give enough time to employees to adapt to changes. For
those who will keep their job it is important to train them to their current
(changed) tasks and to make sure that the tasks are fairly divided. For those
loosing their jobs it is important to treat them respectfully and support them for
example in finding new work.

2. The pros of the current practices e.g. protection of the workers in the event
of restructuring, ‘unemployment pension tube’, is that they support individuals
during the organizational changes. However, at the same time the goal is to get
employees’ to continue their working careers, but the current practices also
support retirement during organizational changes. It is also important to make sure
that each individual chooses the ‘unemployment pension tube’ voluntarily.

3. The current practices were also seen to cause inequality at the workplace,
since for example, not all older or handicapped persons are not willing to retire,
but would like to continue working as long as possible.

4. The current practices should be developed to show that they would support
individual solutions. The experience of elderly workers should be valued in the
workplace.

5. It would also be important that all actors (TE-offices, occupational health
care, human resources management, etc.) would not only work together but also

together with the person facing organizational changes.

Main findings of the seminar

The Finnish national Elders-seminar started with four presentations: Specialized
Researcher Tomi Hussi discussed about the role of age management during
organizational restructuring. Finnish Institute of Occupational Health (FIOH)
offers the training programme Agepower, which gives information and ways of
action in age related issues; Senior Researcher Anna-Liisa Elo presented the

recommendations of the HIRES (Health in restructuring: Innovative approaches
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and policy recommendations http://www.ipg.uni-bremen.de/research/hires/
HIRES_FR_090518 english.pdf) workgroup; Team Leader Krista Pahkin
presented the main Finnish findings of the Elders-project (section 2 in the report
and section 5.1); and Senior inspector Irma Hiltunen told about the change
process of the Finnish Ministry of Employment and the Economy: the tools used
and the role of ageing workers. The Ministry used nation-wide training program
called Towards Successful Seniority (see section 4.1.) which applies group
mentoring in changing organizations.

34 representatives (for example, occupational health care personnel, human
resources experts, development consultants, researchers) of both public and
private sector participated to the national seminar arranged in 10" September
2010 by FIOH. In the workshop participants discussed what 1) the society
(authorities, policy makers, etc.), 2) management and supervisors, 3) Occupational
Health Services (OHS), and 4) elderly employees themselves should do in case of
a) work tasks are changed, or b) there is downsizing of the company and c) from
the point of view of individual well-being.

Following recommendations can be summarised based on the discussions.

Society:
e More information about the protection in the event of restructuring
(Ministry of Employment and the Economic).
e Restructuring are part of the every day work life nowadays, and laws etc.
should be modified for changing situations:
- Companies should be financially supported to use occupational
health care services during organizational restructuring.
- Companies should be financially supported to offer occupational
health care services to their former employees (for example, for one year
after the employment had ended) to make sure that their work ability stays
in good level.

e More flexible, individual solutions on retirement is needed.
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Organization’s management and supervisors:

e Co-operation with OHS is important when changes to the way work is
carried out are done, for example they can help to evaluate the work ability of the
employee, ergonomics etc.

e Co-operation with OHS, Employment and Economic Development Office
(TE-offices, Ty0- ja elinkeinotoimistot) and other actors is important when major
organizational restructuring is carried out in the organization.

e Supervisors (and other important actors like industrial safety delegate)
should be trained to handle organizational restructuring process.

e Different kind of support (information, discussion possibilities, training
etc.) should be offered to everyone at the workplace.

e [t is important to discuss with the employees about the changes and give
them the possibility to influence to the decisions.

e [t is important to give information again, again and again.

Occupational Health Services:

e Should participate to the organizational restructuring processes.

e Should support individuals to be responsible for their own health and for
their future.

e Should know what kind of other protection there is available in the event

of restructuring, and advice organizations about it.

Elderly employees:

e Should make sure that their work ability: health, well-being and know-how
stays in good level.

e Should actively participate to planning of the changes when possible

e Should use support available (it is not a sign of weakness to ask and
receive support).

e Not feel guilty about keeping their job.
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7. Conclusion

In Finland, like in other European countries, society expects employees to
continue their working careers and maintain their working capacity for as long as
possible, preferably up to their full retirement age. Research, development and
other activities have been conducted to find reasons for early retirement and
solutions to support staying at work as long as possible.

There have been several national Finnish programs to support employees’ well-
being by maintaining and promoting their work ability and thus making it possible
for them to be actively involved in the work life. The challenge of ageing was
already addressed at the end of 1990’s. Finland has thus been pioneer in the field
of supporting work ability of the aged employees.

Government policy programmes on health promotion and employment,
entrepreneurship and work life have included some issues of Age Management in
their agendas but it has not been a major theme of these programmes. This issue
has been focal among practitioners and therefore strong political commitment has
not been needed.

The revision of the Finnish earnings-related pension system in 2005 may have
affected willingness of elderly people to continue working until they reach the
retirement age. The revision primarily aimed at generating savings when people
retire at older ages. The pension reform offers pension increases to workers who
remain at work longer and also revises the condition for an early retirement.
Global economical situation has also affected Finland, and during the last two
years many companies have been downsizing. Unemployment hit younger
workers the hardest compared to other age groups. For supporting employees’
well-being, the Finnish Ministry of Social Affairs and Health launched recently a
Well-being forum to promote occupational health and safety collaboration as well
as attractiveness of working life in collaboration with various actors. One of the
topics of the Forum has been the changing work life. Also the Finnish Ministry of
Employment and Economic Affairs have organized services to make sure that

employees’ situation during the organizational change is secured.
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The Finnish labour market parties decided in 2005 to implement the law of
‘change security’ for events of organizational restructuring. The aim was to
promote re-employment of redundant employees. The law includes paid leave for
redundant employees in order to search for a new job, more efficient information
from the employer, re-employment promoting plan for the personnel and a
personal re-employment plan which is made in local employment office. Nearly
all employees who have a work history of three years are entitled to change
security. Also furloughed employees are entitled to this model with some
restrictions. Information about the law and its implementation has first reached
bigger companies.

A major reason why aging employees in Finland quit work due to restructuring
situations is the so called ‘unemployment pension tube’ system. Employers can
make a deal with older employees where they first get higher level earnings
related unemployment benefit and then unemployment pension and finally regular
pension. The terms of this system have been made stricter recently.

It seems that consequences of the recent restructuring, organizational changes,
have been quite minor for those elderly Finnish workers who are still working.
The findings of the Work and Health survey 2009 showed that the majority of
work contracts are permanent in Finland and that young (under 35 years of age),
women are those doing temporary work. The findings of the survey showed that
46% answered that there had been changes in the workplace during the last 3
years that had affected to their work, work tasks or the amount of work. However,
the amount of people experiencing changes at work was in the same level as in
2006. Elderly workers, like workers in general, were quite or very satisfied with
their work, and it seems that people of different ages are mostly treated equally at
the workplace.

One of the sectors going through a significant change process recently in Finland
has been the forest industry. For those units participating to the so called HY VIS-
project, restructuring had meant outsourcing, lay offs, notices. Even though there
had been a lot of changes during the past year the general well-being of

employees had stayed in good level. Interestingly, it was the younger workers
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who experience the consequences of the changes more negatively than older
workers. In general, a strong connection between the management or supervisor
actions’ during the change process and employees’ well-being was found.

Even though a lot has been done in Finland to support work ability, working until
full retirement age, return to work after unemployment, prolonging work career is
still a current issue in Finland. One example of this is that in beginning of 2009
the Finnish Government and Labour market parties agreed that their shared goal is
to prolong Finns working careers with three years before year 2025. To reach this
goal work committees have got the tasks of making proposals how this can be
achieved. The next parliamentary election will take place in Finland in spring
2011 and it can be stated already now that the topic of prolonging the work

careers will be very high on the Finnish political agenda

8. Recommendations

It is widely acknowledged in Finland that communication, appreciation and co-
operation between all parties during the organizational restructuring process are
key elements of a successful change. These three elements involve all levels in
society: policy makers, ministries, organizations (managers, supervisors, work
groups, individual workers), Occupational Health Services (OHS) and other
parties.

It is important that also society offers support for all employees going through
restructuring. To improve the current systems it is important to evaluate their
functioning: how well they are implemented and how effective they are in the
current, changing work life.

Organisations should remember that the way they treat elderly workers now, will
affect the way young workers see them as a potential employer and whether or not
the valuable know-how of elderly employees is transferred to the younger

workers.
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OHS and other parties should also evaluate their actions and see how well they are
prepared to the challenges of organizational restructuring of their customers, and
if they have all the relevant knowledge of the support systems.

Elderly employees, like all employees, should make sure that their own work
ability, their health, well-being and know-how is at the sufficient level, so that can

continue working even though the work is changing.

9. Literature and references

In Finland, like in all other European countries, society expects employees to
continue their working careers and maintain their working capacity for as long as
possible, preferably right up to their full retirement age. In Finland, research,
development activities etc. have been conducted to find reasons for early
retirement and solutions to support staying at work as long as possible. At the
same time world of work has changed. In order to survive and succeed in modern
business life, companies have to cope for example with technological changes,

international competition, the opening up of new markets, and cuts in expenses.

Ageing workers

Finland has a long tradition in studying the relationship between ageing and work.
In comparison to, for example, other European countries, the baby-boomer
generations were born rather early in Nordic countries during 1945-1952, at least
seven years earlier than elsewhere. Despite the fact that Finland was among front-
runners to meet the ageing of the baby-boomer generations, it was yet a question
of having sufficiently foresighted researchers and decision-makers to start the
research in this field as early as it did in Finland.

The research on ageing workers leads back to early 1980’s. Already in 1981
Finnish Institute of Occupational Health (FIOH) commenced study on municipal
employees with focus on ageing and work life. The initiative for this study came

from the Local Government Pensions Institution, which has an interest in job-
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dependent old age pensions ranged from 53 to 63 in municipal sector. The focus
was on epidemiology on ageing and work, functional capacities of ageing workers
and assessments of worker’s strain in different occupations.

This study has been the basis for the development of several methods on ageing
workers. For example, the work ability -framework and its applications, like work
ability index, are rooted in this longitudinal study. The originating study is still
ongoing, as 2010 FIOH started 29-year follow-up on same group of respondents.
Therefore it can be stated that Finland really is among pioneering countries
studying this topic because the topic has become more and more acute since late
1990s across European Union, but also world wide.

Other example of a research aiming at supporting working careers is a Finnish
longitudinal study (Seitsamo 2007) which found that a good physical functioning
and an active life-style contributed to staying on at work until normal retirement
age. Also work-related factors, i.e. possibilities for development and influence at
work, responsibility for others, meaningful work, and satisfaction with working
time arrangements were positively related to continuing working. The transition
from work to retirement had a positive impact on a person’s health and functional
capacity. The study results support the view that it should be possible to ease
one’s work pace during the last years of a work career. This might lower the
threshold between work and retirement and convince people that there will still be
time to enjoy retirement also a few years later.

It has also been found that continuing in employment is more likely if an
employee has a high level of education, remains in good health, is satisfied with
his or her work and has a secure job (Vddndnen-Tomppo, Tuominen E., Tuominen
K., 2000).

The importance of education level is also confirmed in longitudinal study. The
findings of Jarnefelt (2010) show that the higher the level of education, the higher
the probability of late exit from working life. Education-related differences in late
exit were essentially connected to characteristics of the subjects’ work paths and
labour market context. Furthermore, the scale of education-related differences

varied between employment sectors and was dependent on the subjects’ position
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in relation to the occupational restructuration of labour markets. Education-related
differences were particularly pronounced in regard to the relative risk of early exit
due to unemployment and acquisition of an ordinary disability pension. The
results support the expectations that younger and better-educated cohorts are able
to prolong their working lives as they grow older. The significance of the work
and labour market-related factors suggest that investments in the improvement of
working conditions and personnel policies are effective ways of prolonging
working lives and supporting the employment of particularly those who are less
educated (Jarnefelt, 2010).

Other studies have emphasised the importance of good health. Factors relating to
health and capacity, such as long-term illness, physical condition as well as
mental illness significantly impacted retirement on a disability pension.
Additionally, education and exhaustion in particular seemed to affect the risk of
disability pension. A closer examination of long-term illness and education
showed that a low level of education among those suffering from long-term illness
also increased the risk of disability pension. On the other hand, the education level
of those who did not suffer long-term illness did not seem to impact retirement on
a disability pension (Polvinen, 2009). It has also been shown that although
majority of work disability relates to poor health, also burnout increases the risk
of disability (Ahola et al., 2009). Chronic illness was also associated with burnout
(Ahola et al., 2009).

Job security has found to be the main prerequisite for continuing in employment
among 45-64 years old employees. Even thought most of them had permanent
work contracts they felt a lot of different kind of insecurity. Women were more
worried about changes in their work tasks, whereas men were more worried about
loosing their job (being unemployed) (Vaddnidnen-Tomppo, Tuominen E.,
Tuominen K., 2006). However, the study findings also showed that for the
majority of the 50-59-year-olds Finns the labour market status remained
unchanged in 2003 to 2004. As much as 95 per cent of the employed 50-54-year
olds, who had been employed the previous year, were also employed the next

year, while only 88 per cent of the 55-59-year-olds were employed the next year.
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The level of education considerably increased women’s and the marital status
men’s remaining at work.

In the same way, the majority of the 50-59-year-olds who had been unemployed
the previous year were also unemployed in 2004 (Haataja, 2007). Similar findings
have also been found in a more unstable employment situation. A recent study
(Jolkkonen, Kurvinen, 2009) found that age was to most important factor
predicting unemployment after the closing down of the factory. The risk of being
unemployed was highest among workers over 50 years of age.

One reason for the findings that ageing considerably reduces staying on at work
and access to employment after the age of 56 among Finns may be the
implementation of unemployment pension in Finland. Companies have had the
possibility to make this special arrangement with older workers (nowadays those
born before year 1950) who will, consequently, first become unemployed when
they reach the age of 60 when they have the right to apply for and get a pension.
Also the intention to retire has an effect on actual retirement. Forma et al. (2006)
found that early retirement thoughts (retirement under 60 years) are more
common among men than among women. One of the reasons is the weaker health
of men. However, at the same time there are more men planning to continue
working at least until the age of 64. One reason behind this is that in women’s
personal retirement contacts the retirement age is a little bit lower than the ones
men have. The factors which explain intention to retire are similar (level of
education, health etc.). However women planned to retire earlier if they were in
relationship. This supports earlier findings that if the spouse has retired women
also have plans to retire. To keep men’s working until their retirement age can

therefore have a double effect.

Organizational restructuring

Consequences of organizational restructuring have also been studied in Finland.
Some of the first studies in the field of organizational downsizing have been
conducted already during a severe economic decline between the years 1991 and

1996 in Finland.
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For example, the Raisio study has found that that major downsizing was
associated with a significant twofold increase in medically certified sickness
absence among employees. The risk of long-term sick leave after downsizing was
especially high for older employees, employees with a tendency towards hostile
reactions, employees with a higher income, and employees in large work units.
The risk of health problems, as indicated by musculoskeletal problems and poor
self-rated health, was at least two times greater after major downsizing than after
no downsizing. Half of this excess risk was attributable to an elevated level of
work stress after major downsizing (for example Vahtera et al., 1997; Kivimaki et
al., 2000; Kivimaki et al., 2000b; Kiviméki et al., 2001).

The findings of the widely known Finnish 10-Town study have confirmed the
findings for sickness absence. This Finnish 10-Town study has also showed that
cardiovascular mortality was similarly twice as high after major downsizing than
with no downsizing (Vahtera et al., 2004), Kiviméki et al. (2007) has also found
that employees who were exposed to downsizing but kept their jobs were at a
higher risk of being prescribed psychotropic drugs (rate ratio 1.49, 95% CI 1.10 to
2.02 in men and 1.12, 95% CI 1.00 to 1.27 in women) than those not exposed to
downsizing.

One of the finding has also been that the disability pension rate after major
downsizing among those who remained in employment significantly increased. To
minimize the effect of non-medical early retirement, these studies were restricted
to disability pensioning due to medical causes under 55 years of age only (medical
causes is the only possible cause for retirement at that age whereas other causes
may additionally contribute to retirements after age 55). The findings showed a
linear trend between downsizing and disability pensioning (p=0.004). After
adjustment for age, sex, occupational status, type of employment contract and
town, employees who had experienced major downsizing had a 1.8-fold greater
risk of being granted a disability pension when compared with the employees who
had not experienced downsizing. The two leading causes of disability were

psychiatric diseases and musculoskeletal disorders (Vahtera, Kiviméki, 2009).
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In Finland, other kind of restructuring than downsizing has also been studied. A
study (Véaédnénen et al., 2004) concentrating on mergers found out that all sources
of social support had a significant effect on the experience of change in one’s job
position. A decline in job position strongly increased the risk of poor subjective
health after the merger. Weak organizational support was associated with
impaired subjective health, especially in blue-collar workers, while weak
supervisor support impaired functional capacity in white-collar workers. In turn,
strong co-workers’ support increased the risk of poor subjective health among
blue-collar workers when their job position declined.

In this report the recent changes in the Finnish work life and the situation of the
elderly workers are shortly described by using two national wide studies and one
recent sector specific survey. Also the pension system in Finland is described
since it may effect to the willingness of elderly people to continue working until
they full retirement age. The actions of the Finnish Ministry of Employment and
of Economic Affairs to secure employees’ situation during the organizational
change are also explained. Examples of previous national programs to support
work careers, as well as examples of training program, are given. Also case
example how closing down of factory can be carried out so that attention was paid

to the health of employees.
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Part 111

Germany

1. Introduction

Today Germany’s economy is characterised by several developments such as the
demographic change, the continuing technologisation and the globalisation of
finance, goods and services markets, becoming a heterogeneous and complex
event. Companies respond to the worldwide increase in competition with the
reduction of costs and a boost in productivity. As a result, organisational practices
have changed nowadays drastically in the economy. For a more effectual
competition, lots of companies have restructured themselves and downsized their
personnel, increasingly relying on non-standard employment practices like
temporary workers and contractor-supplied labour, and established more flexible
methods and lean production technologies.

Less and less labour force can make them hope of a permanent full-time
employment, but are under pressure to make their labour flexible available. The
change is characterised by so-called ‘atypical’ employment relationships. Phrases
such as pluralism, flexibility and precarity of employment conditions describe
these change processes. For many workers, these trends have led to a variety of
potentially stressful or hazardous circumstances, e.g. less job stability and an
increased workload. Gainful employment is changing. The extension of average
life expectancy, raising the retirement age, the aging workforce, higher female
employment rate and the shortage of young qualified professionals is exemplary
for this development. Employees need to be longer ‘fit’ for the job, the early

retirement which was possible with the support of the state is hardly applicable
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any more and in the future (2029) the retirement age will be raised to 67 year in
Germany.

Against this background, the issue of ‘health in organisations’ gained continuous
significance in the past. Measures to improve health and satisfaction of employees
are now regarded not only as purely employee-oriented initiatives or seen in the
context of fulfilling the legal requirements. There is rather a growing recognition,
that effective and motivated employees are an important factor to ensure the
competitiveness of an organisation.

In connection with the improvement of the occupational health situation, health
management approaches in companies have found an increasingly wide
distribution. But little is known about the changed circumstances due to
restructuring measures and the trigger of stress and the effects on well-being. Not
only the health of laid-off workers had deteriorated, but even among those who
remain in the company. Here companies underestimate the impact of the changes,
because, in reality, theses revolutionary changes in the organization of work have
far outpaced our understanding of their implications for work life quality and

safety and health on the job’ (NIOSH, 2002, V).

2. The changing organisation of work

The organisation of work in advanced industrial countries such as Germany has
gone through extraordinary changes. Influenced by major economic,
demographic, technological, legal, and political changes, service and knowledge
work takes an increasingly important role in the job market. The liberalisation of
trade regulations and further developed information and computer technologies
made it possible for companies to operate globally, leading into intensified price
and product competition. Moreover, rapidly shifting product and service demands
result in higher pressure to produce quality and customized products (NIOSH,
2002). The permanent improvement of organisational performance and

competiveness is being achieved, or at least inspired, by various forms of ‘Human
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Resource Maximisation’ just as management techniques (e.g. just-in-time
management or team work), flexible work arrangements (e.g. temporary contracts
and pay rolling), and networks of production (e.g. subcontracting or using self-
employed). Increased work intensification and fatigue may be the consequence of
these forms of performance maximisation as well as higher job insecurity. Not
only employees with a temporary contract might be affected, but also those who
still have a permanent job but fear to become outsourced or subcontracted
(HIRES, 2009). These trends are taking place against the backdrop of an aging
and increasingly diverse workforce and tightening labour markets. Organisational

practices have changed drastically in the new economy (NIOSH, 2002).

3. Restructuring of work

The EU defines the term ‘restructuring’ in their report ‘Restructuring in Europe
2008’ in general as «a modification of a company’s workforce that affects both
the qualitative (skills and qualifications required) and quantitative features
(number of jobs) following adaptations to the company’s structure, organisation
or production processes» (European Commission, 2009, 10). Restructuring often
implicates radical changes in organisational structures and processes
(Karambayya, 2002). The European Monitor Centre on Change distinguishes the
following forms of restructuring (HIRES, 2009).

o Relocation: The activity is relocated to another location within the same
country.
o Offshoring/delocalization: Relocating or outsourcing of activities into

another country.

o Outsourcing: Another company in the same country is subcontracted for
the activity.

o Bankruptcy/closure: An industrial site is closed or a company goes
bankrupt for economic reasons not directly connected to relocation or

outsourcing.
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o Merger/acquisition: Two companies merge or a company acquires another
company which then involve an internal restructuring concept with the objective
to rationalise the organisation by cutting workforce.

. Internal restructuring: The company conducts a plan to downsize or other
forms of restructuring that are not associated to a type as defined above.

o Business expansion: A company extends its business activities and hires
new employees (Source: European Monitoring Centre on Change).

Not only restructuring in crises may cause health effects. The operational
restructuring has increasingly become a steady way to improve the organisational
performance and competitiveness permanently (HIRES, 2009). In the European
Restructuring Monitor of the European Foundation in Dublin, almost 890 cases of
restructuring measures in Germany have been included between 2002 and May
2010. Through these measures 579,000 jobs were reduced and 185,000 jobs were
created. Under the consideration, that the monitor takes up only companies with
more than 250 employees, and only takes measures into account, of which more
than 100 employees are affected, the dimension of restructuring for the German
labour market is obvious (Eurofound, 2010).

The study ‘restructuring in Germany in 2006’ by the consultancy Roland Berger
(2006) has asked 520 companies of various industries in Germany, which have
conducted a restructuring project over the past three years, about restructuring
processes. The most important criteria for a successful restructuring were
Management Commitment (engagement of the top management) (75%), a holistic
framework (Balance Sheet, Income Statement, Cash-Flow - all products of the
value chain) (56%) and a quick implementation (52%). Restructuring usually last
between one and a half years, a shorter period is very rare. However, there is a
large gap between the importance and the implementation, about 21% less on
average rated the implementation as ‘very successful’. The most important
measure to reduce costs is by 42% enforced redundancy. Furthermore, the partial
retirement gained in significance. In 2003 estimated 17% of the surveyed
companies this HR-instrument as important, in 2006 already 29%. With an

increase of 15% an even larger rise in the importance is attached to salary cuts and
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wage sacrifice. These measures are considered by 24% of the interviewed person
as important to reduce costs. The findings suggest that the workplace is gaining
importance by attempts to reduce personnel costs by more job retention methods,
but still almost 80% of the companies reduced jobs in the last three years.
Moreover, restructuring is seen in 70% of those companies as a continuous task.
In 2008, the consulting Cap Gemini (2008) has released a study of Change
Management in the German-speaking countries (Germany, Austria and
Switzerland). Managers from 122 larger medium-sized and large enterprises were
interviewed. Change Management is in 36% of the companies a ‘very important’
issue and in 50% an ‘important’ one, only 2% of the companies assessed change
management as insignificant. Almost 50% of the interviewed persons indicated,
that restructuring is the main reason for diversifications in the change
management, followed by growth initiatives (38%), modified business strategy
(33%), cost reduction programs ‘rightsizing’ (32%), change in market strategy/
sales approach (32%) and mergers & acquisitions (21%). The major goals to be
achieved by such measures are to increase growth (44%), to reduce costs (29%)
and to improve the quality (14%). As an important mega trend, almost half of the
companies specified the topic of demographics.

The following assessment of the statement gives an indication of the leadership
behaviour of managers: To the statement ‘If the psychological strain of employees
is large enough, they will adapt themselves to the necessary changes,’ agreed 48%
of the top management level. Of ten randomly selected senior executives are five
to six participative-integrative orientated and four to five can be characterised as
‘tough’, this will also have an impact on restructuring. Thus, the interviewed
managers assume that on average the productivity of the affected employees will
fall by 23% if the change management is performed insufficiently or no
counteractive measures are taken. But about 80% expected inefficient work by
missing or inadequate information through the change process, but only 11%

higher absenteeism.
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These two studies show, that restructuring is an ongoing issue in many companies,
the objectives and implementation are clear, apparently only on the health effects

and their significance for the company seems to be ignorance.

4. Health and restructuring

«Work is known to be a central determinant of individual health. Especially
during phases of organisational restructuring, individual health may be at risk!»
(HIRES, 2009, 29). Health is defined in the WHO constitution of 1948 as: «A
state of complete physical, social and mental well-being, and not merely the
absence of disease or infirmity. Within the context of health promotion, health has
been considered less as an abstract state and more as a means to an end which can
be expressed in functional terms as a resource which permits people to lead an
individually, socially and economically productive life» (WHO, 1998, 1). Today’s
working conditions have a major impact on the health of employees.
Restructuring may affect the working conditions positively or negatively. The
performance of employees is increasingly determined by the following factors:

e  Work organisation and work tasks.

e  Organisation of work tasks.

e Interface between man and machine.

e Leadership and

e Social support as a team.
These organisational, social and technical conditions are in the narrow sense to be
understood as the workplace psychological stress factors. Classical stress factors
such as heavy physical work, one-sided activities and the influence of noise, heat
and hazardous materials have lost their significance for the greater part of
employees. However, they still exist (Rigotti, Mohr, 2008). Mental stress factors
are coming more and more into focus.
Restructuring is often leading to changes in performance and quality requirements

as well as higher work density. Under these changed circumstances, the
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company’s success is not primarily determined by technology optimisation, but is

assured by an optimal adjustment of the working systems to the physical and

mental performance of humans (BSG, 2009). The following table refers to short-

term stress reactions and long-term consequences of stress, as stipulated, any

worker reacts differently to change.

Table 1: Classification of possible short-term stress reactions and long-term stress effects (BAuA, 2001, 29)

physical - Heart rate - General psycho-somatic
- Blood pressure symptoms and diseases (cardiovascular,
- Adrenaline gastrointestinal)
- Blood lipids - Heart attack risk
mental - Tension - Mood disorders
(experience) - Frustration - Dissatisfaction
- Anger - Resignation
- Feelings of fatigue - Depression
- Experience of monotony
- Experience of saturation
Behaviour- individual - Performance fluctuations - Nicotine, alcohol and pill
related - Concentration consumption
- number of failures - absenteeism
- Course in motions - loss of effiency
- loss of quality
social - Conflicts
- Disputes
- Aggression against other
- Isolation inside and outside of work

Errors in processes of change are repeatedly caused by paying too little

importance to the human factor, because not the strategy but the human dimension

was responsible for 60-75% of the errors while restructuring (Kinsey, 2000).

The consequences of an insensitive dealing with restructuring are among other

things:

e Counterproductive loss of productivity.

e ‘Creaming-off” effect of the most productive parts of the workforce.
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e Loss of innovative capacity and commitment of the survivors.

e Low tendency for qualified parolee to return after economic recovery.

e Deterioration of the company image with potential future candidates.
The socio-political goal of ‘humane’ design of work is in this context a very
significant factor. Not only because it is a requirement of the employment
protection act, but because it is in accordance with the interests of businesses for a
skilled, motivated and creative workforce. Only satisfied employees are healthier
in the long run and thus contribute to the economic success of the company (BSG,

2009).

Occupational stress and well-being

Occupational stress is rapidly becoming the single greatest cause of occupational
disease (Leigh, Schnall, 2000) and can have extensive consequences for the
worker as well as the workplace. It «occurs when external demands and
conditions do not match a person’s needs, expectations or ideals or exceed their
physical capacity, skills, or knowledge for comfortably handing a situation»

(Noblet, La Montagne, 2006, 346).

Figure 1: Stress experienced as negative strain (Stadler, 2006, after Strobel, v. Krause, 1997)
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Detailed information about individuals’ personal and social characteristics, just as
the context within stress is experienced and coping efforts are made is necessary
to understand this phenomenon (George, 2005). Against the background of
workloads Selye (1971) defines stress as the nonspecific response of the organism
to any form of stress. With the change in work contents, from work requiring
physical strength to mental-concentrative tasks, stress at work exists nowadays
mainly in the form of mental strain. Thus, excessive and/or chronic psychological
overload are for many years the most common causes of absenteeism and
occupation disability. Stress conditions are experienced subjectively as
persistently unpleasant, anxious and excited strain and linked with the fear of
failure, restlessness and nervousness. Stress expresses itself in the form of
increased frequency of errors, hasty pace of work as well as reduced perception,
rationalness and capacity of reaction. It is associated with changes in objective
measurable characteristics of the organism. The increase in pulse and breathing
rate, blood-pressure and the sugar and fat in the blood as well as the typical
changes in release of adrenaline, noradrenalin and cortisone, in the activity of the
digestive system or the increase in the conductivity of the skin and the widening
of the pupils. Psychological stress experiences have multiple conditions and
causative factors: In addition to the increased job-related requirements, personal
problems (e.g. familial or financial) and social changes (such as poor employment
opportunities or financial concerns) influence the perception of stress (Oppholzer,
2010). These kinds of factors will cause serious illnesses, if the person cannot
cope with stress or no help is given by the family, plus if they get no support at
work and the working atmosphere does not allow asking those questions. Results
of loading caused by stress are initially in a short-term perspective, an increased
accident proneness, and a reduction in mental well-being (e.g. due to anxiety,
nervousness, irritability or sleep and eating disorders) (Leidig, 2006).
Furthermore, in a medium to long-term view stress conditions increase the risk
especially of cardiovascular diseases, diseases of the digestive tract,
musculoskeletal disorders, depression, sleep disturbances, and not least the

dependence on drugs are — often associated with an unbalanced diet and physical
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inactivity — the long-term consequences of stress (Oppholzer, 2010; Oetting,
2008). In the meantime, almost every disease of civilisation is associated with
chronic stress (Bauer, 2006; Kopp, Rethelyi 2004; Segerstrom, Miller 2004).

The opposite of stress can be described as well-being. We understand in this
report subjective well-being ‘as a person’s cognitive and affective evaluations of
his or her life as a whole. These evaluations include emotional reactions to events
as well as cognitive estimations of satisfaction and fulfillment’ (Diener et al.,
2009, 187). In former interviews with occupational safety experts the work place
is mentioned as the main cause of mental stress. In new employee attitude surveys
more than half of the employees (56%) felt significantly loaded. Constant time
pressure, frequent excessive demands or mental underload, missing
acknowledgement and lack of job control are the most common stressors
(Liessmann, Zoike, 2010). Stressors are defined «as conditions that challenge or
threaten individuals’ capacity to respond in ways that preserve and protect
personal wellbeing» (George, 2005, 292). Therefore it is well recognised that
stress reduces the well-being of employees (Kanji, Chopra 2009). Most people
between 20 and 60 years spend the biggest part of their waking hours at work,
hence the question of the well-being at work has not only a direct impact on the
operational successes, but also long-lasting consequences for the physical and
mental health of employees of a company (Hiither, Fischer 2010). Therefore, each
company should be interested in organising restructuring as °‘stress-free’ as

possible, because they will also benefit from this course of action.

Psychological effects of restructuring

The research on the effects of the changing working environment on the
psychosocial quality of work is still in its infancy, although a growing awareness
of the relevance of a systematic study of these problems arises (Dragano, Siegrist
2006). Obviously, restructuring is a stressful event for both managers and
employees. «It involves uncertainty, the reality or the prospect of job loss, loss of
support networks, and additional pressure to work long hours and achieve short-

term results» (Karambayya, 2002, 56). Managers have also to make or to
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communicate unpopular decisions, and must take accountability for decisions and
outcomes that are often outside their sphere of control (Karambayya, 2002). So
even if it is recognized, that psychological distress is an unavoidable result from
closure or downsizing for those workers who have lost their jobs, little attention is
paid to the health effects before and after the crisis. Simply the fear of job loss
may cause distress as real as actual dismissal. Also after a crisis, many employees
may experience symptoms of a post-traumatic disorder, which has already been
labeled ‘survivor sickness’. Some workers that remain experience feelings of guilt
(‘Why was I spared?’) and some experience continued uncertainty (‘Will I be out
next?’). Employees in post-restructuring context may be wary about the future
direction of the organisation and may experience a decline in trust. Even if the
future of the enterprise has been secured by the layoffs, survivors of these layoffs
will have to adjust to a new working situation as well an increased work load or
work intensity with an increasing work pressure. They often find their job has
been deeply modified, and increasingly experience role ambiguity (HIRES, 2009).
Reports of an increasing sick leave in companies and organizations, which
implemented drastic rationalisation measures, are alarming. Thus the number of
early occupational disability cases has increased due to psychological complaints
in Germany from 1997 to 2004 by about 70 percent (DAK, 2005). The wear due
to stress is revealed by an increasing decline in the entry age in the early disability
benefits: In the 70s it was 59 years, now only 50 years, while the average
retirement age is 63. The age for early disability benefits of chronic mental illness
has fallen to 48 years.

Mental illness is now the most frequent cause for reduced earning capacity: Their
proportion on the early disability benefits increases from 8% (1983) to 32%
(2006) (Gute Arbeit, 2009). Both the costs to companies and health insurances are
enormous. Stress effects are now a significant economic damage (Oetting, 2008).
Besides the fact that such interventions do not frequently lead to the desired
economic success, additional disadvantages appear caused by the loss of working
ability and motivation of the staff. Due to the fact that rationalisation often occurs

in the context of a difficult competitive situation, such side effects are all the more
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painful, as they additionally hamper a successful adaptation. No less serious can
be the consequences for individual workers; present studies show that the range is
from short-term health problems to serious diseases.

The organisation of work and the whole environment of the workplace determine
to a large extent how likely it is, that work becomes a liability, and thus the
assumption is, that rationalisation also encourage the emergence of psychosocial
work strain.

These work strains in turn are the sources of stress reactions, which are involved
in the development of a number of diseases. Therefore it is not surprising that
employees, who are exposed to high psychosocial loads, have a higher
absenteeism than other individuals (Dragano, Siegrist, 2000).

In a comparison of men and women with the same occupation, women had
generally a higher absenteeism. While women are more often incapacitated due to
mental health problems, the ratio reverse when hospitalization is needed. In 2008,
men were treated stationary mainly because of addiction (particularly for mental
and behavioural disorders due to alcohol), women on the contrary because of
affective disorders (especially depression).

A deterioration of psychosocial working conditions in the course of rationalisation
can therefore lead, according to the current state of research, to an increase of
stress-related disorders. However, it must be differentiate exactly what kind of
rationalisation measures and which characteristics of work are affected. In
addition, it should not be forgotten that there seems to be also positive effects, e.g.
introducing new management concepts can lead to a broadening of skills and new
scope of duties for employees, or by useful outsourcing employees have more

time for their main tasks (Liessmann, Zoike, 2010).

Models of stress

In the current international research a large number of work-stress-models (as an
overview, see Cartwright and Cooper (2009) exists, however, the two following
briefly described models have investigated risks of psychological stress in

different occupations, industries and countries most often, so that scientific
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evidence is available. Moreover, their focus, in contrast to more psychologically
oriented work-stress-models, is on the work organisation and structural conditions
of work and it can therefore be the basis for the design of structural prevention
approaches.

The first widely used concept is known as the job control strain model.
(Karrasek, Theorell, 1990) It indicates that high strain arises where employees are
confronted with high quantity demands (e.g. permanent time pressure), while at
the same time their leeway of decision-making and control is limited in coping
with work tasks. This combination results in psychological stress conditions that
can affect long-term health. This effect is exacerbated by a lack of social support
at work. This model is used particularly in industrial production, where repetitive
monotonous work is performed with low qualifications as well as in the service
sector.

A second approach, the job demand model, deals with pathogenic effects
resulting from the employment relationship. It is postulated, that an imbalance of
constantly high expenditure of human labour without an adequately reward,
produce stress conditions. The occupational disappointment can not only be
related to the insufficient payment, but also to the recognition of performed
services, promotion prospects and job security (Siegrist et al.. 2010). Experiences
violating the norm of reciprocity trigger usually strong negative emotions. The
occupational gratification crisis affects most frequently employed with limited
prospects of alternative employment e.g. low qualification, older workers, but also
employees engaged in highly competitive businesses (Dragano, Siegrist, 2006).
Both models are complementary, different theoretical aspects of stress are
investigated. A clear difference is that the job control strain model only takes job
characteristics into account, while additionally in the job demand model the
performance of the employee is captured by including the aspect of intrinsic
expenditure tendency in the analysis. Based on these strains, the statistical risk can
be estimated, when an exposed person in accordance with a defined period of time
sickens on a defined medical disorder, compared to a person with otherwise

similar initial conditions is free of these psychosocial pressures. The majority of
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previously conducted studies that have specifically dealt with mental disease,
depressive symptoms or clinically depressive disorders, show, that there is a
corresponding increase of risk in the range between 50 and 150 percent.

It can be said, that employees who are affected by chronic work stress in form of
one of the two aforementioned models, have on average about double the risk of
being affected by a stress-related mental illness in comparison to employees
without a corresponding experience of pressure at work. Studies show that stress-
related illnesses like depression and heart disease occur with higher frequency to
middle and older workers. It can be concluded, that in these age groups a special
need evolve, which may diminish the health risks by measures of prevention and

intervention (Siegrist et al., 2010).

5. Older workers in restructuring

The consequences of demographic change for businesses

These developments must be seen against the background of an aging society,
because the aging of society will also have an impact on companies and
organisations. The average age in companies will increase along with a reduction
in labour supply. This means for companies, that in the future, fewer young
people than previously are on the labour market, but therefore a higher proportion
of older people, e.g. by raising the retirement age (Kiinemund, 2007). The labour
force potential (people between 15 and 65 years) remains constant until 2015 by
approximately 50 million, only through the increase of the group of people
between 50 and 65 year olds the significant decrease in the under 50 year olds can
be compensated. In particular, the age group of 30 to under 50 year olds decreases
fast, while initially the group of 20 to under 30 year olds, so mostly the young
professionals, remains stable. According to projections are in 2030 there will be
approx. 42 to 44 million and in 2050 still 35 to 39 million people of working age.
This means a significant shift in the age structure within the working age.

Currently still 50% of people in their working age belong to the middle age group
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from 30 to 49 years, but in 2020 there will be only 42% in this age group. The
workforce potential of 50 to 64 year olds is projected to grow by 10% to 40%
(Statistisches Bundesamt, 2006).

In recent years the policy aims for a rise in employment of older workers. Thus, in
the framework of the Lisbon process at EU level it was agreed to increase the
employment rate of the population aged 55-64 years to over 50% by the year
2010. In Germany, the employment target for older workers (55-64 years) was
achieved for the first time in 2007 with an employment rate of 51.5%. In the last
ten years, the employment rate in Germany did not rise in other age groups as
strong as in the group of 55 to 64 year olds: with an increase of 13.4 per cent over

the last 10 years (Statistisches Bundesamt, 2009a).

Figure 2: Employment rates by age (Statistisches Bundesamt 2009)
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competitiveness of enterprises as well as the entire economy. The general image
of the older workers in our society is usually characterized by negative attributes

such as lower performance, more down time due to illness and low skills,
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particularly in relation to new technologies (Kiinemund, 2007; Grumbach, Ruf,
2007). Personnel policy practices are often made on the negative age image,
especially during restructuring. On the one hand, it equates to the corporate
policy, when older workers were dismissed through restructuring measures. On
the other hand, personnel reductions of older workers, who are going to retire in
the near future, was for the elderly themselves and for the company but also for
the policy, which creates the appropriate possibility, morally easier to justify than
a high youth unemployment - and in fact, the intergenerational equity was always
an argument for an early retirement (Kiinemund, 2007). Thus, the decades of
practice of early retirement supported by policies and economy led to a drop out
of many older workers (Hopflinger, Clemens, 2005). However, the state-funded
retirement was only possible until the end of 2009 (Winkels, 2007), so that
retirement considered as a ‘soft” form of restructuring/downsizing is no longer
possible in the so far practiced dimensions. A reversal of the trend in the
rethinking of both companies and employees is developing only slowly

(Grumbach, Ruf, 2007).

Prejudices against older workers

The term ‘age’ is a complex and not clearly defined term. It is used in different
contexts and has many social and cultural interpretations (Niederfranke, Schmitz-
Scherzerer, Filipp, 1999). A consistent, universally binding definition, from which
time on old age begins, does not exist. Social age limits are based mostly on the
calendaric age (Moschis, 1994). The World Health Organization defines the
following categories of older people: 45-59 ‘the middle-aged’ 60-75 ‘the elderly’
and from the age of 76 ‘the aged’ (WHO, 1983). The working world still applies
to other rules. In certain industries workers over 38 years already belong to the
‘older ones’. Workers over 45 years are counted in most industrial sectors as
‘older,” who is over 50 years, virtually everywhere. In this report we understand in
the context of labour older workers as those who are over 50 years, knowing that
the border is not to draw as sharp and must be shifted higher individually or in

certain professions. A look at the labour market of recent decades let the
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following assertion seem to be quite bold, older people are described as a labour
reserve, when it is notorious, that job seekers over 50 years are often told that they
are too old for the job, and actually older workers have only little chance to get
back into work when they need to leave the company after restructuring (Winkler,
2005).

Older workers over 50 end more seldom their unemployment by taking up
employment than unemployed people in general (September 2007: Elderly 29.1%,
all unemployed: 35.6%). Older people have difficulties in going back into
employment after a period of unemployment. However, there is the alternative —
unlike for younger unemployed people — of retirement. Older unemployed people
are compared to all unemployed longer out of work. They find a new job after an
average of 66.9 weeks, all unemployed after 41.9 weeks. 54.3% of the older
unemployed have been jobless for more than one year, the share of all
unemployed is 39.1%. These data reflect not only the obstacles to reintegration
into the labour market (Bundesagentur fiir Arbeit, 2007). It is conceivable that
their employment prospects turn out disadvantageous, because in companies
negative age stereotypes are common, even if there is no empirical research
existing, which can support this thesis on an objective basis (Settes, 2009). The
following chart shows a summary of ascribed characteristics for younger and

older workers, which may lead to positive or negative attitudes:

Table 2: INIFES/SOSTRA, 2000

Experiential knowledge + -+
Theoretical knowlege ++ ++
Creativity T+ i
Willingness to learn +++ +
Learning aptitude S a
Employee morale, discipline at work + 4
Attitude to quality + Tt
Relibility + Tt
Loyalitét + St
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Capacity for teamwork ++ ++
Leadership ability + ot
Flexibility, Responsiveness +++ +
Physical Capacity “HHE +
Mental capacity ++ ++
Professional Ambition AP 4

Changes in competences

The public discourse on the implications of demographic change comes mostly
from a negative age image, which combines aging with an inevitable efficiency
loss of older workers and concludes disadvantages for the growth of
macroeconomic productivity. The scenario of a less competitive and innovative
economy is often demonstrated. However, there is no psychological or economic
theory, which has made a connection between the age of the workforce and the
economic productivity (Fischer, 2007). The typical change of performance due to
age is characterised by a variety of changes. In the following competence profile

change trends that may arise in the age process can be identified:

Table 3: Work-related change in the competency profile (Uepping 1997, Bruggmann 2000, Winkler 2005)

decreasing identicallll increasing
Risk-taking | 4
Promotion orientation
Willingness to learn | 4
Employee motivation | 4
Response flexibility |4
Delegations readiness Y
Information behaviour ol
Enforcement behaviour x
Decision behaviour x
Performance/Goal orientation x
Creativity x
Experience/routine A
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Quality/ safety awareness
Communications skills

Strategic thinking and action
Conflict management

Market and customer orientation
Knowledge and Expertise

Willingness to cooperate

> > > > X2 > > >

Job satisfaction and work climate

This competency profile can only show trends. Older people are not ‘less’
powerful, but ‘different’ capable in comparison to younger employees, (Uepping,
1997). However, interindividual differences are huge. The occurrence is
influenced by the characteristics of a person, the situation and the environment.

(Fischer, 2007).

Employment risks

Older workers will probably remain in the near future a problem group on the
labour market, notably because of the following two aspects: (Kiinemund, 2007).
Thus, older workers — compared with younger — have a higher risk of illness as
well as a higher risk of qualification. Both risks are subject to occupational
developments, i.e. they develop in the course of professional biography - often
become noticeable very gradually and reach their peak in the late phase of their
working life. Here they are often cumulative and play a decisive role for a higher
employment risk of older workers (Behrend, Frerichs, 2004). Furthermore,
motivation is also assumed to be a growing risk, which is partly encouraged by
the first two factors (Naegele, 2005). In the following chapter these risk factors

and the avoidance of potential impacts will be discussed in more detail.

Health risks
Health issues rise with an increasing age. The heightened risk of older workers is
shown by the fact, that they are sick more infrequently than younger workers, but

therefore for longer durations — with the result of a higher absenteeism rate per

217



THE EU FRAMEWORK: OUTCOMES FROM DESK AND FIELD RESEARCH

case (Kiinemund, 2007). In addition, chronic diseases increase with the rising age
of employees, which is reflected in the fact that the 40-45 year old workers most
often reported on perceived workload associated with health effects. In many
cases, this higher risk of illness leads to an early disability. Regarding the
diagnostic spectrum, especially chronic diseases are the most common medical
reason for occupational disability. Crucial are diseases of the skeleton, muscles
and connective tissue, diseases of the circulatory system, psychiatric diseases and
neoplasms (these four diagnostic groups combined cause more than three-quarters
of all early retirements due to occupational disability).
Summarising the available evidence on the connection between aging and the
state of health, mainly three categories of occupational risk factor can be
identified, which correlate over the occupational career i.e. with longer exposure
time or with a high health risk and therefore affect the employment opportunities
of older workers:

- Excessive physical and psychological demands (e.g. static muscle work,
high input, lifting and carrying, high concentration demands, poor working time).

- Highly stressful physical-chemical environment (e.g. noise, dust, weather
effects).

- Poor work organisation, new forms of division of labour and increased
performance control (e.g. lack of freedom, time and deadline pressure,
responsibility pressure, role conflicts at work) (Behrend, Frerichs, 2004; Naegele,

2005).

Qualification risk

In the transition to new production technologies and to a service society, the
industrial sectors and practice patterns change more rapidly. Therefore, formal
training qualifications are expeditiously out of use and new skills are essential.
These requirements are opposite to the currently still dominant qualification risks
of older workers and an age selective qualification practice. Age selective
qualification practice is expressed, inter alia from the fact that, according to the

Further Education Report VIII 50 to 64 year olds participate in a much lesser
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degree in advanced vocational training than younger workers. The significantly
lower participation rates of this age group are ascribed to occupational barriers or
rather cost-benefit considerations as well as a lower labour force participation of
older workers. The for older workers characteristic risk of qualification is based
on a multidimensional perspective. A reduction of qualification potentials may
result from decades of concentrating on the same work in the same business
processes, work areas or operations. The originally existing skills can be impaired
and thus lead to a ‘disuse’ effect. The introduction of new technologies and new
organisational concepts increase the risk of a deskilling process (Behrend,
Frerichs, 2004), especially for older workers, who find it often difficult to adapt to
new technologies (Blossfeld et al., 2006). The required novel professional
knowledge can not be taught in the dated back vocational training and have to be
acquired through further education. Therefore, the following age groups have
usually the advantage of a higher level of qualification. The age selective
participation practice of advanced training enforces these differences further

(Naegele, 2006).

Motivation risk

It was found, that older worker have a higher rate of discouragement and loss of
reputation, this is called the age typical motivation risk. Their causes originate
from age discrimination, such as pass over promotion, exclusion from
professional training or the existence of negative age stereotypes with colleagues
and/or supervisor. Motivation losses arise from management deficiencies, and
thus from the lack of an ‘age-friendly’ corporate culture. An additional increase of
age typical risks can also be triggered through the change of the working world,
due to the impact of globalisation, greater cost pressures or labour flexibility,
destandardisation of labour time and employment relationships, as well as the

increased operational pace of innovation (Naegele, 2005).
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Conclusions

In describing the relationship between the health situation of older people and
demands and strains, it must be emphasised, that regardless of the conditions of
the workplace, aging processes occur. Aging includes the physiological
degradation processes, muscle and strength loss and reduction of response time as
well as an increased risk of diseases. This aging process underlies considerable
individual variation. Depending on the disposition (genetic predisposition), health
behaviour, and various environmental influences (including the quality of the
working conditions) the calendaric age is only a limited predictor for the
biological age. Therefore a significant interindividual range in regard to the
biological age of older workers exists (BAuA, 2010) «The most important
characteristic of aging is the considerable inter-individual variation, which
prohibits making performance assessments solely on the chronological age»

(Maintz, 2010, 4).

6. Research on restructuring, stress and older workers

The reformation of work arrangements during the last twenty years led to
permanent restructuring/downsizing and have endorsed the development of more
flexible/precarious employment as well as contributed to an increase in perceived
job insecurity even amongst those workers who stayed in the company after
restructuring processes. International research indicates that job insecurity and
contingent work arrangements are linked with significant adverse effects on
worker safety, health and mental well-being (see for example, Kalimo et al., 2003;
Vahtera et al., 2004). Thus, an international review of published research on the
health impact of job insecurity and restructuring/downsizing (Bohle, Quinlan,
Mayhew, 2001) deduced that 88% of the compared 68 studies found a measurable
adverse effect in terms of least one of a range of indices (including an increased
risk of work-related injury, occupational violence, cardiovascular disease and

psychological distress/mental illness) (Quinlan, 2007).
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Only one German analysis about restructuring and the effects on stress could be
identified: The results of a German cross sectional study (BIBB/IAB) based on a
large sample of more than 20.000 employed men and women ‘indicate that a
combined exposure to organisational downsizing and work related stress in terms
of effort-reward imbalance is associated with an increased risk of work related
symptoms that exceeds the risk produced by each exposure separately’ (Dragano,
Verde, Siegrist, 2005: 697). In the sample 14.1 % of men and 12.1% of women
experienced downsizing over the past two years. The proportion of the employees
remaining in the companies after restructuring varies due to age (more lay-offs of
older employees), residency (more downsizing in East Germany), and socio-
economic status (more downsizing in higher positions). From the latter finding
Dragano et al. (2005) concluded, that better educated people have a higher
probability of surviving downsizing than lower skilled employees, because of
their higher risk of losing a job or being offered a short term contract.
Furthermore, work stress in terms of effort-reward imbalance is more prevalent
among those who experienced downsizing (Dragano et al., 2005). In connection
with stress, results from the same survey show that in all age groups a significant
number of employees reported an increased level of stress and work pressure,
especially older workers in the 45+ age group. In this group reported 47.9%
higher levels of stress and work pressure, for all workers was the average 45.8%

(see Table 4) (Milczarek et al., 2009).

Table 4: Stress and work pressure by age, Germany (1998) (BAuA in Milczarek et al. 2009)

increased constant decreased
Under 30 years n 2,660 3,595 353
% 38.7% 52.3% 5.1%
AL S inder45years 7,045 6,857 607
% 47,2% 46.0% 4.1%
45 years and older n 5,972 5,666 469
% 47,9% 45.5% 3.8%
Not specified n 31 34 2
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% 43,1% 47.2% 2.8%
Total n 15,708 16,162 1,431
% 45.8% 47.1% 4.2%

Regarding restructuring/downsizing and older workers, a Swedish study

(Isaksson, Hellgren, Pettersson, 2000) of repeated downsizing in the retailing

industry found that older workers were more likely to experience negative and

long-term symptoms of distress.

Thus, the studies in the 1980s (Meaning of Working Research Team MOW, 1987)

show for example clear age differences. Of particular interest in relation to the

psychological effects of restructuring are the differences regarding a safe

workplace, the equivalence of requirements and capabilities and the ability to

learn new things. From this it can be concluded, that with increasing age, the

safeness of the workplace and fitting into certain conditions are getting more

important and changes in terms of new requirements are getting less important.

(Grote, 2004).

Table 5: Age differences in relation to the importance of various work characteristics. (Grote 2004)

1 Interesting tasks/job
2 Good payment
3 Good work climate Safe workplace
4 Opportunity to learn new|Safe workplace Plenty of
things independence
5 Safe workplace Meet the requirements and capabilities
6 Lots of job variation Plenty of independence Good work
climate
7 Meet the requirements and Opportunity to learn new things Lots of job
capabilities variation
8 Plenty of independence Lots of job variation favourable
working hours
9 favourable working hours Good  physical
conditions
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10 Good opportunity for|Good physical conditions Opportunity  to

advancement learn new things

These attitudes towards a safe workplace may be the reason that findings have
shown, why employees in their 60 who are facing job threat are more likey to
experience workplace stress (Flynn, 2010). Furthermore, Gallo et al. (2006)
suggests that proximity to retirement raises the probability that job loss leads to

depression.

7. Best Practice: Deutsche Bank ’

Nowadays, Deutsche Bank is one of the leading international providers of
financial services and serves more than 14 million customers in 70 countries.
(Deutsche Bank, 2010). In June 2001 Deutsche Bank was ranking third in terms
of revenues. By 2002, a reduction in assets due to the economic downturn, had a
major negative impact on its results. Therefore restructuring measures were

proclaimed, cutting 14,500 jobs by 2003, 4,500 of them in Germany.

The HR response to restructuring

The Human Resources Department anticipated the risk of restructuring already in
1997. A wide range of solutions was implemented in Germany for coping with the
situation as well as to soften the impact of downsizing. In cooperation with the
works council an impressive offer on programmes was arranged to promote the
following objectives: 1. employability, 2. flexibility of the internal job market and
3. provision of individual professional perspective (particularly for employees

who are directly affected by restructuring)

" This case is described in a more detailed way by Rogovksy et al. (2005).
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Employability

Deutsche Bank considers the employability of their employees as their
responsibility, but at the same time, it also aspires to support its employees in their
efforts to gain the maximum capability. Furthermore, it realises the social
obligation to create a working environment with appealing opportunities for
development. This will make it easier for employees to find new positions within
or outside of the company, if redundancies are necessary. Remaining employable
over the entire working life means to be accessible for lifelong learning, flexibility
and change.

The following measures are particularly attractive for older workers, in parts also

in restructuring, and are a selection from the entire activities of Deutsche Bank.

Internal options

Intrajobs: The internal job market of the Deutsche Bank is worldwide organised
by Intrajobs. All openings, except executive positions, are posted in a programme
accessible to all employees. Automatic information on new job listings is send to
those employees who subscribe. Every Application and enquiry is submitted by
email on an anonymous basis. Only if the manager is interested in the application,
the employee’s identity will be disclosed.

Competency development: For each position a set of competencies has been
developed. Employees are able to assess their competencies every second year
with an online tool (CDO) and build a development plan with their immediate
manager.

Life crisis counselling: Exceptional stress emerging in the areas of family, work
or health, including addiction and financial problems, Deutsche Bank offers
information on psychosocial topics and how to cope with conflicts. Networks of
consultants are available internally as well as externally.

Old age part-time: Compensations for employees close to retirement age, who

choose to work part time.
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Collective part-time: Collective reduction of working hours in economical
difficult situations — providing job security for all employees, based upon
solidarity.

Re-education: Providing further education in marketable professions, where
qualifications are deficient, particularly in IT-related fields.

Placement: Internal and external advisers are accessible to provide assistance in

the area of professional reorientation.

External options

Job coaching: Job coaching is offered for those employees who will lose their job
due to reorganisation/downsizing. In 2002 the three-day workshop attracted 300
workers and 700 more participated in 2003. On the first day a self-assessment is
done by each employee regarding her/his personal situation, personal/professional
skills and goals; after that the individual meets with an internal Human Resource
consultant. The seminar on the second day three weeks later deals with job
markets and job application strategy. On the third day participants practise
interviews and the application form is completed, then HR gives individual
advice. Job coaching has been highly appraised by participants. Experience shows
a highly effectiveness: 90 per cent of participants have been able to find new jobs
after their lay-offs.

Bankpower: Bankpower GmbH Personnel Services is a joint venture between
Deutsche Bank and Manpower Deutschland. As a legally independent temporary
work agency it is designed particularly for financial service providers. Employees
deciding to join Bankpower receive a by two-thirds reduced severance pay from
Deutsche Bank in accordance with the Social Plan. Therefore they have an
unlimited contract with Bankpower without a period of probation, and a guarantee
for 24 month not to be dismissed for operational reasons. Furthermore, their
previous gross salary is guaranteed by Deutsche Bank for a period of 12 to 30
months. In the following time, they are assigned to temporary employment in
companies within the financial sector. Experience shows that in most cases the

volunteers can find a permanent job within the first year.
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The Berlin model: The Berlin model consists of the retraining of employees
whose jobs are in danger. Intern or extern trainings may be organised in
coordination with the chambers of commerce. Degrees can be reached, which are
recognised by the profession in areas like information technology, insurance and
foreign trading. The programmes can take up to two years, in this time Deutsche
Bank. Such programmes may last as long as two years, during which time
Deutsche Bank pays the difference between the training remuneration and the
individual’s previous net income.

Support of new business creation: Employees who plan to start their own
business are offered professional support from the bank’s business start-up
experts. It has been developed a start-up kit, and financing may be provided at
favourable conditions. As far as possible, Deutsche Bank may become a customer
during the start-up phase. The compensation may be tax optimized.

Management Support: DB Management Support has been found as a subsidiary
of Deutsche Bank. It gives an employment alternative for executives and
specialists leaving the company after the age of 55. Those are offered the
opportunity to become a partner in a consulting company that provides services to
Deutsche Bank but also other customers. Thereby a smooth transition from
professional life to full retirement is assured. Partners earn a base pay plus fees
related to their projects. Internally they are responsible for representative
assignments, project management, task force leadership and coaching of junior
executives. Externally, they are involved in consulting for small, medium or start-

up firms especially in the finance sector.
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8. German results from the ELDERS survey: survey design & sample

characteristics

The marginal adapted ELDERS questionnaire ** was sent to different departments
of one of the ten largest savings banks in Germany with over 2000 employees. A
savings bank is a credit institution. Savings banks have the task to offer secure
and interest-bearing investments for everybody and to satisfy the local credit
needs. Here the financial gain is not the main purpose of the business. The line of
business of a savings bank is usually limited in the area of the wearer, such as a
city, a county or a special administration union. A savings bank is a public
institution. In recent years, however, economic maximizing gets more important
for savings banks, so that there have been layoffs, centralisation of units and
outsourcing. Triggered by realignment various restructuring measures were
carried out over the last years and employees were laid of. A new sales strategy
was the reason for the changes. So units were combined, separated and outsourced
to adjust to the new service system. The intention of the survey was to find out
more about the employees feelings towards the satisfaction with the past
restructuring processes and their present situation at work. 237 questionnaires
were sent out anonymously, resulting in 117 responses from 36 men and 80
women. We divided them into two groups, one of 72 younger employees between
the age of 28 and 49 and the second group with 45 older employees up to 57
years. In both groups were approximately the same proportions of men (younger
employees: 32%; older employees: 29%) and women (younger employees: 67%;
older employees: 71%). 97% of the younger employees have a fixed-term contract
and all of the older employees (one respondent decided not to answer this
question). The respondents are to some extent part-time employed. All but two
respondents had the German nationality (one respondent decided not to answer

this question).

8 Differences in the German retirement system lead to an alteration of the questions 65 to 70.
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Due to the small sample size, results with a certain degree of differentiation have

to be interpreted with caution.

9. Survey results

Monetary satisfaction

A first impression about the general level of job satisfaction can be the
contentment of the respondents with their salary, measured by their assessment of
their profession and position in the national context. On a scale from 1 (‘far below
average’) to 5 (‘far above average’), the average result in terms of satisfaction
with their salary was 3.06 points. Exactly the same percentage of younger and
older employees considered their salary as normal in comparison to other
employees in comparable job contexts. Nevertheless, 13% in both groups think
that their income is below average, but 19% of the younger and 18% of the older
group asses their income as above average. Nobody considers their income as far
below average or far above average. (see chart 1) So no age difference in the

assessment of monetary satisfaction can be observed.
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Chart 1: Salary satisfaction, by age groups
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Perceived job security

The next graph shows first differences in the estimates of the younger and older
employees regarding the position permanence and the perceived employment
security until retirement (see chart 2). More than twice as many of the younger
employees are worried about their position permanence and think, that it will be
difficult or even very difficult to stay in their current job until retirement.
Therefore 10% more of the older workers assess their chances to find a job as
good as the current one as difficult or very difficult, but both age groups evaluate
their chance to find a job as good as the current one under 3%. In each group more
than half of the respondents think it will be easy or very easy for their employer to
replace them if they leave. At least around on fifth in both age groups assess this
as difficult or very difficult. This shows that older people seem less afraid of
losing their jobs than younger people, but therefore estimate it as more difficult to

get an equivalent job in another company.
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Chart 2: Position permanence and perceived employment security until retirement (without category ‘not
applicable”)
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Workplace changes during the last two years

The majority of the employees of the whole sample (86.3%) think, that staff is
employed on a fix-term basis. The most frequent organisational change during the
last two years are that departments were combined or separated (80.3%), followed
by restructuring of the department and initiatives related to the companies stated
mission or value with the same percentage (77.8%). Two thirds of the respondents
experienced changes due to alterations in the service system. Slightly more than
40 % mention changes of the hierarchical structure. In one quarter of the cases
was the work outsourced, 20% reported one-time layoffs and 12% systematic lay-

offs.
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Table 1: Frequency of changes occurred in the respondents’ workplace, percentages (sorted by share of

affirmation, without category ‘not applicable’)

Staff employed on a fix-term basis 86.3
Combining or seperating units or divisions 80.3
Restructuring of department/work unit 77.8
Initiatives related to the companies stated mission or values 77.8
Restructuring of core productions or service systems 62.4
Changes in the hierarchical structure of the organization 42.7
Significant change in product and service focus 41.0
Changes in management system 39.3
Reduction in service and product offers 30.8
Outsourcing of work 25.6
One-time layoffs 20.5
Systematic layoffs 12.0
department/unit sold 34

Enterprise sold 0.0

Consequences of workplace changes

Different consequences arise from the changes mentioned before (see table 2).
Two third of the young and older respondents reported a change in their work
tasks. One quarter of both groups moved into a new working team and
approximately 14% of both groups got additional people reporting to them.
Differences between younger and older employees can be found at the following
questions, less younger (19.4%) than older employees (31.1%) had to go on
unpaid temporal leave. Therefore younger employees were forced to go on paid
temporal leave three times more than older employees (younger employees: 15.3;
older employees: 4.4%). Slightly more younger employees had a change of their
working contract (younger employees: 25%; older employees: 17.8%), but
slightly more older workers had a change in their working hours (younger

employees: 12.5%, older employees: 20%).
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Table 2: Frequency of consequences, percentages (sorted by share of affirmation)

Have your work tasks changed? 69.4 71.1
Have you moved into new working team? 26.4 26.7
Were you forced to go on unpaid temporal leave? 19.4 31.1
Has your employment contract changed? 25.0 17.8
Has the number of working hours changed? 12.5 20.0
Have you received additional people reporting to you? 153 133
Were you forced to go on paid temporal leave? 153 44

Table 3 shows that the changes had for at least half of the respondents’ effects on
the work situation. In every question, a higher proportion of respondents from
both groups said that they have a decrease instead of an increase because of the

changes. A significant difference between younger employees could not be found.

Table 3: Impact of changes, percentages (sorted by increase, without category ‘n/a’)

your position in the company’s hierarchy ~ Younger 27.1 67.1 5.7
Older 27.3 68.2 4.5
your overall level of responsibility Younger  26.8 46.5 26.8
Older 27.3 47.7 25.0
your monthly income Younger 15.5 80.3 4.2
Older 9.1 86.4 4.5
application of your experience and skills ~ Younger  33.8 46.5 19.7
Older 32.6 442 233
duration of your weekly working time Younger  27.1 67.1 5.7
Older 273 68.2 4.5

Implementation of changes
The respondents estimated how the planning and realisation of changes has taken
place at their workplace. Evaluated was the behaviour of the management,

(including supervisor), co-workers and other parties during restructuring.
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Management

In general, the impressions of the planning and realisation of changes at the
workplace were rather negative (see chart 3). More than 40% of the younger
employees felt well informed about the goals of change (44%) and the current
state of the change process (43%), around ten percent less felt well informed of
the older employees (34%; 30%). But while feeling well informed about the
restructuring process, almost 70% of the younger and 55% of the older employees
felt that their personnel status and views while making decisions were not taken
into account. Only 16% of the younger group and 24% of the older think, that the
management made sure that there is a sufficient change support services for the
whole personnel. Even less (younger employees: 3%; older employees: 5%)
consider the provision with reskilling training as well or very well. Overall,

younger employees seem to have higher expectations in the management.

Chat 3: Performance of management (without category ‘not applicable’)
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Co-workers

Another important influence during restructuring is the role of colleagues. The
following chart shows the estimation of the performance of their co-workers
during the process of change (see chart 4). The most respondents were satisfied
with assistance and support of their colleagues during restructuring. Only 12% of
the younger and even 10% less of the older employees assess their behaviour as
rather or very poorly. Half of the older and over 40% of younger workers think
that their co-workers shared responsibilities, even if almost 60% of the younger

and 44% of the older employees did not embrace the changes.

Chart 4: Performance of co-workers (without category ‘not applicable”’)
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When evaluating the attitude of colleagues in terms of the frequency of
helpfulness, reliance and appraisal, the biggest part of the respondents ticked

‘often’ or ‘always’. The percentage of employees, who recognise their co-workers
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positively, was in all three categories in the younger age group slightly higher as

in the older one. (see chart 5) In sum, older workers seem to be better integrated.

Chart 5: Evaluation of the co-workers behaviour (without category ‘not applicable’)
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Organisational parties

Organisation parties include the executive managers®, local trade union,
occupational health care professionals, HR personnel and their own workgroup.
The best assessment got the own workgroup of the respondents followed by the
executive managers. The occupational health professional got the highest score
for ‘not applicable’, 20% of the older and 30% of the older workers cannot
estimate the occupational health professional, and only two older respondents
assessed ticked ‘rather well’, nobody of the younger age group. The second lowest

estimation got the HR personnel, also nobody of the younger employees describe

» The German questionnaire unlike the English version did not ask about ,,occupational safety organisation”,
because no such institution exists in Germany, instead we asked for an assessment of the executive managers.
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their performance as ‘rather well’ or ‘very well’, and only three of the older age

group consider their performance as ‘rather well’.

Chart 5: Performance of organisational parties

How have the following parties acted while
implementing changes...
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Overal assessment of the changes during the last two years

The respondents were asked to give an overall assessment of the changes, which
have taken place at their workplace during the last two years. For the most of the
respondents the changes had a high or very high significance in both the younger
and the older group. In the younger group 46% agreed and 22% agreed totally,
that the changes have been significant for their work situation. Less respondents
in the older age group agreed (32%) or agreed totally (18%) that the changes have
been significant. More younger (19%) than older employees (7%) think, that the

changes have mostly been negative. So nobody of the older and at least 6% of the
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younger workers consider the changes as mostly positive. Consequently more
younger than older employees report a reduction of well-being at work.
In sum, the respondents of the younger age group assessed the changes as more

significant, more negative and recognise a higher reduction of well-being at work.

Chart 6: Overall assessment induced by changes during the last two years (without category ‘not applicable’)
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Most employees from both groups felt that they were well-informed (younger
employees: 42 %, older employees: 47%). But half of the respondents of the
younger age group and almost 40% of the older age group recognise that they are
not able to participate in the decision process when changes are made which
directly affect their work. Only a few respondents from both groups think that
stereotypes or prejudice regarding older employees exist (younger: 13%, older:
11%). While 93% of the younger employees and 62% of the older employees are
sometimes worried about their position permanence, only 6% of the younger and
5% of the older employees are planning to leave their job in the future. (see chart

7).
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Chart 7: current work situation (without category ‘not applicable’)
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Physical and emotional exhaustion aspects at work

The participants were asked about their feelings during the past 30 workdays. The
obvious difference between the younger and the older age group is that the
younger employees mainly answered with ‘never’ or ‘occasionally’ and the older
employees mostly with ‘regularly’. The employees, who answered with ‘often’ or

‘always’ are presented proportionally higher in the younger age group. (see chart

8)
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Chart 8: Feelings during the past 30 workdays (without category ‘not applicable’)
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The participants were asked about their problems at work during the last 3

months. In general, for the first six questions around half of the respondents

reported that they had problems to relax, a loss of energy or interests, had been

irritable and felt nervous. When asked if they had a loss of interest during the last

3 months, significantly more younger employees answered with yes (younger

employees 53%; older employees 34%). The same with the next two questions,

more younger than older employees lost confidence in themselves (younger

employees 18%; older employees 4%) as well as felt hopeless. (younger

employees 28%; older employees 11%). (see chart 9)
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Chart 9: Problems during the last three month (without category ‘not applicable’)
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3. Have you been irritable? 7. Have you lost confidence in yourself?
Summary

The intention of the German ELDERS survey was to give more of an insight into
the situation of older employees in restructured organisations in terms of stress
and well-being in Germany. Little is known about older employees who remain in
the company after restructuring. German results are part of The ELDERS Project,
which was carried out in six European countries The survey took place in one of
the ten largest savings banks in Germany with over 2000 employees. A savings
bank is a credit institution. Savings banks have the task to offer secure and
interest-bearing investments for everybody and to satisfy the local credit needs.
Here the financial gain is not the main purpose of the business. The line of
business of a savings bank is usually limited in the area of the wearer, such as a
city, a county or a special administration union. A savings bank is a public
institution. In recent years, however, economic maximizing is getting more

important, so that there have been layoffs, centralisation of units and outsourcing.
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For a better classification of the results, the character of the restructuring process
of this bank will be specified. Neither the ownership structure nor the continuance
is at stake. There is no sectoral structural change, which threatens the usability of
the professional qualification. Unlike through sales slumps or the change of
economic (e.g. exchange rates) or political conditions (e.g. guarantees) induced
crises, restructuring is here a question of the corporate strategy. The company
would like to increase the strong position in the market and the market share of an
established brand as well as increase profitability. It pursues long-term return-on-
investment objectives. Organisational changes are at the top with about 4/5 of the
nominations — the closure of units and the dismissal of employees are irrelevant in
this survey. For the survey 237 questionnaires were sent out anonymously,
resulting in 117 responses from 36 men and 80 women. The respondents were
divided into two groups, one of 72 younger employees between the age of 28 and
49 and the second group with 45 older employees up to 57 years. The respondents
were asked to assess their feelings towards their current and future situation at
work and their plans for the following years. By elaborating and analysing the

multifaceted dataset, the following main results were found.

Results
In sum, there were no significant differences in substantive issues between older
and younger employees. Nevertheless, some differences were found, even if due
to the small sample size, results will have to be interpreted with caution.

*  The most respondents in both age groups consider their salary as average.

*  Younger employees tend to see problems to keep their job, older
employees tend to see problems on the labour market.

*  Younger employees have higher expectations of the management.

* A good cohesion between employees exists, with older employees slightly
better integrated.

* The younger respondents assess the changes as more significant and
negative, and report a higher reduction of well-being at work.

*  Older employees feel more often physically and emotionally exhausted.
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*  Younger employees seem to have a higher risk to lose their confidence and
motivation.
All in all, on the basis of the German survey it cannot be assumed that older
employees have more stress in restructuring. In addition, the German survey does
not confirm the basic assumption of the ELDERS project, that older employees in
restructuring are more negatively affected due to stress or perceive a reduction of
well-being at work. However, this analysis is based only on a very small survey in
one German company, so of course these results are not representative. Further
extensive studies are necessary in order to reach better conclusions about the

perception of stress of older and also younger employees.

10. Strategies of prevention and compensation

«Healthy employees are an important prerequisite for any organization»
(Kieselbach et al., 2009, 128-129). Health promotion and the prevention of
disease in the workplace are getting more and more important. This also applies to
those in insecure employment or for unemployed person. Because of the various
group needs, i.e. according to occupation and working environment, it is
necessary to offer different strategies to ensure health at work.

The concern of companies during restructuring should not only be in coping with
change effects, but also cover preventive strategies, which need to be brought into
the organisation. This is particularly true for workers who will lose their jobs or
continue working in an unsafe situation (Kieselbach et al., 2009). Stress factors
are in principle unavoidable and lead to performance degradation when mental
health is affected. But a company can neither abolish stress factors nor prevent
personal stress. Instead, people should be able to manage the daily stressors as
efficiently as possible: good coping skills are the most important determinants of
mental health and improve verifiable the capability (Leidig, 2006).

Health should be understood as a dynamic and procedural discussion of

professional requirements and conditions, which requires and promotes self-
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responsibility and self-activity. In daily operations, this means that managers and
employees should develop a responsibility for health and capacity together. In
addition to a permanent active health management®, businesses need to offer

special policies to attain the employability of the employees (Leidig, 2006).

11. Recommendations

The following list shows recommendations for the development of healthier ways
of restructuring for ensuring the employability of employees. Our

recommendations apply to both companies and employees.

Possibillities of prevention for companies

* Avoid lay-offs — Companies should consider if downsizing and relocation
into another country are really necessary and useful. If there is no threat of
bankruptcy, but rather the intention of maximizing profits, the decision should be
reconsidered and maybe other measures are found. Studies show that in many
cases, the hoped-for benefits cannot be achieved and therefore should not be taken
too quickly, especially knowing that downsizing can reduce the productivity of
the employees, who remain in the company for years.

* Transparent and consistent communication of the current decision
processes — The company’s information policy plays a crucial role in times of
operational changes. Unclear information contributes to the emergence of rumors
and thus to an increase in perceived job insecurity. Clear and rapid internal
information about changes can reduce uncertainty. Frequently downsizing

processes are communicated inadequately or even inconsistently. For a clear

3% «Occupational health should aim at the promotion and maintenance of the highest degree of physical,
mental and social well-being of workers in all occupations; the prevention amongst workers of departures
from health caused by their working conditions; the protection of workers in their employment from risks
resulting from factors adverse to health; the placing and maintenance of the worker in an occupational
environment adapted to his physiological and psychological equipment and, to summarize: the adaptation of
work to man and of each man to his job» (ILO/WHO Joint Committee on Occupational Health, 1995).
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corporate communication, it is also to inform the staff as early as possible whether
they will be affected by a dismissal or not. Security, no matter which way it goes,
is less harmful than a constant situation of uncertainty.

*  Comprehensible and fair decisions — Comprehensibility as a criterion
that leads to staff reductions, e.g. access to economic necessity, helps employees
to understand the decision. Negative effects of staff reductions can also be
reduced by fair treatment of those affected. The involvement of employees in
change processes and their feeling that the organisation decides on fair criteria
who has to go and who stays, can have positive effects on the well-being of the
affected as well to those who remain.

* Participation: Early inclusion of employee representatives in the
decision process — If employees are involved in the process of downsizing, for
example in form of regular information and participation, employees will have a
higher job satisfaction and well-being at work than employees who are not
involved. A possible explanation for this phenomenon is that employees through
information and greater participation perceive a higher control of the events.

* Management training for dealing with change processes — Executive
managers and supervisors must be informed about the upcoming changes for a
transparent communication. They must also be prepared in training courses and
seminars on termination interviews because these are also stressful for managers.
In addition, they also have the thankless task of motivating the remaining
employees to deal with the changing conditions. However, if employees in times
of restructuring and downsizing are supported by their supervisors, the negative
impact of job insecurity in the organisation will be reduced (Boege, 2010).

* Further education and health measures during restructuring
processes — Companies should have a sustainable strategy on employability at
company level rather than short-term crisis management. The occupational health
management should be continued during restructuring, so that even after
restructuring, the work content, working conditions and work organisation will be
designed after health-promoting criteria. Health measures can help the staff to

better deal with the changing everyday work. Also, further training should be
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continued in order to prepare employees to meet the new requirements and avoid
excessive demand.

* Evaluation of the workload of the ‘survivors’ — Often a company cannot
assess the well-being of employees at work after restructuring. To develop
appropriate measures for the employees, it is necessary to learn more about how
employees perceive the working conditions. One way to find out more about their
working conditions after restructuring is, to use the BASA-Method which is
developed by the Federal Institute for Occupational Health and Safety (BAuA).
BASA is a systematically developed conceptual tool for psychological evaluation
of working conditions. With the help of the BASA-Method not only negative
aspects i.e. deficits in workplace design can be detected, but also already well-
designed workspaces can be identified (Richter, Schatte, 2009). The objective is
to evaluate working conditions whether they promote or inhibit a safe and healthy

work performance. Only in this way, measures can be used accurately.

Possibilities of prevention for employees

Each employee has a responsibility for his/her professional future, and naturally
everyone should therefore assume personal responsibility to live healthy and to
maintain the employability as well as to take appropriate personal prevention
strategies to deal with job insecurity and if necessary with a job change. Only
those who developed new resources have in crisis situations competitive
advantages.

e Health: Also in uncertain times everybody should pay attention to their
own health e.g. in form of a healthy diet and exercise. It is also important,
especially in stressful work situations to pay attention to free time compensation
in order to reduce the own perception of stress. Only those who remain healthy
and are able to work are resilient even in crisis situations.

e Further education: A keyword is ‘Lifelong Learning’. Everyone should
make an effort to participate in further education within the company, but should

assitionally study further in their spare time during their entire working life. This
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is not only an advantage for the company, but it also helps everybody remain
flexible at the labour market.

e Corporate culture: Everyone should actively participate in the corporate
culture and improve the working climate. This may help during restructuring
processes, as it can promote a culture of trust and support among colleagues,
which proved to be a moderating factor on the connection between job insecurity

and the negative reactions of those affected.

12. German National seminar

Failed restructuring like Hertie, Quelle and the Bremer Vulkan or successful
restructuring such as EON or LOEWE — many employees experience changes in
companies as a personal and professional crisis. Thereby, health, identity and
professional skills of the workforce are under pressure. At the seminar ‘Older
workers in restructuring — maintenance and development of health, productivity
and competence’ on 18.06.2010 were at first dealt with the legal and labour
market conditions which older workers can find in professional change processes.
Second, it was investigated whether there are occupational and health challenges
for older employees and what they look like. Third, offers to promote health and
professional resources in change processes were presented. Fourth, the role and
opportunities of social partners were discussed. Finally, in the sense of ‘good
governance’ an institutional framework for the successful management of

professional change processes was introduced.

Older workers, health and restructuring — first results from the project
ELDERS

In the introductory lecture Dr. Goetz Richter, a research fellow of the Federal
Institute for Occupational Safety and Health, at first makes a conceptual
clarification of the concept of restructuring. Richter draws a distinction between

internal and external restructuring. Then he goes into the state of the scientific
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discussion on the correlation of biological age and professional capability. Age
alone is not a adequate predictor for the professional capability, but must be seen
in relation to the occupational activity and lifestyle. Health, professional
competence and personal initiative of older workers are the results of one-sided
stress and an unhealthy lifestyle, often accompanied by factors such as shift work,
physical postures, or time pressure. But the picture is contradictory, because older
workers on internal labour markets are more secure against dismissal as younger
workers and the proportion of temporary work is lower among older than among

younger people.

Legal framework of restructuring

Rolf Fischer from the Federal Ministry of Labour and Social Affairs, talked about
social, pension and labour market choices of the recent past in regard to the
employment of older workers with the image of ‘closure and opening of spaces’.
The policy has confined on the one hand the scope for early retirement strategies
and on the other hand expanded the space for the employment of older workers by
promoting flexible working hours, professional development and pilot projects as

part of INQA, the Initiative for New Quality of Work.

Proposals from the project HIRES

Dr. Karl Kuhn has presented the findings of the HIRES-Project about
restructuring and society in which the BAUA was involved. Healthy restructuring
is characterised by existing norms, values and cultures. An awareness of the
different perspectives of different (old) people is as important as the participation
of those affected. Transparent and constructive communication strategy allows the
open management of conflicts. In order to achieve these requirements during
restructuring, a social convoy is necessary. Not only the ‘victims’ but also the
‘survivors’ of restructuring can benefit, just as the productivity of enterprises.

The protection of workers against health and social risks is the focus of the
discussion. Health promotion, corporate culture and personnel development and

training are the crucial areas to maintain capability.
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Older workers in business change processes — a practice report from the
occupational health point of view

Dr. Hubertus von Schwarzkopf, Occupational Health Service, Hospital Bremen
Mitte, described the health effects of an internal restructuring, where the
employees remained in the company, based on his own data. He emphasise the
importance of prevention in change processes, the participation of the works
council and company agreements covering measures of labour and health
protection. Therefore the aim is to exploit existing laws, collective agreements,

instruments and opportunities to cooperate in practice.

The psychological contract in the transformational change

Dr. Beatrix Behrens, Head of Personnel at the Federal Labour Agency in
Nuremberg, has gone into the importance of the psychological contract in the
internal change process of the Federal Labour Agency. The psychological contract
(explicit and implicit) denominates mutual expectations and obligations of
employees and managers. This is changing in the course of an aging workforce.
Hence, in the process of restructuring the Federal Labour Agency targets specific
life-stage strategies. Such problems, like unclear affiliation to organisational units
and the limited influence of middle management, which are typical of internal

restructuring, are handled.

Corporate culture and well-being as a framework for individual initiative in
change processes

Sibyl Backe-Proske, Project IT 50 Plus, a joint initiative of IG Metall and
BITKOM, acts on the assumptions of a high pace of innovation and the common
restructuring in the IT industry. By a health-promoting corporate culture with a
‘feel good factor’ opportunities for the organisation, executives and employees
open up. The major source of the emerging opportunities is that employees can
realise on the basis of this corporate culture the meaning of their work. The

organisation gains flexibility in the use of personnel, monetary and time resources

248



GERMANY

of their employees. The executives gain confidence and understanding of the
teams and the employees receive orientation and awareness in dealing with the

tasks.

Older workers in restructuring

Dr. Uwe Jiirgenhake, CEO of the consulting firm Social Innovation in Dortmund,
has introduced a concept to strengthen the professional competence of older
workers in restructuring processes. In this form of workplace-learning internal
experts are supported by consultants to pass on their skills to colleagues. Also
interdisciplinary qualifications are preferably implemented in the spatial and
personnel context of the company in restructuring. Important elements include the
preparation of knowledge brokers, developing workplace solutions and the use of
tandems. Procedures that build on their own work experiences, find a high level of

acceptance by older workers and those with little further training.

The struggle for identity - the psychomental situation of older workers in
restructuring

Dr. Wolfgang Hien, Research Office of Labour, Health and Biography in Bremen,
broaches the issue of the demands of external restructuring for older workers. He
makes different patterns of subjective processing of restructuring the starting point
of its contribution. In addition to frustration and resignation, endurance but also
discovering new personal potential are widespread subjective reactions to the loss
of employment. Impending layoffs, layoffs and unemployment are often life
phases of personal identity crises. Specific for older workers is that they have with
experience, emotionality and responsibility special, but often unconscious,
resources. Social Security and other institutions are involved in the monitoring
and care of older workers after losing their jobs, but often there is a lack of
competences and instruments to mobilise through a subject-specific access the
potential of older workers. In addition, the offerings of existing institutions for the

target groups are often not very transparent and also often not coordinated.
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Possibilities and limits of the unemployment insurance

Heribert Markoni, team leader at the employment agency in Essen, extracts the
possibilities and limits of the unemployment insurance. In addition to the broad
instruments of promotion in the search for new employment, there are special
offers for over 50 year olds. While e.g. transitional agencies have been engaged
only comparatively rarely, transitional companies are established as a tool for
handling restructuring processes. But in the minds of employees and employers
are barriers. Older workers often lack the willingness to learn, many employers

lack the willingness to recruit older applicants.

Possibilities and limits of the health insurance

Health promotion in change processes is the subject of Jiirgen Wolters from BKK
Bundesverband (Federation of Company Health Insurance Fund), Essen. With §
20 SGB V there is a legal framework for offers. The focuses of the presented
project ‘Health-conscious self-management in case of imminent unemployment’
are individual changes in dealing with stress, diet, exercise and drug use. These
changes are part of a concept to enhance employability and capability, health and
quality of life. However, the focus of the company in the process of change is first
on other aspects. In large companies support for offers to promote health were
only achieved after decisions on a social plan. To support workers in restructuring
with health-monitoring, additional cooperation with e.g. transitions companies or

the employment agency should be used in the future.

Possibilities and limits of the social partners

In the discussion panel Stefan Pfeifer, DGB NRW (German Trade Union
Federation NRW), Dr. Peter Janssen, arbeitgeber nrw (employer nrw), and Dr.
Karl Kuhn debated the ‘possibilities and limits of social partners’. The balance
between flexibility and security was the focus of the discussion. The starting point
was the idea of the social convoy, which was developed in the project HIRES.
How can social convoy look like in practice and what is the roles of social

partners? The education voucher in North Rhine-Westphalia (NRW) is considered
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a successful and unbureaucratic tool to ensure the professional qualification of
workers, as well as potential consulting used by various small and medium-sized
companies. In many companies and industries in NRW the social partners practice
close cooperation with regional employment service providers during
restructuring. The social partners also participate in local networks for health

prevention.

Flexicurity - Flexibility and Social Protection in restructuring processes

In the final contribution, Dr. George Worthmann, Institute Work and
Qualification, has designed a framework with the aims of ‘Good Governance’ for
the organisation of professional transition processes.

The starting point is the flexicurity concept of the EU. It is clear with regard to
older workers in restructuring processes, that especially the design of the
employment relationships is crucial for the distribution of social risks in mobility
processes: ‘Normal employment’ gives workers institutional protection through
the Works Constitution Act and the affiliation to the company, in the case of
atypical employment this protection is missing partially. But career change
processes need flexibility and security. So that the social risks of occupational
mobility are mitigated for all workers, a social paradigm shift is necessary.
Appreciation of professional experience, foresight, prevention and diversity
management are core elements of a new working world.

The workshop was attended by 80 personnel managers and representation of
interests as well as representatives of consulting agencies and occupational
medicine, from social security, labour administration, associations and trade

unions.
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Part IV
Italy

1. A Statistical framework: Italy vs EU

Analysis of labour force

Recent changes in the age structure of Europe’s workforce will have
consequences for the safety and health of workers. In the past ten years (2000-
2009), according to the OECD data, the number of workers in Europe has
increased by almost 20 million people, passing from around 232 million to about
250 million. But this isn’t the only change that interested the labour force
composition in the UE. For instance, we can see that more than 16 million of 20
million new employees are aged between 45 and 64 and that the number of young
workers (15-24 years old) has dropped by 1.7 million people. Probably this is the
consequence of the increased level of education all over Europe. The ageing of the
workforce is having an effect on the gender balance. In 2009, as in the ten
preceding years, the European workforce was still predominantly male.
Furthermore the male labour force share decreased: it was 56.6% in 2009
compared to 58.0% in 2000 (-1.4%). On the other hand the female labour force
share increased from 42.0% in 2000 to 43.4% in 2009 (+1.4%).
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Men Absolute value (M) % % gap
age 2000 2009 2000 2009

15-24 17841.15 16735.75 13.23608 11.73383 -1.50225
25-44 71883.23 72975.65 53.32908 51.16497 -2.16411
45-64 42802.28 50247.26 31.75436 35.22955 3.475193
65+ 2265.159 2669.494 1.680487 1.871646 0.191159
Total 134791.8 142628.2 100 100 0
Women Absolute value (M) % % gap
age 2000 2009 2000 2009

15-24 13774.96 13111.86 14.11258 11.96875 -2.14383
25-44 52748.84 55986.16 54.04171 51.10519 -2.93651
45-64 29898.29 38986.85 30.63109 35.58791 4.95682
65+ 1185.567 1465.954 1.214625 1.338149 0.123524
Total 97607.65 109550.8 100 100 0

All persons Absolute value (M) % % gap
age 2000 2009 2000 2009

15-24 31616.11 29847.61 13.60421 11.83588 -1.76832
25-44 124632.1 128961.8 53.62838 51.139 -2.48938
45-64 72700.56 89234.11 31.28259 35.38523 4.102642
65+ 3450.726 4135.448 1.484825 1.639886 0.155061
Total 232399.5 252179 100 100 0

Referring to the male labour force, we can see that in Europe in 2009 the 35% was
represented by 45 to 64 years old workers. Similarly the share was 36% for

females.

Figure 1: share of labour force in UE for men and women (2009). Source: OECD
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Also in the USA females were more than males in this particular class of age

(39% and 37%, respectively) — Figure 2.

Figure 2: share of labour force in USA for men and women (2009). Source: OECD
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The Italian scenario (Figure 3) showed instead an higher male share (38%

compared to 35% of females).

Figure 3: Share of labour force in Italy for men and women (2009) ). Source: OECD
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Unemployment trend

The economic crisis that has hit the world’s economy since the end of 2007, has
strongly conditioned the European economy and labour market. 2008 was
characterized by a strong industrial decline that has relevantly affected enterprises
occupational choices.

According to unemployment data (Figure 4), starting from 2007 unemployment
has raised all over the world, affecting particularly the USA and the EU, while
Italy, thanks to a large use of social security instruments, experienced a lower

increase in the unemployment rate. However, in 2009 in Italy, the rate of
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unemployment was really high for workers aged 15-24 years (male 23.25%,
female 28.7%) followed by workers aged 25-34 years (male 9.0%, female 12.5%).

Figure 4: Unemployment rate.2000-2009 in UE, USA and Italy. Source: OECD
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As regards older workers (45-54 years old), on which this study focus, generally
speaking, the unemployment index follows the same trend all over the world,
increasing more for men than for women. Even for this particular class of age,

Italy registers a lower raise than most of the other countries (figures 5 and 6).
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Figure 5: Unemployment rate in 2005-2009 for men between 45 and 54 in Europe, Usa and Italy. Source:
OECD
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Figure 6: Unemployment rate in 2005-2009 for women between 45 and 54 in Europe, Usa and Source:OECD
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Furthermore, in Italy the unemployment gender gap in this class has been constant
since 2005 (around +2.0% for females), but in 2009 the higher increase of males

unemployment rate has more than halved that gap (figure 7).
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Figure 7: Unemployment rate 2005-2009 in Italy (men and women) of workers aged between 45 and 54.
Source: OECD
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During the last decade, as mentioned before, the composition of the labour force
has changed with respect to age. This is not only the change related to the labour
market. It can be easily seen that also the composition of the unemployment rate
with respect to age has markedly changed. These changes that occurred over time
are quite different from country to country. They are very much related to the
level of strictness of employment protection for collective dismissal and
temporary employment: a lower level of strictness in these two indexes
corresponds to much easier changes in the labour market composition. According
to OECD data, in 2008 Italy was the country where workers had the highest
protection against the risk of collective dismissals. Furthermore, the index of
strictness connected to the use of temporary workers was higher than the OECD

countries average (Table 2).
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Table 2: Strictness of employment protection in GT countries and OECD (2008). Source: OECD

Strictness of employment protection collective dismissals temporary employment
Canada 2.63 0.25
France 2.13 3.63
Germany 3.75 1.25
G7 Italy 4.88 2.00
Japan 1.50 1.00
United Kingdom 2.88 0.38
United States 2.88 0.25
G7 average 2.95 1.25
OECD countries average 2.96 1.77

Figure 8: Share of unemployment in Europe by age. Source: OECD
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On the other hand, in Canada and USA, where traditionally the level of work
protection has always been quite low, in 2008 the OECD index of strictness for
temporary workers was the lowest of the G7 (around 8 times smaller than Italy)

and fairly under the OECD and G7 averages. Referring to the strictness index for
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collective dismissals, the situation in USA was closer to G7 average, even if it still
remained lower, with an index just above the half of the Italian one. If we
consider the share of unemployment over age for Europe (Figure 8) we notice
that, according to OECD data, starting from the early 90s, the share of
unemployed workers aged 45-64 has constantly increased from a share of 16.95%
in 1990 to 24.48% in 2009. Young workers, aged 15-24, were characterized in the
same period by the opposite trend, from a share of 35.67% to 25.45%. Half of the
unemployed people have always been workers aged 25-44 ranging between 46%
and 50% all over the period 1990-2009. Differences in the labour market between
USA and other countries described above are also reflected in the unemployment
distribution over age. As a result we assist to fluctuations in age classes much

larger than in Europe (Figure 9).

Figure 9: Share of unemployment in USA by age. Source: OECD
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The share of unemployed people aged 45-64, between 1990-2009, has widely
increased, from 15.73% to 28.70%. The share of unemployed young workers is
more closely connected to the general economic conjuncture. After periods of
strong recession (1991, 2001 and 2008) the share of young unemployed people
decreased drastically. This is a direct consequence of the conscious choice to
postpone the entrance in the labour market, in favour of a further specialization.
The share of unemployed workers aged 25-44 in USA has decreased non-linearly
in the considered period (1990-2009), in contrast with Europe, where the share of
this class has remained quite constant all over the period. A peculiar difference
between USA and EU is the high presence of unemployed workers older than 65
in the former: starting from 1990, this class of unemployed workers has almost
doubled, passing from 1.49% to 2.45% in 2009.

Other remarkable data about the USA concern 2009: in this year the number of
young unemployed workers (15-24) fell by more than 5% with respect to 2008,
while unemployed people aged 45-64 have raised by 3% in the same period. In
2009, for the first time, the share of unemployed people aged 45-64 (28.60%)

overcame the share of young unemployed workers (26.35%).

Figure 10: Share of unemployment in Italy by age
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The Italian scenario follows a similar trend to the European one: in the period
1990-2009 the share of unemployed people in age class 15-24 halved rapidly and
permanently (from 49.78% to 23.13%). On the other hand, the classes 25-44 and
45-64 have consistently risen: the first one passed from 42.50% to 57.16%,
becoming the most consistent group of unemployed workers, while the second
one has almost tripled from 7.61% to 19.68%. Data show that the gap between
young and old workers has fallen to 3.45%: this stresses the rising importance of
workers aged 45-64 with regard to labour market issues. From a more accurate
analysis it becomes evident that this phenomenon is quite similar for men and

women.
Figure 11: Share of unemployment for women in Italy by age
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Figure 12: share of unemployment for men in Italy by age
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Looking at unemployment distribution over time by gender (figure 11 and figure
12), we notice similar trends for both genders. Nevertheless, there are strong
gender differences due to the early 90s distribution: even if for both genders the
central age class of unemployed workers (25-44) tends to grow over time in a
similar way (around 15%), in 1990 the unemployment share for women, for that
class of age, was around 46.00%, against 37.82% for men. Obviously, according
to the similar growth stated by the OECD data, 2009 was still characterized by a
strong gender difference in unemployment shares over age. It is also interesting to
underline that both genders in age class 45-64 almost doubled in the timeframe: in
2009 the unemployment share for men aged 45-64 was 22.45%, while the share
for women in the same age class was 16.37%.

Finally, if we consider people over 65, the graphs also show that the share of
unemployed workers is irrelevant in Europe and in Italy, while it represents a

consistent part of unemployed population in USA.
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Table 3: Labour force exit rates for men and women in Italy, USA and OECD. Source: OECD — European

and national labour force surveys

Men Women Men Women
Life
Labour force Labour force
) Official ) Official expectancy at
exit rate exit rate
65 (2005)
Italy 60.8 65 60.8 60 77.5 83.3
USA 64.6 65.8 63.9 65.8 74.9 80.2
OECD 63.5 64.1 62.3 62.9 75.5 81.2

Retirement age

Looking at Table 3 we can suppose that the different shares of over 65 we see
above may be due to differences in retirement age *', which is associated with
cessation of work and receipt of a pension. Even if the average effective
retirement age is below the official retirement age, it can be easily seen that in the
USA there is a bigger correspondence between official and effective labour force
exit age than in Italy, where both men and women exit the labour market at 60.8
years: men tend to anticipate the exit by 4.2 years and women to postpone it by
0.8 years. Furthermore, despite longer female life expectancy, the average Italian
and OECD official retirement age are lower for women (60 and 62.9 years) than
for men (65 and 64.1 years of age).

Looking at the evolution over time (Figures 13 and 14) we can see that in Italy the
male average exit age increased by 1.5 from 1990 to 2007, passing from 59.3 to
60.8; while in the same period the female one decreased by 1.5, passing from 62.3
to 60.8. In the USA the trend for men is not constant over the reporting period and
the situation remains almost unchanged, rising from 64.7 in 1990 to 64.6 in 2009;
while for women the values varied greatly over time and the trend is decreasing (-

1%) from 64.9 to 63.9: there is an increase in the gender gap in recent years.

3! Net movements into retirement are proxied by the changes over time in the proportion of the older
population not in the labour force. It measures the average effective age of retirement. In Table 3 official age
of retirement is also depicted. Source: OECD estimates derived from the European and national labour force
surveys.
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Figure 4: average effective age of retirement in Italy by gender. 1990-2007. Source: Eurostat
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Figure 5: average effective age of retirement in USA by gender. 1990-2007. Source: Eurostat
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Working conditions

Data collected by the Fourth European working condition survey show that in
2005 stress was the psychological symptom most reported by workers. In
particular workers between 40 and 54 were characterized by the highest rate of

stress (24.3%), followed by workers between 25 and 39 (23,2%). 17.9% of older
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workers (55 or older) reported the insurgence of stress, while the youngest

workers (15-24) were the less affected by this psychological symptom.

Figure 6: workers (%) reporting stress, overall fatigue, sleeping problems, anxiety and irritability by age in
Europe (2005). Source: Fourth European Working Condition Survey
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Overall fatigue was the second most reported symptoms, just after stress. The
rates were quite similar to the stress ones. The relation between age and overall
fatigue peaked in mid-working life: overall fatigue level was the lowest among the
youngest workers (14,3%), it increased with age (22.0% for workers in 25-39 age
class) and topped for workers between 40 and 55 (23.4%), while it decreased for
the oldest workers (19.1%). Sleeping problems, anxiety and irritability rates were
significantly lower, but, nevertheless, they all followed the same pattern: the
youngest workers were the healthiest, psychologically speaking. The oldest
workers followed in this ranking the youngest, while the mid-aged workers are the

most affected by the symptoms.
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Table 4: Average physical or mental stress (4 or more days lost) in Europe (2005). Source: Eurostat

NACE BRANCH Average (%)
Agriculture, hunting and forestry 12.7
Hotels and restaurants 15.7
Activities of households 16.4
Manufacturing 17.1
Real estate, renting and business activities 18.5
Mining and quarrying 18.8
Construction 204
Education 20.8
Extra-territorial organizations and bodies 21.5
Transport, storage and communication 23.0

Wholesale and retail trade; repair of motor vehicles,

motorcycles and personal and household goods 234
Electricity, gas and water supply 242
Other community, social, personal service activities 24.4
Financial intermediation 24.6
Fishing 25.6
Public administration and defence; compulsory social security 27.7
Health and social work 32.0
Total 20.4

Observing data by activity (Table 4) we notice that the level of stress changes
over sector of activity. In particular, the sector with the least stress seems to be the
NACE branch ‘agriculture, hunting and forestry’(12.7%), almost 8% below the
European average (20.4%). On the other hand the branch with the most stres is
‘Health and social work’, with an average of stressed operators of 32.0%.

In order to analyse Italian data on the workers’ perception of stress, we refer to
data published by the European Quality of Life Survey (ed.2003-2007). Figure 16
shows the share of people who ‘strongly agree’ or ‘agree’ that their work is too

demanding and stressful.
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Figure 7: share of people who strongly agree or simply agree that their work is too demanding and stressful in
Italy by age. Source: European Quality of Life Survey (2003 and 2007)
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The graph on data collected in 2003 show that the levels of stress increase
together with age. The percentage of workers claiming to be stressed, however, is
very high for all age groups, between 61.3% for class 0-29 and 73.4% for the 45-
64 class. Looking at the 2007 survey we notice a significant change indicating a
significant deterioration in conditions for young workers. In particular, the
proportion of older workers’ stress decreases by almost 2% (71,7% in 2007) and,
at the opposite, the percentage of stressed workers among the youngest reaches
69.6%, while the rate among workers in the 30-44 class reaches 67.4%.

The European Quality of Life Survey (ed.2003-2007) also collects data on
boredom at work. Figure 17, which collects statistics for Italy and Europe divided
by age, shows that Italians are generally more bored at work than their European

counterparts.
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Figure 87: Percentage of employed people (18-65 years old) who strongly agree or agree that they find their
work dull and boring, on a five item scale. Source: European Quality of Life Survey (2003 and 2007)
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Figure 18: share of people who ‘several times a week’ or ‘several times a month’ come home from work too
tired to do some of the household jobs. Source: European Quality of Life Survey 2007
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Another interesting aspect is that, in general, both in the 2003 and in the 2007
surveys, work-related boredom increases with age, while in Europe we notice the
opposite phenomenon as boredom tends to decrease with increasing age,
underlining an huge difference between Italian and European workers aged 45-64.
In particular, the number of bored workers in Italy in 2007 was 15.1% (13.8% in
2003), while in Europe it was 10.2% (10.0% in 2003): Italian older workers

undertake uninspiring tasks more frequently than the European ones.

Figure 19: share of workers in Europe and Italy that declare to work more than 40 hours a week by age.
Source: OECD 2009
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Another interesting result reached by the European Quality of Life Survey 2007 is
that the percentage of people who declare that ‘several times a week’ or ‘several
times a month’ come home from work too tired to do some of the household jobs
is higher in Italy than in Europe. While the share of fatigued workers in Europe
slightly falls over age, this doesn’t happen in Italy, where the share tends to raise

with the age. The share of tired workers is quite similar for Italian and European
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young workers (respectively 49.5% and 49.8% for workers aged 0-29), but it
differs by 11% for older workers (57.5% in Italy against 46.5 in Europe).

The OECD database collects information about the number of worked hours by
age class and country. Observing the share of people declaring to work more than
40 hours per week it becomes immediately evident that a higher percentage of
Italian than European people are used to work, on average, more than 40 hours per

week. This is particularly true for the youngest (15-24) and for the oldest (65+).

Figure 90: share of workers in Italy that declare to work more than 40 hours a week by sex and age over time.
Source: OECD 2009
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Splitting the graph in a gender perspective and observing it in time series
(Figure20) it is possible to notice that, in the first place, the trend followed by 45
to 49 and 50-54 is quite different between men and women, but similar beneath
the same gender. The percentage of men working more than 40 hours per week on
average in Italy has lowered during the 90s. After this decade it started to raise
again, getting back to the share of the early 90s. This is particularly true for age
class 45-49. On the other hand, women trends dropped constantly over the last

two decades from a share around 50% in 1990 to about 35% in 2009.
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Over time the evolution of the labour market has produced a significant change in
the composition of the workforce. In particular, starting from 1990 the share of
part-time workers over total workers in Italy has increased by 7.0% from 8.9% to
15.9 in 2009, while the change has been less consistent in Europe, where this form
of employment was already widespread, passing from 13.0% to 16.6%. Anyway,
not for everyone part-time work is a choice: OECD data about involuntary part
time employment show that a consistent share of part-time workers would prefer a
full time employment. This phenomenon is particularly diffused in Italy, where,
from a moderate percentage of involuntary part-timers over part-time employees
in 1990 (10.5%), their share tripled, reaching 34.0%. in 2009. Over the same
timeframe, the share has raised in Europe too, but the change was less consistent.
Indeed, we see that in 2009 the percentage of involuntary part-timers in Italy is

twice as much as the share of involuntary part timers in Europe (Figure 21).

Figure 101: Share of involuntary part-timers as % of part time employment in Europe and Italy over time.
Source: OECD
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In the European Quality of Life Survey 2007 workers were also asked ‘how much
they agreed to work in dangerous or unhealthy conditions measured on a 5-item

scale’. For all age classes the share of Italian workers that strongly agreed or
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simply agreed with the statement above was always higher than in Europe (Figure
22). European workers’ perception of hazard on workplace sloped down with
increasing age. It is 21.2% for 0-29 agers, it dropped to 20.4% for workers
between 30-44 and to 19.0% for age class 45-64; finally it further fell to 14.8%
for workers older than 65.

The situation in Italy was, as already stated, really different: the danger connected
to working conditions raised together with age. The percentage of workers
between 0-29 was 31.9% (10.7% more than Europe) and it increased to 32.4% for
30-44 agers, peaking up to 39.0% for workers between 45-64. The share amongst
workers older than 65 dropped a little to 34.3%, remaining still higher than the

young workers percentage.

Figure 11: Share of workers who strongly agree or quite agree to ‘work in dangerous or unhealthy conditions
measured on a 5 item scale’ in Europe and Italy. Source: European Quality of Life Survey 2007
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Data on percentage of employed people (18-65 years old), who think it is very
likely or quite likely that they will lose their jobs in the next six months, come

from the same source (European Quality of Life Survey 2003-2007). As for
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Europe, we are experiencing a general decline, data are approximately halved for
all age groups: we notice an improvement in the perception of on-the-job safety
between 2003 and 2007. In particular, the share has fallen from 19.0% to 11.7%
for workers under 29 from 20.8% to 8.5% for age class 30-44 and 14.6% to 6.5%
for the elders (45-64).

Figure 12: percentage of employed people (18-65 years old), who think it is very likely or quite likely that
they will lose their jobs in the next six months. Source: European Quality of Life Survey 2007
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The Italian situation in 2003 seemed to be considerably better: class 0-29 recorded
the highest percentage of insecure workers (12.6%), however, as clearly shown by
data, the share is one third lower than in Europe. As for the other two age classes
(30-44 and 45-64) in Italy the share of those who think that they could lose their
job in the next six months is quite low (5.4% and 4.5%, respectively). In 2007
Italian data were similar to European ones: pessimism for the future work
situation raises for all the age classes. This is particularly true for the age 45-64,

with a share of 7.6%, higher than Europe.

280



ITALY

Figure 134: Percentage of employed people who are very or fairly satisfied with their job, measured on a four
item scale. Source: European Quality of Life Survey 2007
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The European Foundations Working Conditions Survey collects information
about the quality of work in Italy and Europe. In Europe, the satisfaction level is
very high for all age groups and slightly increases with age. It goes from 80.8%
satisfied workers under 29 years to 84.3% for people aged 30-64. 89.9% of
workers over 65 said they were satisfied of their work. That is probably due to the
fact that those who continue to work beyond 65, given the alternative of retiring,
is usually motivated by a high level of job satisfaction.

In Italy the levels of job satisfaction are more age-related and in general, except
the 65 + class (95.0%) are lower than those in Europe: the percentage of workers
satisfied in the range of 0-29 is 66.7%, the satisfaction rate is 75.4% in class 30-
44, while in class 45-64 1s 79.9%.
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Figure 14: Share of individuals aged 15 and over who are very satisfied or fairly satisfied with the life they
lead. Source: European Quality of Life Survey 2007
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Finally, we analyse the level of life satisfaction. Comparing Figure 24 and Figure
25 we see that job satisfaction does not seem to affect the levels of overall
satisfaction. Unlike job satisfaction, life satisfaction decreases with increasing
age. Italian and European levels are similar, although the former are generally
slightly lower than the second. The highest rate of life satisfaction in Europe
concerns the under 29 category (86%), while the lowest interests the 45-64
category with a share of 77%. Even in Italy the satisfaction of young people is the
highest (82%), but the lowest level of satisfaction typifies elders (67%).
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2. Social security system and older workers prevention clusters

Legal framework

The Italian social security and insurance system is the result of several legislative
interventions over time, which show how the evolution of our welfare is heavily
influenced by contingent factors and needs.

In the late 70s, the Italian economy experienced a sharp drop in growth rates,
together with that of wages and tax revenues, and by contrast unemployment was
growing significantly.

The falling birthrate is emphasized as well, and it was becoming structural, as the
population begins to age more and more.

The impact of these factors threatened the financial stability of the system,
creating some concerns for the sustainability of social security costs.

This has encouraged a range of pension reforms that saw the Parliament
committed for the last decade of last century, in order to make the pension system
compatible with the national budget.

In addition to structural changes in the public pensions system, some reforms of
the 90s introduced, for the first time, forms of complementary and supplementary
pensions.

Decree no. 503/92 (known as Amato’s Reform) incorporates the principles and
criteria governing the former Legge Delega no. 421/92, marking the first re-
arrangement of the pension system in force.

The key points of the reform include: gradually raising of the retirement age from
55 to 60 years for women and from 60 to 65 years for men; the minimum years of
contributions needed to pay for retirement, in the period 1993-2000, go from 15 to
20 years; an amendment to the basic pension (average pensionable salary) taken
as a reference for the calculation of the pension, rising from the average of the last
5 years to that of the last 10 years or of the entire working life for those who, on

1* January 1996, have not yet begun to contribute.
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Another important aspect of the reform is the change in the indexation of
pensions, which is no more related to the sliding scale, but it is calculated taking
into account the index of consumer prices (inflation) provided by ISTAT.

In the context of the Amato reform an organic complementary pension legislation
(legislative decree no. 124/1993) is launched, based on the criteria of
capitalization; on voluntary membership; on the flexibility of contracts; on the
application of a variety of possible forms (closed or open funds) and on a system
of safeguards and checks.

With the next law no. 335/95 (so-called Dini’s Reform) the mechanisms of public
security and complementary pension system are completed and the entire pension
system underwent a radical change.

The main innovations introduced by the Reform Act are:

- the method for calculating pensions: from a pay system (based on average
salary over the last 10 working years) to a contributory system (based on the
amount of contributions paid throughout the working life) after a period of
coexistence of both systems;

- retirement age: age becomes a flexible requirement equal for men and
women: from 57 to 65 years it is then possible to choose the time of retirement,
according to the years of contributions held (number of contributions credited);

- old-age pension: this pension will be gradually abolished and, after a
transitional period, there will be a unique old-age benefit introduced by the same
law.

From 1% January 1996, when the Reform becomes operational, coordinated and
continuous collaborators and freelancers, who until then had never had social
security coverage, began to pay contributions as well.

It also provides the expansion of additional social security in order to allow
additional levels of insurance coverage and the development of the pension
system itself.

Law no. 449/97 (so-called Prodi’s Reform) made further adjustments to the

pension system as a result of the government — trade unions agreement of 1% July
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1997, in line with the revision of the welfare state and essential to the containment
of the deficit imposed by the European Union (so-called Maastricht’s parameters).
Article 59 provides for stricter age requirements to achieve the retirement pension
during the transitional period until 2008; an increase in contributions for self-
employed workers; the immediate assimilation (with effect from 1% January 1998)
of the contribution rates of some special pension funds managed by INPS to the
pension fund for employees (FPLD), eliminating the gradual and diluted
alignment up to 2002 through various harmonization decrees.

A true ‘Copernican revolution’ in the field is pursued by law no. 243/04 (so-called
Maroni’s Reform) introducing, within the Italian social security system, a radical
and permanent redesign of the system.

The main action points relate to:

- the certification, by the pertinent social security agency (INPS, INPDAP,
etc.) of the right to retirement and old-age pension, when the minimum requested
number of contributions is achieved by 31* December 2007, according to the
earlier legislation;

- the elimination of differences among the various pension calculation
systems, in order to obtain equal pensions, if the number of contributions and the
pensionable salary are equal,

- introducing an economic incentive to delay retirement in the period 2004 -
2007;

- more possibility to add periods of insurance from different agencies;

- an additional reform to promote the launch of the private pension funds.
The latter action is implemented with legislative decree no. 252/2005, closely
connected with the reform of severance indemnity from January 1, 2007 (and not
January 1, 2008 as originally planned, due to the Budget Law for 2007 L.
296/2006), which marks, in a definitive manner, the destination of this fee to the
financing of the supplementary pension, according to the rule of silence gives
consent.

More important changes are:
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- requirements for the attainment of the old-age pension in the contributory
scheme;

- higher age requirements for retirement pension, from 1* January 2008, to
replace those provided by 1. 449/97.

In order to implement the Protocol of Agreement on security, employment and
competitiveness for equity and sustainable growth of July 23™ 2007, law no.
247/07 is approved which is the final reform of the pension system, as outlined in
law no. 243/04.

The law in question involved, namely:

- the requirements for the entitlement to retirement and old-age pension in
the contributory pension system, already changed on January 1st 2008, and
introduction from July Ist 2009, the so called quota system. The requirements of
law no. 247/07 are differentiated between employees and self-employed, and are
substantially homogeneous with respect to the type of benefit, old age
(contributory) or pension. In both cases, the quotas are active in the tables
provided by the law itself (see tab. A and B, attached to law no. 243/04);

- the occurrences (so-called exit windows) for retirement and old age
pension;

- the notional contribution as a social security measure for young people, in
order to increase their pension;

- the solidarity contribution paid by retirees with higher pensions;

- the system that allows you to reassess the period of work involving
exposure to asbestos (if more than 10 years) for retirement;

- the aggregation and overlapping of periods of insurance for promoting the
possibility of asserting contributions paid to several agencies in order to obtain a
pension;

- the contribution and computation rates by determining a general increase
in contributions for all workers;

- exhausting jobs, by providing measures for workers employed in such

activities.
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More news on this matter are introduced by economic measure (known as
manovra d’estate) launched with the decree-law no. 112/2008 converted into law
no. 133/08 entitled Urgent provisions for economic development, simplification,
competitiveness, the stabilization of public finance and fiscal equalization, which
aims at achieving a simplification of labour relations, such as to cause positive
effects in terms of economic and social growth (Art. 1, Lett. b) law no. 133/08).
Among the main new points, the ban is lifted to combine pension and income
from work, from 1 January 2009, in order to achieve higher levels of income
(article 19).

The White Paper on the Future of the Social Model of 9" May 2009, entitled The
good life in society active, is prepared by the Government following the
consultation starting with the previous publication of the Green Paper of 25" July
2008. Such white paper draws the lines for the development of our model of
welfare.

For what concerns our subject of research, the improvement in quality of
employment and job opportunities for a longer life span is extremely relevant
which translates into greater prosperity, health and welfare for all.
Notwithstanding the wide vocation of our social model, inspired by the purpose of
protecting the person for life, the targeted approach is more towards the centrality
of the individual, family and community, through personalized and differentiated
interventions that support their continuous self-sufficiency.

The White Paper highlights the inadequacy of the social model and proposes
adjustment in transit to a new model, which has a certain financial sustainability,
and which may follow people throughout their entire life cycle through the
combination of opportunities - responsibility.

The regulatory framework of this system is characterized by the centrality of the
State to perform the tasks directly, while the delivery of the service lies with
institutions and intermediate entities with the guarantee of quality standards and
basic level of benefits.

Notwithstanding, the requirements of universality and equality of treatment of the

social model, require, in particular, a different role of the public body that,
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‘instead of monopolizing the delivery of such service is now called to make policy
interventions and ensure quality control services’.

Our social system will therefore become more universal, selective and personal.

The health and safety of over 40-50 in Italy

The increase in life expectancy in all industrialized countries, accompanied by a
sharp decline in the birth rate, is leading to a demographic situation of an aging
population. Population pressure in the elderly age group is even more significant
when looking at the decades to come.

This trend, which can be observed in many European countries, including Italy, is
called ‘time bomb’ of social protection, because of its worrying effects, both on
the social security system and on the organization of the labour market.

It is crucial to increase the availability for work and employment in the range 55-
64 years both in terms of economic growth potential, and for the sustainability of
the European social model , in the medium-long term, and, in particular, of the
systems in the different Member States.

The centre of gravity of the working population should, therefore, move more and
more towards adult and mature classes that will have the burden, not only to
remain active longer, but also to be able to become leaders of change and
innovation, a task traditionally entrusted to the generational change, with
mechanisms that are no more readily replicable when the number of children
becomes half of that of their parents.

At first, after the employment crisis of the eighties, which has invested in
particular young people and older workers, governments of various nations have
addressed the problem of aging, moving adult workers out of the labour market,
through the widespread use of the instrument of early retirement, in an attempt to
balance the relationship between demand and supply of labour.

However, everywhere in Europe, this measure has produced inadequate results; it
only had the effect of masking, just sometimes, unemployment, but at exorbitant
cost and it proved to be an ineffective tool of employment exchange between

elderly and young groups.
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Also, early withdrawal from work generated a set of disorders and losses for
companies in terms of experience and technical knowledge (know-how) arising
from the departure of older workers.

The socially peaceful and seemingly painless character of such measures has also
moved companies far from any perspectical view of the inevitable aging of their
staff, preventing them from seizing the opportunities coming from that change in
the composition of the population and from preparing for a reality that, however,
they will have to face tomorrow.

The search for flexibility in business organizations, the frequent growth of
technological change, restructuring and reorganization within the companies
recorded in the last decades, then, of course, led to an early exit of many workers
close to retirement.

The false representations, which still persist in the production world, tend to stress
more the reduced adaptability of older workers, regarded as one of the weakest
groups leading to their progressive dismissal.

The participation of older workers in the workforce of the company should
therefore be supported through appropriate training interventions, information and
by creating alternative employment options, and, through collaboration and direct
involvement of all social actors.

Not only a change is nedeed in the rules of the pension system, but it is necessary
also to implement a staff policy, aware of the implications of age that mainly will
prevent discrimination against workers over 50, recruitment and training, combat
prejudice about what the characteristics and consequences of an aging workforce
are.

Therefore, it is important to address the problem with a holistic approach through
the integration of social security policies and instruments of social policy and
labour, giving great importance to the changing ways of conceiving the
relationship between age and work.

Indeed, initiatives to prevent age discrimination through research and information
campaigns do not appear by themselves to have significant effects on individual

behaviours; at the same time, reforms of the retirement system not covered by a
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proper work culture and relationship between ageing and work, run the risk of not
achieving the goals.

It is essential, therefore to implement legislative initiatives in the direction of
restricting the eligibility criteria and amount of retirement benefits; there is, in
addition, a need for policies aimed at training, health, work organization, to
change attitudes in order to encourage people to stay in work and maintaining the
productive capacity of the ageing population.

Despite the European Directive no. 2000/78 has predicted that by 2006 all
member countries should consider age discrimination unlawful, there are yet few
companies that include the employment of workers over 50 in their strategies of
staff.

In Europe, the issue of raising the employment rate of these workers has been
discussed in the Council held in Lisbon in March 2000; under this strategy, the
EU has, then, developed in subsequent Councils, Stockholm (March 2001) and
Barcelona (March 2002), some specific objectives in relation to policies for
workers in the higher age group.

Along with structural reforms entrusted to governments, the European Union give
a key role to trade unions, companies and the workers themselves who are
advanced in years.

The theme of active aging, in the European mindset, is addressed from two main
perspectives of intervention:

e the retention by this segment of the population, of an adequate level of
employability and productivity, resulting in maintenance and upgrading
professional skills;

e development of innovative practices in work organization to facilitate the
continued work and delay retirement, as much as possible.

In the first case, it is crucial to increase both public and private investments in
training and to support access to empowerment opportunities, and develop
specific and appropriate training methods to prevent neglect.

Training is therefore a fundamental pillar which all the main strategies for the

development of labour market strategies for over 50s rely on.
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The concept of lifelong learning (training throughout life) is part of a wider plan
according to which learning is a continuous process of acquisition of knowledge
and information that is not exhausted either with age or the achievement of a
degree.

It is advisable, therefore, that workers over 50 are included in corporate training
projects and recognize that training should be part of the work at all ages.

Training must be appropriate to the setting and cultural characteristics of mature
workers who are in some aspects different from younger ones; this is the only way
to make the best possible use of the work of adult workers.

To date, however, most companies show little interest, if not hostility, to invest in
strategies to promote health and education for all ages, and in particular for
workers over 50. In some cases, adult workers are the ones to escape training and
retraining, showing open hostility towards new learning and change of habits from
the experience.

It must therefore be a real cultural change by all actors in the labour market.

In Italy, the situation is much worse than that of many European countries because
of the delay and distortion with which the problem of maintaining 50+ workers
was addressed in the labour market; as already mentioned, for many years
replacement policies were widely used, focusing on the premature exit from the
labour market of mature individuals, through early retirement and seeing such
expulsion as a benefit compared to maintaining themself in an active role.

In addition, a further impediment to educational upgrading comes even from the
low levels of retraining and upgrading interventions implemented in the lowest
end of schooling of the Italian population.

Some major initiatives cannot be omitted; we can refer to law no. 236/93, which
gives the Ministry of Labour, Regions and Autonomous Provinces the possibility
to finance training activities for employees, enabling to gradually achieve the
consolidation of a number of conditions for the development and financing of
ongoing training plans.

Business counselling is part of the policies to promote learning throughout the

working life (lifelong learning).
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This is a communication tool aimed at promoting health in the workplace,
increasing productivity, enhancing individual skills and directing the energies and
motivations of individuals. In this respect, many projects and training courses
were presented in our country, which were designed to train experts that can
provide counseling for workers who fall within the aforesaid age, in order to
bridge the generational gap between younger workers and older people.

Through this support action, advice and ‘empathic’ listening of problems, welfare
in the workplace can be increased and the quality of work in terms of
effectiveness and efficiency be improved; it is possible also to facilitate
participation, work motivation and sense of belonging to the company by older
workers, reducing the opportunities for social conflict and friction between
different generational groups and promoting, in contrast, the availability in over
50s to learn the use of new technologies.

Several projects have been recently presented aimed at providing businesses with
a new type of training based on a highly innovative approach: the BBS, Behaviour
Based Safety, or behaviour-based security, based on scientific laws relating to
learning and motivation.

BBS is a process that is continuously implemented within the company and is
based on techniques to motivate employees to a periodic self-observation, to
report behaviours or near misses, and on the provision of feedback and positive
rewards for correct behaviours. BBS radically eliminates the need for punitive
sanctions and develop in all employees a shared ‘culture’ of security.

In addition to the drastic reduction of accidents and all legal and economic
consequences, BBS would have the indirect effect of improving the business
climate and relationship between leaders and employees, and of increasing
productivity, helping to create a greater social cohesion and keeping open the way

for a dialogue among younger workers and older workers.
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New practices in work organization and safety protection in the new so called
‘Consolidated Act on Health and Safety at work’

As regards the second intervention plan aimed at the promotion and development
of innovative practices in work organization to facilitate the extension of the
working life, action must be focused mainly on the adaptation of work processes
(health and safety, quality of work, etc.) and on more flexible employment
contracts and agreements (satisfactory remuneration, flexible working hours, part-
time, self-employment, teleworking, home working, etc.).

The process underlying the health and safety of all workers, especially workers
over 50, is that we need to adapt the work to the worker and not viceversa. Aging
is indeed a natural process, but it can be accelerated by difficult working
conditions, such as handling of heavy loads, excessive exposure to noise,
excessive working hours or too frequent organizational changes.

Law no. 81/08, which collects in a single regulation the rules on health and safety
of workers, often refers to this concept: soon, in the goals of the decree (Art. 1),
the law highlightes the importance to keep in mind gender differences, age and
geographical origin, when protecting health and safety of workers.

Art. 28, par. 1 also shows that the risk assessment must be made with regard to
these differences; the same way, article 190 requires the employer to assess risks
from exposure to noise must consider all the effects on health and safety of
workers particularly sensitive to noise, such as workers over 50.

Similarly, Annex XXXIII of the legislative decree no. 81/08 refers to differences
of gender and age when mentioning the individual factors to consider in the
prevention of the risk of biomechanical overload pathologies, particularly those of
the lumbar spine, related to work activities of manual handling of loads. However,
since Title VI of the same decree - Manual Handling of Loads - does not state
specific weight values, there is a need to identify new reference values for the
correct application of the same Title.

The problem with the employability of workers must also be addressed not only
considering the physical health, but with a flexible approach based on the latest

evidence of body-mind interaction, on psychological risks, stress and burn out.
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Properly addressed and integrated measures help optimize the working capacity of
over 50 and lead to an improved quality of work, increased productivity and
improved quality of life and welfare of the person for a sustainable stay in
employment of seniors workers.

The importance of taking account of risk factors of a psychosocial nature was also
mentioned, including work-related stress, the subject of a specific obligation
assessment charged to the employer. It is necessary, therefore, to take into account
potential stress factors that the Agreement of 8™ October 2004 has identified in
organization and processes in working conditions in the workplace, in a poor
community and subjective effects to emotional and social pressures. Stressors also
include the monotony and repetitiveness in the design of tasks, short work cycles,
the expectation of fragmented work or unnecessary, the underutilization of
capacity, lack of feedback on performance, lack of learning opportunities, or the
low value of work. Still, among the stress factors considered by the doctrine there
are shift work, hours of work, lack of control over work schedules and timetables
unpredictable. The prevention, elimination or reduction of work stress problems
may include several measures. These measures can be collective or individual, or
both. They can be introduced through specific measures aimed at identifying
factors of stress or as part of a concrete policy on stress providing preventive
measures to respond. If within the company there aren’t experts on the subject,
external consultants may be appointed according to the European and national
legislation and in respect of collective agreements and practices. Once in place,
measures should be regularly reviewed to assess their effectiveness, to see if they
are used at their best and if resources are appropriate and adequate.
Communication and management measures may also be adopted, to clarify the
objectives of the enterprise and the role of each employee, to ensure the proper
management support to individuals and groups, to combine responsibility and
control over work, to improve the organization and processes, conditions and
work organization. Another very important measure is training leaders and
workers to increase awareness and understanding of stress, its possible causes and

how to deal with and prepare change, provide information and consulting
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employees in accordance with the EU and national legislation, practices and
collective agreements. To evaluate the presence of potential work-related stress it
is necessary to use psychological methods of investigation and psychosocial focus
on the subjective assessment of the whole person — of the environment and
emotional experience.

In the document of the European Agency for Research on Work Stress, incidents
causing job-related stress risk are defined as ‘those relating to design, organization
and management of work, as well as their respective contexts environmental and
social problems have the potential to give rise to physical, social or psychological
damages’. The same document said that stress occurs when there is a mismatch
between the perception that a person has of the needs of the work environment
and the perception of the same person of the capacity to address them. It should be
borne in mind that work-related stress is a symptom of an organizational problem
and not an individual weakness. To recognize and identify the existence of a
possible problem of stress, it is essential to adopt an approach to evaluate and
detect an objective plan on the subjective reactions produced by stressors in
relation to the context in which they were located. The measurement of stress
should be based primarily on measures that focus on the subjective evaluation
process, emotional experience and person-environment interaction.

Even in Italy steps forward have been made in relation to recognition of stress-
related work. Indeed, the national health plan for 2003-2005 was approved, along
with diseases from known risks, even diseases from emerging risks, including risk
of diseases due to psychosocial stress associated with work-related stress. Already
the agreement reached in Brussels on 8" October 2004 had emphasised the need
to assess this risk and the importance to spread, in a work context, knowledge and
awareness of work-related stress and the efficiency of administrative and health
people connected to it.

It also emphasised the importance of prevention and monitoring of hazardous
conditions at work and organization in order to detect the presence of early work-

related stress risk. Already the legislative decree no. 81 of 2008, which include the
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obligation to evaluate all risks, states that we should take into account, in the
assessment process, gender differences and risks due to the age of the worker.
With regard to risk assessment in relation to gender differences, especially those
risks where gender differences can be significant must be evaluated.

For example, the risks from manual handling of loads must be evaluated
separately by gender. This type of risk is normative in the Title VI of the
legislative decree no. 81 of 2008. In this case, Title VI of the legislative decree no.
81 of 2008 set standard techniques (ISO ISO 11228 series), which refer to
different parameters depending on whether the worker is a man or a woman. For
example, in Part I of ISO 11228 dedicated to activities linked to lifting loads and
transport plan, the evaluation process is detected in 25 kg for men and 20 kg for
women, to ensure the presence of at least 90% of working population.

The evaluation process should also take into account age differences. Regarding
this process, there is already a order to protect minors. Legislative decree no. 345
of 1999 identified the work that is proibited to teenagers. Article 8 of law no. 345
of 1999 established that the employer must carry out risk assessment with special
attention to specific elements, such as the nature and grade the duration of
exposure to physical, chemical and biological agents, the manual handling and
planning processes work. Within the age differences of major importance for our
discussion, in addition to young people, it is necessary to consider the mature
workforce. The report by the European health and safety at work for the year
2007, although it does not establish an age limit beyond which a worker is mature,
said that mature workers are more susceptible to certain types of risks, particularly

processes that require high capacity and reaction force muscle.

3. Good practices in social security reform

Before the description of best practices and recommendations for the future

development of the subject in question it is necessary to explain briefly the
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amendments made to financial economic manoeuvre, as for the Italian pension
system, both in the public sector and the private sector.

Since 2011, the system of output from the world of work, involving a single
sliding window for retirement will be caractherized by four windows in a year for
retirement and two for those of seniority from the date of entitlement.

With the introduction of ‘single window’ mobile employees may retire after
reaching 12 months of minimum requirements, while the self-employed after 18
months.

Same rules as the latter are provided for members to manage separate INPS.

The new rules will not affect workers entitled to a pension before December 31
this year. In addition, the school staff, will continue to retire with the single
window in September, having completed the requirements of age and contribution
by December 31 of that year.

The financial manoevre will not affect workers included in the notice of 30™ June
2010 complying with the requirements of mature age and contribution by the date
of termination of employment, and it will also not affect 10 thousand mobile
workers working under the union agreements doors of 30™ April 2010 reaching
the mature age before the end of mobility, and after 31* May 2010 it will not
affect benefits holders at the expense of solidarity funds industry.

From 1% January 2012, the retirement of women working in the public sector will
be increased from 61 to 65 years as required by the European Commission.
Retirement remains at 61 years for public employees that vest requirements by
31* December 2011.

The severance pay of public employees will be paid in one installment for
amounts up to € 90,000 and in two annual amounts if more than 90,000, but by
150 thousand, whereas for higher amounts will be the payment in three annual
installments.

Finally, since 1% January 2015 is expected to adapt to the requirements of
retirement to increasing life expectancy, calculated by ISTAT.

The decree provides for a faster rate than required by the July 2009 reform,

adjustment will not be made every five years, but every three years, except for the
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first time that it is made after four years, and higher requirements do not exceed
three months.

Basically, from 1* January 2015 there will be an initial increase in the retirement
age of three months.

The second step will be from 2019 and, by this time, will correspond to what is
actually measured by ISTAT, the third since 2022 and then again once every three
years. With this basis, in 2050 people are expected to retire 3.5 years later than
now: the old-age to 68 12 years.

The system also applies to retirement pensions and social ones, except for those
who reach 40 years of contributions.

As far as our research topic is concerned, particularly important is the provision of
the Finance Act of June linking the retirement age to life expectancy average.

To ensure the provision of appropriate amounts to an increasing number of
pensioners, a significant increase in the average effective retirement age is
required.

Youth alone can not cope with the growing burden of an aging population.
Neither there will be sufficient intake of foreign workers.

In the face of increased life expectancy to sixty years old, Italy takes actions to
longer working lives, also to ensure a standard of living for the elderly of
tomorrow.

The basic problem, however, is different: the Italian labour market is able to
respond to the demands of work and of sixty year-olds?

In TItaly, the only normative reference for those who suffer this type of
discrimination is virtually ignored and is the legislative decree July 9, 2003 No
216 (published in the so called Gazzetta Ufficiale, no. 216 of July 9, 2003,
implementing Directive 2000/78/EC for Equality treatment of employment and
working conditions.

Article 3 states that ‘the principle of equal treatment irrespective of religion or
belief, disability, age, sexual orientation, applies to all individuals in both the
public and private spheres [...] in the following areas: a) access to employment

and self-employment, including selection criteria and recruitment conditions [...] .
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There is, however, to signal the third article, which introduces an exception to the
prohibition of discrimination which is not reflected in the text of Directive
2000/78/EC: «Within the principles of proportionality and reasonableness in
employment or the practice of business activities do not constitute acts of
discrimination under Article 2 those differences in treatment due to features on
religion, belief, disability, age or sexual orientation of a person, if, for the nature
of the work or the context in which they are carried, whether the characteristics
that constitute an essential and crucial to the progress of it. Similarly, not an act of
discrimination with the evaluation of these features when they become significant
for suitability to carry out the functions that the armed forces and police, prison or
emergency services may be called upon to performy.

The wording of the rule appears well separated from the corresponding text of
article 4, 1st par. of Directive 2000/78/EC: «Without prejudice to Article 2,
paragraphs 1 and 2, Member States may provide that a difference of treatment
based on a characteristic related to any of the grounds referred Article 1 shall not
constitute discrimination where, by the nature of employment or the context in
which they are carried, such a characteristic constitutes a genuine and determining
occupational requirement, provided that the objective is legitimate and the
requirement is proportionate».

The doubts about the correctness of regulatory intervention transposing the
European Directive grow if you analyse, then, the article 23 of the same ‘In very
limited circumstances, unequal treatment may be justified where a characteristic
related to religion or belief, a disability, age or sexual orientation constitutes a
genuine and determining occupational requirement, provided that the objective is
legitimate and the requirement is proportionate. These circumstances should be
included in the information provided by Member States to the Commission’.

Of the two European standards mentioned above, one draws on the one hand the
existence of a principle of typicality, it is the law and not the employer (as
suggested by the interpretation of article. 3, decree no. 216/2003) that should
indicate in which cases we can make an exception to the non-discrimination

principle, the other connotation of the case is strongly objective and leaves no
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discretion to the employer about the suitability of the worker to be employed or
continue to perform their duties.

It also points out that article 4, par. 1, and new article 15, (final part) of the
Workers’ Statute have already sanctioned any form of direct discrimination for
political, religious, racial, language, sex, adding to these assumptions
discrimination based on being handicapped, on age, sexual orientation or belief.
However, this rule did not provide any exception to the non-discrimination
principle, which means that the protection of the worker prior to the introduction
of legislative decree no. 216/2003 was broader, in clear violation of article 8, par.
2 of the Directive providing that ‘The implementation of this Directive may under
no circumstances constitute grounds for reducing the degree of protection against
discrimination already afforded by Member States in the areas covered by this
Directive’.

It should be noted, then, the rules of evidence provided for this action: ‘In order to
demonstrate the existence of discriminatory behaviour against them, claimants can
deduce in court serious, precise and consistent evidence also on the basis of
statistics, that the judge assesses under the clause 2729, first paragraph of the
Civil Code (art. 4, par. 4)’.

Therefore, workers will still have to prove their claim, because it is not expected
to reverse the burden of proof.

Objectively serious, precise and consistent allegations of facts can only convince
the judge of the goodness of the arguments used by the worker, but he transmits at
his discretion the assessment of the suitability of the evidence to base a test for
presumptions.

This legislation has allowed companies to continue to implement discriminatory
practices against senior workers, and they still continue to seek staff within certain
age limits, as well as sex, because of the high possibility of circumvention of the
law itself and the non-serious and rigid control over law enforcement.

The law is not even enforced in the case of competitions, which often raise the age

limit to 45 years, taking refuge behind a legislation that has not been updated.
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Given the sensitivity of the matter that involve the protection of the dignity of the
individual there should be a greater commitment by the Italian Parliament.

In several European countries including the UK (England, Wales and Scotland) on
1** October 2006 a law was introduced (Employment Equality ‘Age’ Regulations)
prohibiting discrimination based simply on age.

This is a profound revolution, even a cultural fact, every person, young or old, is
first given the right, legally sanctioned, not to be discriminated against based on
age registry.

And the task of a welfare state is to take action to enable people (regardless of
gender, race, language, religion, political opinion, from personal and social
conditions) to exercise the right to work, considered one of major forms of
manifestation of human personality at the same time, ensuring survival and
prosperity.

Company policies for active management of the age factor and the creation of an
enabling environment to prolong working life should understand, first, the
commitment of senior management and supervisors to: awareness, enterprise-
wide, on the theme of ‘age, with the involvement of representatives, developing
plans for information and training aimed at the rehabilitation of the elderly, with
particular attention to technological and work organization that might foster social
exclusion and create the psychological conditions for the exclusion from the
labour market.

The focus on new technologies and production methods must be high to impact
directly on the chances of employability and adaptability of the over 50, to
guarante an upgrading of skills and reorientation of the worker to the new
contexts and production trends, marked by the rapid development of information
society and a changing labour market.

In order to strengthen the senior worker’s capabilities and skills, it is useful to
implement and/or increase the use of the development plan and transfer skills and
knowledge, as Couseling and cognitive training and social.

For the same purpose, it is necessary to ensure the horizontal exchange of labour

through the assignment of tutoring activities, aimed at enhancing the
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professionalism of the elderly, acquired in formal, but above all not the same as
formal workplace, triggering two positive processes: the strengthening of self-
awareness and understanding of the potential professional in their possession, a
prerequisite to adaptability and occupational mobility, awareness of the company
in considering seniors as active resources, ‘custodians’ of an important asset for
the company in terms of know-how and hence productivity.

Promote “inheritance” of professional resources through the transfer of
competencies from junior to senior, produces a virtuous circle which may benefit
the company itself (avoiding the dispersion of skills and knowledge not completed
internally), young workers, recipients transfer of know-how as well as senior
workers themselves to reinforce the knowledge of individuals who are still active
and important for the organization.

The commitment of senior management should also include an assessment and an
effective and pragmatic risk management with the participation and effective
involvement of workers and their representatives and cover the diversity of the
workforce to ensure: stations ergonomic work and good safety conditions at work
improving the environment, equipment and working methods.

The application of applied behaviour analysis studies on the risks as the protocol
B-BS (Behaviour Based Safety) improves the ability to detect and assess risks,
analyse the behaviour that does not comply and set the correct security measures
in the workplace.

In particular, these techniques allow employees themselves to analyse the
correct/incorrect behaviour and suggest the right procedures in quarrying.

For the same purpose, it is necessary to ensure the frequency of targeted health
surveillance and assess the scope for changes and/or reduction of working time

related to the provision made by the worker over 50.
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4. Vulnerable workers, workforce diversity management and the OSH

regulatory reform*

Vulnerable workers

The definition of vulnerable workers in the context of Occupational Safety and
Health (OSH) refers to those workers who are more likely to suffer from
industrial injuries as a result of environmental, physiological, and personal factors
(e.g. young people, people over 50, women, and migrant workers), though this
does not necessarily depend on the type of employment contract. It seems to be
useful to provide an overview of relevant legislation in order to frame the issue.
Pursuant to legislative decree no. 81/2008 (art. 28, par.l, as amended by
legislative decree no. 106/2009), it falls to the employer to assess the employees’
level of protection, especially for those who are more vulnerable:

— workers suffering from work-related stress;

— pregnant women,

— workers who are discriminated against because of their age, gender, nationality,
and employment status.

An investigation of national health and safety legislation, including obligations on
the part of the employer, will be provided in the following paragraphs, with

Section B focusing on the risks linked to age.

Workers experiencing stress at work

Legislative decree no. 81/2008 (art. 28, par.1) sets forth that work-related stress is
a factor to be considered in the evaluation of occupational risks. In doing so,
reference is made to the Autonomous Framework Agreement of 8™ October 2004,
which was transposed on 9™ June 2008 by way of an inter-business collective
agreement between employers’ associations and trade unions. The main goal of
the Agreement is to provide employers and workers with an instrument to
identify, prevent and manage issues associated with work-related stress, therefore
contributing to the improvement of employees’ efficiency and working

conditions, with a considerable impact also in economic and social terms.
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However, the Agreement does not envisage any measure to deal with workplace
bullying, harassment, and post traumatic stress disorder, therefore disregarding
phenomena such as mobbing™ and straining™. As a result, the focus is on work-
related stress, that is defined as a medical condition — accompanied by physical,
psychological or social complaints or dysfunctions — resulting from individuals
feeling unable to keep up with the requirements expected of them. Individuals
may be well adapted to cope with short-term exposure to pressure, which can be
considered as positive, but have greater difficulty in coping with prolonged
exposure to intense pressure. Moreover, different individuals can react differently
to similar situations and the same individual can react differently to similar
situations at different times of their life. It should be pointed out, however, that
work-related stress does not include all manifestations of stress at work, although
stress originating outside the working environment can lead to changes in
behaviour and reduced effectiveness at work. In this connection, the employer is
under the obligation to provide protective measures only with regard to work
organization, working conditions and environment. This entails the identification
of those factors that are stress-inducing and actions to be taken to reduce them,
with the duty to report and evaluate the results on a regular basis. Relevant studies

on those risks that are more likely to cause stress include the following:

Environmental risks - noise
- vibration
- temperature variations, humidity, ventilation,

- health issues

Psycho-social risks Working environment
- organizational culture
- role within the company

- career advancement

32 Mobbing here is defined as discriminatory behaviour directed in a systematic manner by the employer or an
employee toward another employee in both the public and private sector, resulting in psychological abuse.
33 Straining here is defined as a work-related disorder taking place over a long period of time, resulting from

stress and negatively affecting someone’s work tasks.
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- management and decision-making

- interpersonal relationships

- job mobility

- imbalance between private and working life
Work content

- task to be carried out

- workload and working time

In addition to the risks mentioned above, reference should be made also to those
associated with precarious employment, as workers engaged in precarious jobs —
characterized by low income, inadequate opportunities in terms of training and
career advancement — usually operate in more dangerous working conditions,
without necessarily receiving training in occupational safety and health, and with
higher levels of stress due to uncertainty over the continuity of employment.

In this connection, it is up to the employers to prevent, reduce or eliminate issues
arising from work-related stress. They should work to determine appropriate
measures to be implemented together with workers and their representatives. Such
measures might also include an overall process of risk assessment, or ad-hoc
initiatives aimed at identifying stress factors. Furthermore, measures in terms of
management and communication such as those clarifying the company’s
objectives and the role of workers should be adopted, ensuring suitable
management support for individuals and team, matching responsibility and control
over work, and improving work organisation and processes, working conditions
and environment. This should also be followed by adequate training for both
managers and workers, awareness-raising campaigns aimed at increasing
understanding of the issue and how to deal with it, and the adoption of an ‘award
system’ for those complying with health and safety regulations. In addition, a
number of actions should be taken to address questions dealing with:

— working hours;

— participation and management;

— workload;

— work content;
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— role within the organization;

— working environment;

— career prospects.

Once implemented, anti-stress measures should be reviewed on a regular basis to
assess their effectiveness, in order to verify their appropriateness.

With reference to the employer’s obligation to evaluate risks associated with
work-related stress, legislative decree no. 207/2008, converted into law no.
14/2009, deferred the date of the enforcement of this obligation to 16™ May 2009.

Subsequently, legislative decree no. 81/2008 (in particular article 28, par.1) was
amended by legislative decree no. 106/2009, which specifies in this regard that,
from 1% August 2010, the assessment of the risks linked to work-related stress
should be carried out in compliance with the conditions laid down by the
Advisory Panel on Health and Safety at Work. This obligation, applying to both
the public and the private sector, was further deferred to 31% December 2010.

Workers exposed to risks arising from gender inequalities and pregnant workers
As mentioned earlier, legislative decree no. 81/2008 (art. 28, par.1, as amended by
legislative decree no. 106/2009), sets forth that the process of risk assessment
should inter alia consider gender inequalities and hazards that are specific to some
categories — e.g. pregnant women — as laid down also by legislative decree no.
151 of 26™ March 2000. The aim is to provide women with employment
protection considering also their commitment to family and children, taking into
account differences with male workers. In this sense, it is worth pointing out that,
for instance, exposure to chemicals, vibrations, and radiations has a different
impact on women and men’s health. Therefore, while identifying preventive
measures and good practices to be adopted to safeguard working women, the
employer should take such ‘diversity’ into account. Among the aspects to consider
for a women-friendly approach in terms of health and safety, mention should be
made of the following:

— certain hazards are specific to certain occupations;

— women and men are clearly different, especially in terms of reproduction;

306



ITALY

— they take responsibility for different household chores, with women regarding
them as an extra working activity.

Women should be granted safeguards in terms of work-life balance, and protected
as human beings in all different stages of life (pregnancy, maternity and so on). In
this connection, a number of actions should be taken especially concerning work
organization, in order to provide women with flexible working time and better
career prospects. In addition, equal opportunities should be granted to women in
terms of adequate training, career advancement, fair remuneration, also preventing
them from direct and indirect discrimination. Special attention should also be paid
to measures adopted to tackle discrimination on the grounds of sex, together with
offensive and persistent behaviour leading to sexual harassment. With reference to
pregnant workers and their legal protection, article 11 of legislative decree no.
151/2001 sets forth that it is up to the employer to assess risks for women
employees during pregnancy, considering their exposure to chemicals and
biological agents, and other factors — as specified in Annex C of the decree — with
the results of such evaluation to be communicated to workers and their
representatives. Measures of this kind might include the assignment of the worker
to another task, if necessary at a lower level in terms of employment grade,
especially if an adjustment to working hours is not possible, with the employer
being under the obligation to provide notice of the new assignment to the
inspectorate of the Ministry of Labour in writing. Otherwise, the Provincial
Labour Office (Direzione Provinciale del Lavoro) might provide for parental
leave lasting three months prior to and seven months following the expected date

of childbirth.

Annex C — Legislative decree no. 151/2001

Physical agents causing fetal damages and/or abruptio placentae:
- shocks, mechanical vibrations and sudden movement;

- manual handling of loads causing back pain;

- noise;

- exposure to non-ionizing radiations;

- thermal stress;

- awkward movement and posture, travelling — either inside or outside the premises — mental and
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physical fatigue and other physical burdens associated with the activity of the worker as referred to

in article 2 of the decree.

Biological agents of groups 2 - 3 - 4 under article 75 of legislative decree no. 626 of 19 September
1994 as amended and supplemented, in so far as such agents and necessary medical treatment
jeopardize the health of pregnant woman and unborn child and in so far they are not listed in Annex

B.

Chemical agents in so far as it is known that they jeopardize the health of the pregnant woman and
the unborn child and in so far as they do not appear in Annex B:

- substances classified as R40, R45, R46, R47 according to Directive no. 67/548/EEC, provided they
are not listed in Annex B;

- chemical agents appearing in Annex VII of legislative decree no. 626 of 19 September 1994 as
amended and supplemented;

- mercury and its compounds;

- antifungal drugs;

- carbon monoxide;

- chemical agents proved to be dangerous due to percutaneous absorption.

Industrial processes listed in Annex VII of legislative decree no. 626 of 19 September 1994 as

amended and supplemented.

Underground mining work.

Furthermore, working women, both during pregnancy and up to seven months
following childbirth, cannot be employed in hazardous tasks that are physically
demanding and that require the lifting of heavy loads according to article 7 of
legislative decree no. 151/2001. Otherwise, they must be immediately re-assigned
to a new task, regardless of the risk assessment. Jobs defined as dirty, demanding,
and dangerous are listed in article 5 of Presidential decree no. 1026 of 25"
November 1976, also appearing in Annex A of legislative decree 151/2001, while
Annex B of the decree provides a list of those tasks deemed to be hazardous due

to their exposure to chemicals and unsafe working conditions.

Annex A, legislative decree no. 151/2001

Prohibition on female workers engaging in dangerous activities applies to a wide range of manual and
mechanical handling activities (e.g. lifting and lowering, carrying, operation of fork-lift trucks). Workers are

not allowed to engage in work of this kind during pregnancy and up to seven months after childbirth.

According to article 7, the following jobs are classified as demanding, dangerous, and dirty:

a) those listed in legislative decree no. 345 of 4™ August 1999 and legislative decree no. 262 of 18" August
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2000;

b) those listed in the chart provided by Presidential decree no. 303 of 19" March 1956, according to which
female workers should take part in medical examinations on a periodical basis;

c) those exposing workers to crystalline silica and asbestos, or causing the onset of occupational diseases
referred to in Annex 4 and 5 of Presidential decree no. 1124 of 30 June 1965, as amended and supplemented;
d) those exposing workers to ionizing radiations;

e) those entailing ‘performing work on scaffolding and ladders’;

f) those involving physically demanding activities;

) those involving a standing positions or uncomfortable working posture for most of the time;

h) those entailing the use of a foot pedal (foot-press machines), if the force required to press the pedal is too
strong;

i) those involving machine with high-intensity vibrations;

1) caring professions (dealing with infectious and mental diseases);

m) those in the agriculture sector and entailing the handling of toxic chemicals, more generally (fertilization,
care of farm animals);

n) those to be performed in paddy fields;

0) those to be performed on ships, aircraft, trains, buses and any other means of transportation.

Annex B, legislative decree no. 151/2001

A. Pregnant workers
1. Agents
a) Physical agents: Work in hyperbaric atmosphere, e.g. pressurized enclosures and underwater diving.

b) Biological agents

- toxoplasma,

- rubella virus, unless pregnant workers are proved to be adequately protected against such agents by
immunization.

c¢) Chemical agents
Lead and lead derivatives in so far as these agents are capable of being absorbed by the human body.

2. Working conditions
Underground mining work.

B. Female workers after childbirth
a) Physical agents: Work in hyperbaric atmosphere, e.g. pressurized enclosures and underwater diving.

2. Working conditions
Underground mining work.

Measures of this kind should be adopted also in the event of an inspection carried
out by the Ministry of Labour — on his own initiative or upon the party’s request —
certifying that working and environmental conditions pose serious health risks to
working women. In addition, they should not be employed in the event of poor

state of health, also in the event of complications in pregnancy, or when a new
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assignment is not available. Hence, they are required to communicate their
medical condition to the employer by providing a medical certificate. If the
employee does not present the medical certificate within the required time period,
the implementation of the measures mentioned above can be delayed until such
certification is provided.

Art. 8 of legislative decree no. 151/2001 deals with exposure to ionizing
radiations, setting forth that ‘pregnant workers cannot be engaged in activities
involving a significant risk for the child to be born, with the provision also
applying to breastfeeding mothers. In this case, women are under the obligation to
submit a declaration of pregnancy to the employer, who has to promptly assign
them a new task, more compatible with their health status. If this is not possible,
the worker is prohibited from performing the current working activity.

Further measures have been introduced also to protect health and safety of
pregnant workers, dealing with night work, that is from midnight to 6 am. In this
connection, they cannot be assigned to night shifts during pregnancy, or for 12
months following childbirth. In addition, the following categories are exempt
from performing night work:

— female and male workers with care-giving responsibilities with children younger
than three years old,

— primary carers with children younger than 12 years old.

The provisions mentioned above dealing with night work are included in article
11 of legislative decree no. 66/2003, also specifying that failure to comply with
such measures may result in two- to four-year prison sentence and a fine between

516 and 2,582 euros.

Risks associated with migrant workers

People working overseas face major challenges, particularly related to language
barriers and a reduced perception of occupational risks. They are also more likely
to take up hazardous and unskilled jobs, characterized by unfavorable working
conditions, excessive working hours and unsocial shifts resulting in mental and

physical fatigue that undermines alertness levels. It is also relevant that rotating
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shift workers, as well as night workers, tend to underperform their dayshift
counterparts because of an attenuated brain response, with lack of sleep resulting
in a general fatigue and tiredness often leading to occupational injuries. Poor
language skills are another major issue, representing an obstacle to adequate
training opportunities in OSH. Migrant workers often come from countries with
low levels of awareness of risks in the workplace, developing a different approach
to occupational hazards.

Therefore, the focus should be on information and training as a way to improve
migrants’ capacity to assess risk. As mentioned earlier, legislative decree no.
81/2008 (art. 28, par.1) specifies that immigrant workers are classified as being
more vulnerable: employers should take responsibility for their health and safety
and adopt specific measures to safeguard them. Art. 36, par. 4 of the decree also
makes provision for the workers’ right to be informed properly about health and
safety risks at work, setting forth that content must be easily accessible to workers
- especially migrants - enabling them to gain necessary knowledge. Art. 37 also
lays down that the onus is on the employer to provide occupational and language
training, with par. 13 reasserting that the content should be understandable by all
workers. In addition to assessing language skills, measures should be adopted to
increase awareness of workers’ rights and duties in terms of OSH, also by way of
the implementation of good practices.

Finally, there is a need to take into great consideration occupational risks
involving the followers of Islam, especially during Ramadam, the Islamic month
of fasting according to which participants refrain from eating and drinking from 5
am to 5 pm. In this light, the employer should provide more flexible time
arrangements in order to safeguard their health and safety, as well as their

freedom of religion.

Occupational risks associated with contractual arrangements
Legislative decree no. 106/2009, which amended legislative decree no. 81/2008,
makes provision for the risks associated with the nature of the employment

relation, focusing particularly on atypical workers and fixed-term workers, who
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are more exposed than others groups to hazards. This is due to a number of
factors: the short duration of the assignment, job insecurity, inadequate training,
the nature of the tasks to be carried out, low bargaining power, and low levels of
union and legal protection. The new provision is in this regard an attempt to
safeguard those workers who are more vulnerable in contractual and individual
terms. The categories of workers who are more likely to suffer from occupational
risks (e.g. young people, women, and migrant workers) are often employed under
these forms of contracts, although the individual risk is not necessarily associated

with the type of employment contract.

Workers aged over 40

Further studies on the demographic evolution in Europe lead to two important
outcomes: a significant decrease in the birth rate and, on the other hand, a
considerable increase in life expectancy, leading to profound transformations in
the European working population. In the light of the above, it will be necessary to
adopt innovative work organization models that take account of the ageing of the
economically active population. This is a major issue, to the extent that the
improvement of employment rates for those aged 55 to 64 years has been included
also in the list of structural indicators in the Lisbon Strategy.

With regards to Italy, the statistics highlight new trends in demography and
employment. In particular, the employment rate for those aged 55 to 64 was
34.4% in 2008%*, with a slight increase compared to 2007 (0.7%). The EU
employment rate for those aged 55 to 64 years was 45.6% in the same year, that is
34 percentage points less than 25 to 54 age group, and 8 points more than young
people aged 15 to 24. There are considerable differences in these figures among
European countries, with Sweden employing more than 70% of the working age

population, that is as twice the employment rate in Malta. Italian employment

3 Source: Istat, Rilevazione sulle forze di lavoro. Media 2008, Statistiche in breve del 27 aprile 2009.

Eurostat. European Union Labour Force Survey, Annual Results 2008, Issue no. 33/2009.
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rates for this age group remain below the EU average (34.4%), thus confirming
the marginalization of a part of the working population.

According to national figures, there is almost no difference between the South and
the North of Italy in terms of employment rates among older workers (see Table 1

below).

Table 1. Employment rates for the 55- 64 age group by region, 1999-2008 (%)

Regions 1999 2000 2001 2002 2003 2004 2005 2006 2007 2008
Piemonte 22 226 221 226 251 269 281 285 294 306
Valle dAosta 257 290 304 304 297 320 311 352 352 350
Lombardia 256 246 248 258 277 283 288 306 316 320
Liguria 234 226 240 243 265 283 299 324 353 356
zfizzno'Alto 354 344 346 345 334 322 320 340 354 358
Bolzano 321 321 320 314 351 375 369 381 395 398
Trento 389 370 372 376 318 273 276 303 318 323
Veneto 241 251 244 249 278 281 274 291 310 322

Friuli-Venezia 3 o )16 243 242 262 265 264 296 298  29.0

Giulia

Emilia-Romagna  30.1 293 291 302 312 321 334 352 383 388
Toscana 28.1 284 294 302 315 322 355 352 355 371
Umbria 315 313 319 324 275 310 330 309 358 374
Marche 304 310 314 322 325 327 327 348 365 354
Lazio 303 304 292 302 316 351 358 358 379 409
Abruzzo 305 313 312  31.8 331 344 358 366 355 359
Molise 34.1 364 363 37.1 327 341 374 37.0 343 357
Campania 335 340 346 348 329 323 324 334 352 344
Puglia 222 229 228 228 259 285 277  29.1 315 316
Basilicata 37.6  38.1 37.1 37.8 341 348 365 397 392 392
Calabria 312 31.0 321 323 362 382 377 368 371 36.7
Sicilia 261 267 276 287 282  30.1 330 334 328 337
Sardegna 347 326 317 337 297 293 313 323 31.0 303

Source: Istat, Rilevazione continua sulle forze di lavoro. Eurostat, Labour Force Survey.

Reflecting their increasing participation rates in economic activity, older workers

are expected to stay in employment longer and to lead the change towards
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innovation, especially considering the challenges posed by ongoing
transformations in the labour market. Initially, the government adopted a number
of measures — such as early retirement — to force older workers out of the labour
market and to deal with the ageing of the workforce. However, solutions of this
kind are now regarded as misguided, marginalizing older workers instead of
providing them with adequate retraining. Most developed countries have now
redesigned their employment policies with a view to promoting employability for
this age group, safeguarding their rights in terms of OSH, and increasing
employment rates by postponing exit from employment for those aged over 50.
The main goal for employers is to encourage older workers to stay on at work, and
to adapt their skills to new conditions, while safeguarding their health and
maintaining their motivation and ability. In this connection, actions should be
taken to tackle discrimination, change the stereotypical view of older workers, and
above all, promote more flexible working conditions and job opportunities for

them.

Age-related risks

Pursuant to Art. 28, par. 1, of legislative decree no. 81/2008, the burden is on the
employer to assess and adopt measures to prevent risks associated with age for
both young and older workers. In this connection, law no. 977/1967 — as amended
by legislative decree no. 345/1999, which was itself supplemented by legislative
decree no. 262/2000 — lays down special provisions for minors. In particular,
article 7 sets forth a number of factors to be considered while assigning them a
new assignment, such as their physical development, lack of expertise, low risk
perception, and the need for health and safety training and information. Young
workers face additional challenges, as, unlike older workers, they are unfamiliar
with the working environment, and unaware of risks and their rights and duties.
Not to mention the working conditions and the employment status they operate in,
often on a temporary basis with inadequate safety training (a case in point is
young people working in call centres) In addition to being precarious, young

workers — especially those aged 15 to 24 years — are more likely to undertake
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physically demanding jobs and to work to tight deadlines and at very high speed
and this may result in musculoskeletal disorders. In addition, young workers are
also more likely to take on jobs characterized by repetitive motion, rapid
movement, vibration, the handling of toxic chemicals, exposure to high
temperature, and, as newly hired, to harassment and bullying. In order to cope
with those questions, the employer needs to adopt a set of measures in terms of
health and safety, training, information, also appointing mentors within the
company to help newly hired workers in their routine activities.

In order to safeguard young people the company must provide relevant
information on potential risks and preventive measures before they start to work,
as statistics show that in the first month of work they are five times more likely to
suffer from occupational injuries than their older counterparts.

Furthermore, supervisors should observe their work to evaluate the effectiveness
of training programmes and make sure they carry out their tasks properly.
Supervisors should also be provided with adequate training themselves, and be
instructed on what actions need to be taken in the event of injuries suffered by
young workers. More specifically, their task consists of:

— ensuring the implementation of good practices in terms of health and safety;

— making sure that safety measures have been designed also in practical terms;

— promoting a strong ‘culture of health and safety’;

— reporting any changes and problems;

— providing advice for younger workers.

In the same way, young workers must report to their supervisor any perceived
risks, comply with OSH rules and regulations, be instructed and trained properly
about their equipment, machinery, and personal safety devices.

A case can be made for the inclusion of risk education as part of educational
programmes. In this respect, schools and colleges need to play a major role in
increasing the awareness of hazards among young people, and in the planning of
specific measures to be adopted in the years to come. Specific risk assessment
should involve also older workers, due to their vulnerability arising from lower

levels of adaptability and reduced physical strength. The issue of older workers
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will be analyzed in the following paragraphs, with Section C investigating the
duties on the part of the employer in terms of risk assessment and medical

surveillance.

5. Age, risks and the loss of skills: how to tackle these issues

In considering the vulnerability of the working population, special attention
should be given to psychological factors. Over the years, the world of work has
experienced profound changes, with worker’s state of health being affected in
toto, and therefore having an impact also on nervous and immune systems, that
tend to respond more slowly with age.

On the basis of these considerations, the University of Nottingham carried out an
investigation on work-related stress entitled Ageing, Work-Related Stress and
Health. Reviewing the evidence. The outcomes show that stress at work peaks
between 50 and 55 years old, and decreases when approaching retirement age.
Evidence also suggests a number of gender differences, with women in the 45-54
age group reporting higher levels of stress than men. This is probably due to the
fact they occupy different roles (as workers, and at home, taking on greater shares
of household responsibility) often characterized by low status and less control
than men. Another relevant issue is the prejudicial attitude on the part of the
employer and younger colleagues against ageing workers, who regard them as
individuals with no career prospects. Hence, they are also less likely to be offered
training and to be promoted, experiencing a lack of motivation and fewer
opportunities in terms of career development. Ageing workers are also less willing
to move to new jobs, fearful of their vulnerability and precariousness in the labour
market, and may show uneasiness over the need for flexibility and technological
innovation.

Discriminatory practices (mobbing, harassment) aimed at forcing out the worker
are also problematic; employees are often pressured into resigning after

undergoing marginalization and professional de-qualification.
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As mentioned earlier, it is up to the employer to assess age-related risk and adopt
specific measures to safeguard older workers in terms of work organization, stress
prevention, and flexible working time. Among the good practices to protect older
workers, who often have health problems and family responsibilities, mention
should be made of the following:

— putting forward new organizational strategies promoting reduced working hours
and part-time;

— setting up a work environment characterized by a positive attitude toward age
differences;

— enhancing working relationships also on the part of the employee;

— taking older workers’ expertise into greater consideration and making greater
use of their occupational skills;

— providing them with more control over their working activities;

— increasing the support from colleagues and supervisors;

— providing health plans and programmes promoting exercise and fitness.

Skill loss and ergonomics

As we have seen, older workers seem to be more exposed to risks arising from
unsafe working conditions than their younger counterparts. In addition, they
experience a natural reduction in performance involving physically-demanding
tasks, offset by an increase in soft skills which are given increasing importance.
New trends in organizational strategies give priority to the ability to handle
personal relationships and to promote a business, which, although reporting a
slight decrease in the group aged 40 — 65 years, tends to improve over the years.

It is important to figure out whether and how specific working conditions — e.g.
high speed work — affect older workers’ability to work, resulting in psychological
strain, cardiovascular diseases, and occupational injuries. With reference to this

issue, a number of studies have been carried out recently in Europe with the aim
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to identify the link between ageing and skill loss, and between expertise and
35

productivity. Table 2 summarizes the outcomes
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Table 2
References Advantages in hiring older | Disadvantages in hiring older
workers workers
Lieberum, Heppe, | - High level of expertise - Reduced strength

Schuler, (2005)

- Good interpersonal skills

- Reduced learning capability

Basso, Busetta, lacoucci,

Vittori, (2005)

Significant factors:

- loyalty to the company

- leadership

- work focused

- company concerned

- responsible attitude

- reliability

- willingness to help colleagues
- prolonged attention span

- willingness to work overtime
- willingness to take on repetitive
and physically-demanding tasks

- respect for hierarchy

Significant factors:

- adaptability to innovation
- computer literacy

- creativity

- flexibility

- involvement

Ilmakunnas,  Skirbekk,
van Ours, Weiss (2007)

- The link between age and

productivity is complex and

presents different facets.
Employing young workers when
technological innovations result
in a reduction of strength is not

effective.

- Ageing associated with increased
absenteeism and a slight decrease in

work capabilities and productivity

Ilmakunnas, Maliranta

(2007)

Companies benefit from hiring

young workers only in the

manufacturing ICT sector.

Older workers have a negative impact
on company profits and productivity
because of their high wages resulting
from deferred earnings, high levels of
protection and bargaining power. This

is particularly true when technological

35 Jtalialavoro, La valorizzazione dei lavoratori maturi (over 50):

strategie delle organizzazioni, 2007.
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innovation makes their skills inadequate
and slows down the learning of new

ones

Economix Munich, 2006

tasks with no tight deadlines,
which require judgment, social

skills, and the building of strong

Ageing and | Compared to their younger|Discrepancy between wages and
employment, counterparts, older  workers | productivity pushes the employer to
Warwick University- | provide better performances in |terminate the employment relationship.

Older workers find it difficult to handle
physically demanding jobs and to keep
up with technology.

relationships with customers

What emerges from this overview is that learning capability is not affected by
ageing, as further skills, e.g. expertise, are further developed with the passing of
time. Where possible, older workers offset the natural decline in strength by
means of new strategies in organizational terms, also based on their experience. In
spite of the outcomes, older workers are still regarded as less productive than their
younger colleagues, due to their age-related physical and mental decline. By
neglecting the benefits of getting older, employers force them out of the labour
market, and ignore proper measures to safeguard them.

The employer should consider that those aged over 50 are more vulnerable than
their younger counterparts, mainly because of the natural process of aging — and
not as a result of skill loss — which usually affects workers’ hearing, eyesight, and
muscular strength. Attention should be paid also to other factors, such as: mobility
limitations, back pain, decreased muscle elasticity, partial loss of heat and cold
tolerance, as well as work related upper-limb disorders, reduced reflexes and
working capability.

Adapting working conditions to workers’ needs — especially for those over the age
of 50 — is of significant importance in dealing with ageing. The focus should be on
issues related to ergonomics, also taking into account those occupations entailing
repeated movements (e.g. nurses, cashiers, and production line operators). In this
connection, musculoskeletal disorders have been reported in physically-
demanding tasks well below the risk threshold, due to insufficient recovery time.

The provision of increased rest breaks, more task variety, and job rotation are
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useful to safeguard the health of older workers and reduce physical strain. Finally,
increasing awareness of ergonomic factors should also help to bridge the gap

between young and older workers in terms of production time and physical skills.

Risk assessment

The risk assessment process is of fundamental importance to identify occupational
hazards at the workplace and adopt preventive measures to safeguard workers’
health and safety, also in organizational terms. In particular, according to article 2,
par. 1, subpar. Q of legislative decree no. 81/2008 such processes aimed at
‘providing an overall and certified evaluation of work-related risks within the
establishment they operate, in order to put in place appropriate preventive
measures and draw up guidelines with the view to improving health and safety in
the workplace’. This definition consists of three phases: assessing the risks,
identifying effective safety policies, and improving workers’ protection through
legislation.

With reference to older workers, companies need to face the issue of ageing by
implementing new policies in terms of work organization and the environment,
also increasing public awareness of the issue, moving beyond stereotypical views
and promote safety training in any stage of life.

It is also advisable to improve job satisfaction by means of specific training and
retraining initiatives designed also to consider differences among workers — also
making use of personalized programmes and small study groups — which will
result in higher levels of productivity, innovation, occupational development and
mobility between companies. Older workers may be more willing to change jobs
and more motivated if they realize they make a valuable contribution to the
employer.

However, Italian companies show little interest in the issue. They often expect
regional bodies to take responsibility for retraining employees, especially those in
their 40s. According to statistics provided by Eurostat, only 10% of workers
receiving vocational retraining are over 50, due to the assumption that workers at

that age are not willing to learn new skills and to break their old habits. In light of

320



ITALY

the above, there is a need for innovation in cultural terms to be carried out by all
actors involved in the labour market, and to reconsider links between
environment, health and age in the workplace over the entire working life. In this
light, lifelong learning process play a decisive role in supporting older workers, as
representing an informal learning opportunity not confined to the early stage of
life. The fact that workers have a diploma does not necessarily mean that they
have gained all necessary skills, as the learning process encompasses a number of
aspects such as experience and formal/informal education. It is also desirable to
rethink working time, as well as the speed of work, so as to meet workers’ needs.
In order to strike a balance between working hours and free time, older workers
should be assigned to tasks requiring flexibility, good judgment and experience
rather than physical strength. Furthermore, actions should be taken to enhance
integration between young and older workers, since older workers bring a wealth
of expertise and knowledge and therefore embody the history of the company. For
this reason, they can be given further responsibilities in terms of guidance and
training, especially in the case of physically demanding jobs. Workers over the
age of 50 serving as mentors should be able to back up younger workers in their
professional career, and to make them aware of the job content, working
environment, and team-working. Policies of this kind will be of benefit to newly
hired workers as providing them with high levels of motivation, helping them to
develop further skills if necessary and therefore making good use of the

contribution of older workers.

Medical surveillance

Medical surveillance includes provisions aimed at safeguarding workers’ health
and safety at the workplace, also considering occupational hazards as defined by
article 2, subpar. M, of legislative decree no. 81/2008. Medical surveillance
contributes to protecting employees’ health by means of safety programmes, also
taking into account differences in terms of age, gender, and individual factors. In
assessing the risks and vulnerability of older workers, companies, along with

health authorities, should consider the following aspects:
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Physical strength Ageing results in a reduced physical ability, with significant
individual variation. For this reason, attention should be paid to older

workers employed in tasks requiring the handling of heavy loads.

Movement and posture Older workers are at greater risk in those tasks requiring rapid
movement and awkward posture, due to a reduction in the range of]
movement of their joints. It is therefore decisive to reconsider the
workplace both in organizational and ergonomic terms, especially for
workers aged over 50, also taking into account their reduced load-

bearing capacity.

Eyesight Failing eyesight is a natural progression increasing with age,
therefore older workers need to be provided with suitable lighting. As
laid down by OSH regulations, they also need eye tests, in order to

safeguard their health, as well as other workers.

Hearing Workers aged over 50 might suffer from age-related hearing
problems also due to noise exposure, which makes it difficult for
them to hear high frequencies. Loss of hearing might be hazardous in
that they might not understand a verbal alarm signal. Companies
might adopt measures aimed at reducing noise, also providing
hearing protection measures to be set up together with the health

authorities.

With reference to medical surveillance, the law sets forth a number of measures
aimed at protecting mature workers. Art. 176 of legislative decree no. 81/2008
makes special provision for video terminal operators, e.g. biannual medical
examination for the over 50 age group.

As for the handling of loads, Annex XXXIII of legislative decree no. 81/2008
deals with factors associated with overloading, specifying that ‘physical ability
must also take into account age and gender differences’. Further on in the
document it is stated that muscular strength reduces with age, often resulting in
musculoskeletal disorders (e.g. spondylo-arthropathy). The handling of loads, and
all physically-demanding tasks should therefore be assigned also considering age-
related criteria — maximum load for those under the age of 45, medical
surveillance for those aged over 50 and so on — listed in safety guidelines.

Furthermore, article 190 specifies that in assessing the risks associated with noise,
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the company should take into consideration hazards for special categories of
workers, e.g. those aged over 50.

Finally, workers have the right to ask for further medical examinations, in
addition to those provided on a regular basis, in the event of an alteration of their
health status or a medical condition affecting their performance. Their working
ability, whether partial or total, should be also verified, especially if affected by
age-related diseases, such as heart and musculoskeletal disorder. The employer
must assign the worker to another task that is more compatible with their health
status, in the event of an inability to perform a specific task duly certified by the

health authority.

6. The guidelines on work-related stress assessment: good practices and

future development

The guidelines on risk assessment, which are normative in character, were issued
by the Advisory Panel on Health and Safety at Work set up by the Italian Ministry
of Labour and Social Affairs, on November 18" 2010, with the aim of transposing
the 2004 European framework agreement on work-related stress, as also laid
down by the Health and Safety Consolidating Act (Testo Unico su salute e
sicurezza). In order to comply with European legislation, and to deal with
questions arising from its interpretation, Art. 28, par. 8 of legislative decree no.
81/2008 specifies that the assessment of risk must be carried out also considering
work-related stress. With the issuing of par. 1-bis, the Panel was also entrusted
with the task of performing an advisory function, helping employers, advisers and
supervisors to fulfill necessary requirements not later than 31% December 2010,
also backed by a tripartite committee. Far from being taken for granted, the
issuing of the guidelines, was a subject of a heated debate between the
government, the social partners, experts in the field and inspection bodies at a
local level. In this connection, strong reservations were expressed about the

transposition into national law of the Framework Agreement via the inter-business
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Agreement of 9" November 2008, to which legislative decree no. 81/2008
referred, as methodology to assess the risk is subject to a variety of
interpretations. Furthermore, considerable doubts were raised about the adoption
of mandatory minimum standards to be reliable, fair in evaluating the individual’s
state of health, and cost-effective for the companies, since they pay for the
medical surveillance.

The long-awaited much-discussed provision was the result of months of talks
among the actors involved, and it aims at meeting everyone’s interest and
providing employers with minimum requirements to be improved on a voluntary
basis.

Risk assessment is usually carried out on those group of workers performing the
same tasks or belonging to the same organizational unit (e.g. shift and sector
workers ), who are likely to be exposed to the same occupational hazards, also on
the basis of evidence provided by the company.

This assessment is in its preliminary phase, and further research will be required if
the measures adopted to reduce work-related stress prove to be ineffective.

The preliminary assessment of risk aims at detecting objective and ascertainable
factors, to be classified as follows:

1. indicators serving as an ‘hazard warnings’— occupational injuries, sick
leave, turnover, proceedings and sanctions, complaints filed by the employees — to
be assessed under criteria set up within the company (e.g. trends in industrial
injuries);

2. job content: working environment and equipment, workloads and word
speed, working hours, match or mismatch between worker’s skills and job
requirements;

3. factors associated with the workplace: role and function within the
organization, organizational decision-making and control over work, interpersonal
conflict, career advancement and development, communication issues (e.g. the
task to be carried out);

A compliance checklist should be provided for company medical officers, to

allow them to assess the risks in accordance with the points mentioned above.
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Equally important is to involve workers and their health and safety representatives
in the issue. In this connection, it falls to the employer to design measures to
enhance their engagement (e.g. in large companies employee representatives can
be appointed).

In the event that no risk associated with work-related stress has been reported in
the preliminary stage, the employer is under the obligation to provide a written
statement certifying the fact, also including risk monitoring. Otherwise, a risk
management plan should be set up, along with corrective measures (in terms of
procedures, organization, training and communication), and a further in-depth risk
assessment (valutazione approfondita) in cases in which the measures mentioned
above prove to be ineffective. A more comprehensive assessment of the risks
might include a questionnaire for the workers, or a sample group, focus groups,
and semi-structured interviews. In companies employing less than five workers,
the employer can decide to meet them in order to increase their commitment and
to assess the effectiveness of the solutions.

The time-limit of 31% December 2010 laid down by article 28, par. 1-bis of
legislative decree no. 81/2008, refers to the beginning of the risk assessment
process in accordance with the points mentioned above. In this connection, the
deadline, as well as the forward plan to fulfill such requirements should also be
included in the written statement, that will be taken into account also by
inspection bodies. The Advisory Panel on Health and Safety at Work is required
to submit a report within 24 months after the issuing of such guidelines, in order
to evaluate the effectiveness of this approach and its further integration.
Employers who already provided the risk assessment associated with work-related
stress — in compliance with the European Framework Agreement of 8" October
2004, as implemented by national legislation by means of inter-business
agreement of 9™ June 2008 — only need to update the survey, as laid down by
article 29, par. 3 of legislative decree no. 81/2008. Once implemented the
guidelines will serve as an effective instrument in terms of work organization and
risk assessment, to identify and overcome risk-related issues, particularly for older

workers, who are more exposed to occupational hazards.
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7. OSH participation model and collective agreements

RLS in article n. 9 of Workers’ Statute and in decree n. 626/1994

The right to safety at work, while important from the standpoint of individual
ownership, may find effective protection only through the instruments of
collective autonomy. This is a right with two implementation instruments: an
individual one and a collective one, mutually compatible. The key provision is
article no. 9 of the Workers’ Statute which requires that workers, through their
representatives, are entitled to monitor the implementation of standards for
accident prevention and diseases and promote all appropriate measures to protect
their health and psycho-physical integrity.

Collective and individual action are perfectly compatible from any legal and logic
standpoint, since the collective profile cannot weaken but certainly strengthen the
position of the individual beneficiaries of protection. Collective protection is a
completion of the individual profile of protection contained in article 2087 c.c.
The doctrine, then, did not hesitate to assert the primacy of the collective
protection, thus paving the way for collective bargaining as a natural tool to
protect the interest at stake.

Since legislative decree no. 626 of 1994, it has become clear that collective
protection of safety at work should be done through the safety representatives of
worker and the power assigned to them by the law.

Although the legislation seems to be designed to move from an harmful conflict
security to a partecipation model, the space that legislation assigned to collective
bargaining in this area is not easily defined; in particular the RLS has very
heterogeneous characteristics, being the roles it can assume in the management of
safety at work very different. One thing stays indisputable: trade unions seem to
claim a greater involvement of collective subjects in the legislative phase, in the
application phase, and in the control and penalties ones.

Article 9 of the Workers’ Statute is a provision that permits the collective exercise

of a right, according to which workers are a ‘community of risk’, with the subject
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of the control in order to meet the obligations of prevention on the workers and
the implementation of measures preventing accidents.

The Supreme Court ruled that the law, while protecting the health and safety of
workers recognizes them, through their representatives, the power to control the
application of prevention rules for occupational accidents and professional
diseases, as well as to promote all appropriate measures to protect their physical
or mental integrity.

This is a provision conferring a right to claim the submission of the employer to
the control power of workers, with the only limitation of the rights guaranteed to
the employer by the Constitution and by the law.

The power of control consists of the power of investigation, with the right to
access all areas of the company, all that can be considered a source of harmfulness
and in general any matters relating to the protection of the safety of workers. Also,
the power to promote means researching and developing additional measures than
those already required by law, if they appear to protect more the interest of
workers. These powers can lead to a strong interference of workers in decisions
relating to security management, with inevitable repercussions on the organization
of work.

The protection of collective right to safety and security is conferred primarily, or
exclusively, on the trade union. The collective interest on safety and security has
evolved towards trade unions, often with contracts-based forms. It is not casual
that collective agreements usually reference to article 9 of the Workers’ Statute,
either directly repeting the content of the provision. The practice of overlapping
the RLS and enterprise unions is a long-standing one, although not legally
required or necessary.

What matters is that RLS are a direct expression of the ‘community of risk’, since
they must belong to it or originate from it. The case law provides some deviations,
stipulating that the RLS can make use of external expertise, particularly in the
phase of detection of risk and development of the necessary measures.

It is not to be omitted that the unions have demonstrated insensitivity towards a

model of representation in a logic of functional specialization, often overlapping
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and confused by collective bargaining with representations in general. Moreover,
the national bargaining and, more generally, second-level bargaining is rather thin
on the concrete initiatives taken by companies to protect the safety of workers;
hence this gives the impression of a gap between intentions, all to be fulfilled, and
the effective measures to protect the safety of workers.

Nevertheless, there are other reasons suggesting an enhancement of collective
autonomy, in particular, it seems that collective bargaining is the appropriate
place where to determine the most appropriate levels of protection for each
specific production field. The intervention of the collective subject can contribute
to a more correct identification of the interests of the employer to determine the
content of the employer’s safety duty.

In the same place of collective bargaining, it seems possible to implement a
mediation between the interest of the employer to minimizing operating costs and
the interest of the worker to healthiness of the workplace. This approach, which
stands on the edge between bargaining and participation in safety management, is
certainly compliant with that legislation.

Yet it is precisely the procedure under article 9 of the Workers’ Statute that allow
the limitation of employers’ power through the intervention in business decisions
of the representative of workers’ safety, confirming that bargaining should be seen

as a positive value.

The recent reforms of RLS

The criteria identified by decree no. 123/2007 establish in particular the
strengthening of the role of the representative of workers’ safety, and the
revisiting and strengthening the role of joint bodies or so called ‘organismi
paritetici’.

This has been an important prerequisite to the generalization of the participatory
model of workers’ representation, which are rooted in the principle of tripartitism,
stated by the International Labour Organisation, which implies an involvement of
representative organizations (not only employers but also employees) on a

representation joint.

328



ITALY

Legislative decree no. 81 of 2008 is distinguished for a particular cultural openess
towards the participatory model, knowing that participation, even more than
consultation, is a relationship model, a style of confrontation and constant
relation.

Recently there have been many signs of openness towards greater attention to
collective protection, in particular through the consolidation of the thought that
recognizes the unions’ legitimacy to associate in action with the public
prosecution in trials related to violations of accident prevention regulations, the
liability for workplace accidents and occupational diseases, the liability for sexual
offenses in the workplace.

In the same direction there is an innovative provision which recognizes to the
trade unions the power to exercise rights in the hands of the person offended
under articles 91 and 92 c. p.

The desirability of trade unions’ involvement in the criminal trial is meaningful as
long as they are able to make a contribution to what is being established by the
court. As it has been recognized, the new role of the union should be that of
pushing organizations towards a less conflictual behaviour and a greater focus to a
new style of industrial relations, to affirm the viability of an increase in
safeguards, including the increase in protection levels.

The participation of workers and their representatives is invoked in many
regulations concerning the management of safety and security prevention; starting
from: the general measures of protection; the obligations of the employer and the
manager, with particular attention to the risk assessment and its implentation
modes; the obligations of the competent physician, related to the innovative works
contracts, up to the organization of prevention service, regular meeting, training of
workers, of their representatives, and of the ones responsible for checking the
implementation of effective models of organization and management of safety and
security.

Participation takes the form of information, consultation, right of access and

concerns mainly the representatives of workers’ safety, the joint bodies and in
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some cases bilateral bodies and trade unions, as well as more generally the trade
unions.

As for workers’ representatives, law no. 123 of 2007, from a participatory
standpoint of prevention, enhances the role of workers and their representatives.
The criteria for delegation, in Art. 1 par. 2, provide for the revision of
requirements, safeguards and functions of subjects in the company prevention
system, with particular reference to the strengthening of the role of representative
of workers for territorial security and the introduction of the concept of safety
representative for the production site.

Decree no. 81 of 2008, surpassing the partial anticipations reflected in the
provisions before law 123, develops this concept in two directions: on the one
hand, guaranteeing a certain figure of reference for employees for each working
reality (company representative / area / production site), on the other hand
strengthening the powers of the workers’ representative for safety and security.

It means, therefore, the relaunch of participatory philosophy, which is specified in
the European law. The Italian law is an implementation of the European law,
which deems essential that workers and their representatives are able to contribute
with a balanced participation to the adoption of the necessary preventive
measures.

The emphasis on the proactive role of safety representatives can be seen clearly
from the Title of Section VII, Consultation and participation of representatives of
workers, replacing the Consultation and participation of workers, as provided by
Chapter V, Title I of the legislative decree no. 626 of 1994 - as well as in Chapter
III, Management of prevention in the workplace, Title I of the legislative decree
no. 81.

The three forms of workers’ representation regarding safety have a common
denominator in the general definition in article 2, par. 1, letter i) that, drawing
from the legislative decree no. 626 of 1994, in line with the EU Directive,
identifies the workers’ representative for safety in the ‘person elected or appointed

to represent employees as regards health and safety at work’.
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This is the figure of a specialized representative, an exponent of collective
security as a common interest of a group of people operating in the same working
environment, different from other figures in the prevention system of the company
(the incompatibility with the manager or employee appointed to the prevention
and protection system is now explicit) and from trade unions.

The notion of representation for security must be interpreted in the light of the
new environment created by the reform, which goes well beyond employment, as
it is clear from the very definition of worker, referred in article 2 par. 1 letter (a)
and from the rules on the specific application field, stating that the beneficiaries of
the law are employees and self-employed. This should also have implications for
the collective regulations on active and passive voters for the RLS.

As for the causes of the failed application of the participatory model long after the
enactment of legislative decree no. 626 of 1994, besides the resistance of
employers, which focus mostly on bureaucracy and formal rules, some obstacles
to the development of the participatory model on the part of the trade unions can
be identified. They are not due to an ideological opposition, but rather to poor
dissemination of experiences, skills and tools for its implementation.

The direct participation of workers is clear from the role of the agreement
regulation about different forms of representation, starting from the choice of the
constitutive rules (election / appointment).

The discipline about the representation of workers’ safety is to impact on relevant
theoretical nodes, as the necessary legal aspect or the private - voluntary aspect of
such form of representation and the relationship between specific safety
representations and union representatives.

The delicate compromise outlined by legislative decree no. 626 of 1994, was
enriched with additional elements, such as the election of safety representatives by
decree (known as election day), although subject to different determinations from
the collective bargaining, which might suggest an institutional conception of the
representation.

In a legislative framework aimed at highlighting the need for a representation of

workers’ safety, because of the public interests at stake, the voluntary aspect is
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derived from many factors, which are confirmed by the reform, such as the
delegation to collective bargaining for the regulation of significant aspects of
representative of workers.

Arrangements, duration and specific content of the training of representatives of
workers are delegated to collective bargaining, including arrangements for regular
updating, to be established in the collective bargaining (subject to a minimum
content), but above all the number, nomination or election mode of the safety
representatives, as well as the paid working time and the tools to carry out the
functions, and the unambiguous link between the representative office to the
expressed will of workers, but with the notable exception of the area
representative or so called ‘rappresentante territoriale’.

As for the second issue — safety representatives and trade unions — the actual
identification of safety representatives with union representatives is to be
confirmed. In companies with more than 15 workers, the safety representative is
chosen within the trade unions in the company.

The application agreements confirmed the single channel of representation,
typical of our industrial relations system, compared to a dual channel system,
required instead by the law. The work on health and safety is closely linked to the
contractual activity, worth the risk of creating representative bodies in possible
competition between them, with the consequence of weakening the protection.
The representative of workers’ safety, far from staying separate from the business
representatives, should actively participate in drafting contractual business
platforms, identifying priorities to be achieved. Recognizing to the workers’
representative for safety even powers of intervention does not seem to be in
contrast with the regulatory provisions, which says nothing about it, nor with the
european legislation which delegates broadly to the national systems. However, it
could bring new life to the development of a promotional bargaining, mainly at a
decentralized level.

Another key decision is about the relationship between bargaining and

participation.
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Actually, the contradiction between the two terms is more apparent than real. The
Italian industrial relations system experienced the emergence of mechanisms that
fostered the emergence of a participatory negotiation and it has transformed
bargaining activities into a permanent dynamic process, mainly through
management agreements.

The participatory approach involves the fact of considering the work as an
indispensable resource for business strategies, knowing that the company is not
static and immutable, but it offers free spaces where workers’ representatives may
intervene; it does not mean to snatch something but to express a viewpoint that is
proactive, through the knowledge of the success and failure factors of the
company.

Collective bargaining itself is set as complementary to the participatory model.
Participation may act on the choices of the organization by reaching management
agreements, and the collective bargaining may be recognized an important space
from a general regulatory perspective, increasing protection standards set by law
and through the specification of contents and limits of the safety duty, especially
against elastic provisions, filling the gaps covered nowadays by the judicial

substitution.

Three levels of representation

The system of representation of workers’ safety is articulated not only at company
level but also at a local and production-site level.

Article 47, re-elaborating article 18 of legislative decree no. 626 of 1994 requires
the election of employees’ representatives for the territorial, business or industry
security, unless otherwise foreseen by collective bargaining, in a single day, as
identified in the European Week for Safety and Health at Work (so called
‘election day’).

Collective bargaining keeps the responsability for determining the tools for
appointing or electing the representative of workers’ safety.

If the election of workers’ representative is not carried out in the company, which

is the basic preferred unit, functions are exercised by the local or production-site
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representative. The territorial representative can acts in those cases where it has
not been elected or appointed a representative, not only for businesses with up to
15 employees, but also for those above this threshold. It should therefore no
longer exist any gap in the system of representation. The provision is intended to
provide some reference for each working reality.

However, the legislative decree no. 106 of 2009 correctly does not state that
workers are responsible for the activation process of the procedure, as concerns
the communication to the employer about the failed designation of an internal
representative, since the representation model introduced by legislative decree no.
81 of 2008 can be void, precisely in those situations where workers are more
vulnerable and less conscious of their rights.

Shifting to participation mechanisms under the law, the local representative is
allowed to access to workplaces in the ways and notice periods identified by the
national collective discipline and, in the event of failure, to have primary
reference in the joint bodies, or so called ‘organismi paritetici’.

Regional representatives are called to play the role of register of territorial
representatives, since they must communicate their names to workers and to the
company and they play a role in protecting workers and do not depend from joint
bodies neither from a hierarchic standpoint, nor from an operational standpoint;
joint bodies are just the place where to carry out part of their duties.

Significant changes were made in the training of regional safety representatives,
whose details can be found in collective bargaining, following a training course of
at least 64 hours yearly, to be completed within three months from the date of
election or appointment, and 8 hours of annual update. This provision, together
with the established incompatibility of the role of union representative, shows the
attention of the legislature for that figure, because of its more onerous tasks.

The safety representative is required to prepare an annual report on its activities,
to be sent to the fund under article 52.

The collective discipline application states that regional representatives, based on
priorities defined at the national bilateral level, must give a work programme,

having to report regularly on its activities to highlight the issues raised at the
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company level. The identification of national priorities at the bilateral level should
not be deemed as limiting the prerogatives of local representatives on safety who,
given their function, can play more protection activities, not yet considered.

A decisive role is attributed by legislative decree no. 106/2009 to interconfederal
agreements, concluded between trade unions of employers and workers more
comparatively representative for the identification of sectors and activities, other
than the construction field, where representation or parity systems are already
operating with the model outlined by the reform, legitimizing the exemption of
member companies from the payment to the fund under article 52.

In accordance with the delegation criteria (Article 1, par. 2, letter g), last period of
the decree no. 123 of 2007) the figure of the workers’ representative for the safety
of the production site is introduced.

The identification of a specific representation of the production site, hopefully
also form wunions, designed to protect all those involved in a specific
environmental context, is of great interest and in line with site bargaining, midway
between territorial and company level bargaining, developing in realities
characterized by processes of business deconstruction / renovation, where it is
difficult to see a unifying principle in terms of rules.

The fulcrum of the law is to be found in the general reference to production
environments with complex issues relating to interference in working phases or by
a number of working employees in the area greater than 500 on average.

Site representatives can set up even in contexts different from the classical
decentralization of production, where each company is linked to another because
they play one single complex production cycle, being sufficient that interaction
between companies is made for purely logistical reasons.

That of the production site is a voluntary representation being identified among
the representatives of workers ‘safety in the operating site, and it has to perform
coordination functions of the representatives of workers’ safety, as well as
additional functions similar to those of territorial representative for all companies

that have no internal representation.
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This form of representation was introduced by specific protocols, such as those
for the harbours of Naples, Genoa, Ravenna, Trieste and Venice and from leading
agreements relating to the testing of safety management systems of production
site.

These experiences teach that the representative figure for security of the
production site should be part of a logic of an integrated set for security, where the
same functions of prevention and protection of the employer should coordinate
internally, by identifying a reference Authority for security for the entire
manufacturing site, which is responsible for planning and coordination of
interventions.

The approach to participation characterizes the broader powers granted to the
representative of workers’ safety by article no. 50 of legislative decree no. 81 of
2008, essentially confirmed by legislative decree no. 106 of 2009.

This participation takes the weak form of a consultation with mandatory opinions
that are not binding for the employer, which do not undermine the separation of
roles and business responsibilities. Moreover, the representative of workers’
safety may require the intervention of the competent authorities if it considers that
the measures taken in the company are not sufficient to ensure the health and
safety at work.

The powers and protections listed in article 50 apply to the safety representative in
general and not only for the company, but also for territorial representative and for
representative of production site, when operating as the alternative.

Specific provisions are provided for access rights of the sole local representative.
With regard to the functions of the representative of workers’ safety, article 50
contains an explicit reference to article 19 of legislative decree no. 626 of 1994, as
amended by article 3 par. 1 and the law no. 123 of 2007, including the right to
request copies of the risk assessment and of the risk assessment in case of
interference of work.

Among the innovations that help extend the powers of the representative of
workers’ safety, there is the consultation on the appointment of a qualified doctor,

as well as on the organization of training for those subjects identified in article 37
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(employed, appointed, managers, emergency workers) and not, as previously
expected, only for emergency workers.

There is also the possibility of recourse to the competent authorities including on
prevention and protection measures taken by management and not only by the
employer, when the representative considers these measures unsuitable for the
protection of health and safety.

Remember also the right to have not only the means but also the space needed for
the exercise of its functions (including access to data on occupational accidents
saved in computer software).

Furthermore, article 26 par. 5, as amended by the decree no. 106 of 2009 provides
for the obligation to precisely indicate in the contracts the costs of the measures
taken to eliminate or minimize the risk of interference in processes. Consistent
with this prediction, the right for the representative of workers’ safety and local
organizations of more comparatively representative trade unions to access such
data should be provided.

The representative of workers’ safety must also respect privacy, under legislative
decree no. 196 of 2003, and industrial secrets, as well as the processes in which he
has been involved carrying out its functions.

As for the consultation and delivery of the risk assessment document, the model
outlined by the so called ‘Testo Unico della Salute e Sicurezza nei Luoghi di
Lavoro’, as by law no. 626 of 1994, provides for the involvement of the workers’
representative from the moment of initiation of this procedure.

Indeed, under article 29, par. 2, the employer carries out the risk assessment and
processes the relevant documents, after consulting the representative of workers’
safety. The preventive and early consultation with regard to risk assessment is
reaffirmed in article 50 par. 1 letter (b); instead it must be pointed out how the
participation of the representative of workers, even in the weak form of
consultation, mainly concerns the final act, the risk assessment document, rather
than its development.

The most advanced negotiating experiences highlight instead the promotion of

security which is achieved first and foremost by strengthening the functions of the
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workers’ representative, as a credible and qualified partner responsible for the
service of prevention and protection, even more if there are service of integrated
management and joint control of security.

An example might be the extension of the object of the periodic meetings during
which codes of conduct and good practices can be identified.

The participatory profile of risk assessment by the active contribution of workers’
safety representative is invoked by legislative decree no. 106 of 2009, also as an
alternative to the usual procedures to give the risk assessment document a fixed
date. It states that the document drafted at the conclusion of the evaluation must
be equipped with certain date or certified by the document signed by the employer
or, for the purpose of the date proof, of signature of the head of prevention and
protection’s service, of the representative of workers ‘safety, or workers’
representative for the territorial security.

Alongside the early consultation of the risk assessment document, there is an ex-
post consultation which is expressed after the risk assessment document, in order
to make changes and additions compared to not yet considered profiles of risk.

In this respect the most important innovation is the explicit affirmation of the right
of workers’ safety representative to receive copies of the risk assessment
document to carry out its functions, to which the right of the workers’
representative is added, namely of the client employer and of contractors, to
receive, upon request, copies of the risk assessment document for interferences.
We have to note that this formulation helped solve the problem whether the
documents related to risk assessment should be physically delivered, or were only
accessible to workers’ safety representative for consultation. It was however
considered that, given the participatory role of the representative of workers’
safety, he has the right to receive copy of the risk prevention document.

Another question was also whether it was possible to bring the risk assessment
document outside the company, so that the worker’s representative can have more
time to read it and he can be assisted by external actors; it is still a business
document, to be protected at the production unit to which the risk assessment

relates.
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On this point the legislative decree no. 106 of 2009 provides the ability to deliver
to the workers’ representative one copy of the risk assessment, including
electronically, recalling the mandate of article 53, par. 5 of legislative decree no.
81/ 2008, document also available exclusively in the company. This regulation,
which incorporates a reading given by the Ministry of Labour, raises some doubts.
The interpretation to consider the computer-readable version additional rather than
alternative to the first paper cannot be derived by the changes made by legislative
decree no. 106 of 2009, article 28 par. 2. If the purpose is to allow a detailed
analysis of the risk assessment document, the provision can be considered
functional only if, without prejudice to the protection of trade secrets, on the one
hand it guarantees the workers’ representative time for consultation and, on the
other hand, it is guaranteed that he can be assisted by specialized figures.

Decree no. 106 confirmed, and in some cases substantially increased, the penalties
in this regard. Failure to deliver the risk assessment document is now punishable
with imprisonment from 2 to 4 months or with a fine from 750 to 4.000 euro. The
lack of consultation in general of the representative of workers’ safety is punished
with a fine of 2.000 to 4.000 euros like that with specific regard to risk
assessment.

Under article 50 of legislative decree no. 81/2008, the representative of workers’
safety has right of access to workplaces for the control of the security measures.
Such right of access to monitor security measures is contained in the norms and in
the case law in relation to the first part of article 9 of the Workers’ Statute. This
right is not subject to the prior consent of the employer and, in the absence of
procedural constraints set by collective bargaining, meets only the limits set by
law to prevent an improper forms of exercise.

Compliance with the production requirements covered by collective discipline
cannot result in an abstract rule behind which we can entrench the employer to
impede the activities of the representative of workers’ safety, he having to prove
the existence of these specific needs.

The regulation provides for prior notification of collective visits. The use of

permits by the workers’ representative shall be communicated to management
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with a notice to be considered, if not determined by collective bargaining,
established in 24 hours, by analogy with article 23 of the Workers’ Statute for
paid leave.

Access to the workplace safety representative must respect the territorial
arrangements and notice periods, identified by the collective discipline, national,
or interconfederal category. It is desirable that collective agreements do not make
it particularly cumbersome to exercise that prerogative.

The period of notice doesn’t operate in case of serious injury; in this case it is
guaranteed the immediate access for the local representative to the workplace,
only after reporting to the joint body, or in his absence, to the locally competent
supervisory body.

If the company prevents the representative of workers’ safety from having access
to data, the latter communicates it to the joint body or, in its absence, to the
surveillance authority with territorial jurisdiction, in order to remove the
impediment. The role of guarantor of bilateral fora about the effective exercise of
functions by the local representative is confirmed, for the fact of being also the
first instance of reference on disputes on rights of representation.

And it is desiderable that the rules on access to workplaces dictated exclusively
for the representative area, are also extended to the safety representative of the
production site, both when playing a coordinating role among representatives and
when acting as a substitute in the absence of internal representations, in one or
more companies in the manufacturing site.

In addition to the workplace, the representative of workers’ safety has the right to
access data on accidents at work, in article 18 par. 1 letter (r) contained in
computer applications, as well as to business records relating to specific risk

agents.
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8. The tripartite cooperation and the “Organismi paritetici”

The involvement of social partners is a significant expression at the regional level
in joint bodies whose powers are enhanced with a view to promotional and
technical support to businesses.

They are defined as bodies formed on the initiative of one or more associations of
employers and providers who work at national level as leading centres to plan
training activities and to prepare and collect best practices, development of actions
concerning security, assistance to companies that aim to put the burden on
security and any other function or activity assigned to them by law or by
collective agreements.

A first area of intervention in promoting or conducting training activities is
characterized by a more operative approach than the function of guidance and
promotion of educational initiatives as from article 20 of legislative decree no.
626 of 1994.

With regard to safety training, based on application experience, there is a need for
its wider dissemination, and at the same time its better qualification.

It comes out in particular the need for a system of government training initiatives
with the participation of social partners. One could think for example of
specialized sessions at regional level on the training side organised by the regional
coordinating committees that make the choices on priorities and delegate the
management of individual initiatives, in conjunction with the joint bodies, to
individuals with proven accredited professionality.

Training certification is very important (skills acquired should be recorded on the
national training booklet, the so called ‘Libretto Formativo del cittadino’ in article
2 par. 1 letter i of legislative decree no. 276 of 2003).

Legislative decree 106 brings the issue of significant innovations. It states that
‘the training of responsible and managers may be carried out by the joint bodies
where existing, providing a concrete service to companies and with a participatory
perspective that the joint bodies may also carry out training through the use of

funds and inter-administration work’.
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It also confirms ‘that the training of workers and their representatives must be
carried out in cooperation with the joint bodies if they are set in the area where the
employer’s business is located.’.

Another prerogative of joint bodies is that they are the first reference instance on
disputes on rights of representation, information and training provided by law.

The purpose of joint bodies concerns both the disputes regarding the powers of
workers’ representatives as for the implementation of the rights of representation,
and the individual rights of workers in the field of information and training.

The joint bodies are called to decide on the enforcement of representation
provided by law, in particular, the powers of workers’ safety representatives. For
example, in respect of any impediments provided by the employer or other
company figures to the right of access to workplaces, or RLS prerogatives
concerning consultation, information and training.

As for the effectiveness of decisions, it does not seem that the joint ruling body
may be considered binding if individual rights are at stake, in which case the
function of dispute settlement by trade unions in the joint can be exercised only in
the presence of a specific mandate from the worker.

Moreover, the functions of the joint bodies should also support businesses in
finding technical and organizational solutions aimed at ensuring and improving
the protection of safety in the workplace.

Particular emphasis will be put on the indication of technical standards to be
followed and the development of good practice, for which there is a responsibility
of their joint bodies.

To this purpose the joint body may carry out inspections in areas falling within the
territories and in the productive sectors of expertise since the joint bodies are
obliged to report to the Regional Committee for the coordination of the activity,

an annual activity report.
Good practices and policy reccomendations

Legislative decree no. 106 of 2009 further states that the conduct of activities and

support services to the enterprise system, at the request of those bodies issue joint
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statement specifies, including the legalization of the adoption of models of
organization and management of security in article 30, which supervisors may
take into account in planning their activities.

The expression of legalization the so called ‘asseverazione’, which seems to stand
for the least evaluative connotation of public importance, however, involves the
formulation of an opinion that must always be strong and determined and can be
effective extenuating circumstance for the administrative liability of legal persons.
To this end we require that the joint bodies are provided with accommodation
with technical expertise.

In support to the activities of joint bodies, representatives of regional security as
well as for financing the training of employers in small and medium enterprises
and self employed workers, is expected to establish a special fund at the Inail. The
fund , which is financed by contributions paid by companies without safety
representatives to the extent of two hours per worker, works in those situations in
which the law does not provide for collective representation systems or parity
improve or at least equal level. On this point the legislative decree, which includes
significant changes, relies on one or more interconfederal agreements, concluded
at national level by unions of employers and workers representative comparatively
identifying areas and activities which, because the presence of adequate systems
of representation or parity, companies or branches, provided they adhere to these
systems, are not required to participate in the fund under article 52.

It is thus resolving an ambiguity in terms of interpretation, whereby those systems
of representation and bilaterality already work on a contractual basis, ensuring
companies are not required to pay more for the same purpose.

The issue of cooperation of companies with joint institutions is a recurring
problem that has prompted companies to look for a body with which to
collaborate. The joint bodies, being made at local level are local and in many
cases, as in southern regions are non-existent.

There are signs of important heterogeneity since many of these bodies pertain

especially to the construction sector, where they have valuable experiences. Given
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this situation, one wonders if such a fragmented collaboration established by law
is rather an obstacle in current times, more than an opportunity.

On the one hand, the employer is liable if the training programme provided is
inadequate and inappropriate; the employer shall not require direct intervention of
joint body or that the body carries out joint training directly but must interact with
it in order to weave a proactive and constructive relationship aimed at achieving
adequate and sufficient training.

In the same collaborative line, joint bodies will propose company tools, content or
whatever mode it is considered necessary for a successful outcome of the training,
but without imposing their vision beyond the limits of normal and dialectical
opposition, even by vetoing proposals for collaboration where their views are not
accepted. The norm tends to create a flow of ideas in an equal exchange, each
aware of the role that can be played on the other: on the one hand the company is
the largest operator qualified to operate in a targeted manner and on the other
hand it is a joint body that, depending on its role as third party and function of
neutrality, is able to suggest to the company ways of training that lead to go
beyond the usual mode of training, but suggesting the added value needed to act
and achieve the result on the person.

Moreover if the collaboration with the joint body is not mandatory, an agreement
between an employer and a joint body is desirable for the employer, but not
binding.

Indeed, article 37, clause 12 while placing the requirement for training in
collaboration with the joint body, is not backed by any sanction.

In addition if the obligation borne by the employer is to provide sufficient and
adequate training, if he had fulfilled diligently suitable training programmes, no
criminal penalties will be applied.

The main role of joint bodies is in fact the promotion and then, once the employer
has given notice of the intention to make the training course, the explanation of
how the programme, times and teachers, simply giving suggestions that the

employer may or may not accept.
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The rejection by employers of the suggestions given by the joint bodies will not
affect in any way the collaboration, according to legislative decree no. 81 of 2008.
Moreover, with response to rulings issued in April 2010 the Ministry has clarified
that the employer is obliged to do communication of training activities to be
undertaken, but at the same time is not required to comply with the opinion of the

organization and, in case of silence by the joint body, training will be conducted

properly.

9. Training policies and contractual tools

The issue of skill mutation or loss

Coherently with the European Employment Strategy, Italy recognizes lifelong
learning as a strategic response to industrial restructuring challenges: by
equipping workers with the right skills, it enhances employability chances,
especially for older workers.

At the European level, Guideline no. 23 of the 2008 Decision of the European
Council on guidelines for the employment policies of the Member States (Brussels,
7 July 2008, 10614/2/08) specifically recalls older workers among the privileged
targets of efficient lifelong learning strategies.

At the national level, the White paper for future social model explicitly recalls
lifelong learning as a key strategy for labour relations. Yet, the document claims
that widespread lifelong learning opportunities are missing in Italy, due to the
self-referential nature of training policies in Italy. The White Paper also
denounces that training opportunities in Italy are still confined to traditional
learning assets, that is to say formal learning in classes and lectures. Yet, more
importance should be given to the company as a learning environment and as the
best place where workers could develop their professional profiles.

Training, competences updating and upgrading as well as lifelong learning are a
topic of major importance also in light of the changing occupational structure in

Europe. Linked to demographic trends of ageing population (see Chart 1),
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European countries are going to experience a decrease in qualification levels,

being elder workers less qualified comparatively to younger ones.

Chart 1 changes in population and workforce size between 2010 and 2020, by age group (EU27 + Norway,
Switzerland)
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Source 1: Cedefop, 2010

By 2020 the population over 50 years old will overcome the population under 50
years old. Considering that on average older cohorts are less skilled and qualified
and that labour markets are going to require increasingly competent and qualified
workers, older ones will face the need to engage in training and retraining
activities. Reports at the European level claim this is not going to be an easy task
since only 25% of the people aged 25-64 in Europe (around 77 million people)
record high level qualifications. Whilst nearly one out three people have no, or
low, formal qualifications and those are much less likely to participate in
upskilling and lifelong learning. Available data (European Commission, Progress
towards the Lisbon objectives. Indicators and benchmarks 2008), show that
lifelong learning is still far from being a reality in Europe. The Lisbon benchmark
was reaching 12,5% of adult population in the EU participating to lifelong

learning activities by 2010. Yet, progress is still slow in many countries, including

346



ITALY

Italy, where less than 10% of adults are involved in such programmes (6,2% in
2007). The European Centre of vocational education and training recently
published a briefing note on the importance of older workers competences, their
training and retraining also for requalification following companies’ restructuring
process (Cedefop, 2009).

When it comes to Italy, though, empirical research showed that older workers
hold medium-high level qualifications, being employed in knowledge based
sectors such as business, marketing, research and development, business strategy
(S. Giusti, 2008).

Being qualified though is not a sufficient prerequisite since workers need to be
adequately trained and skilled with updated and upgraded knowledge and
competences. This substantially prevents all workers from the threats of labour
market changes, and protect them from social, economic and personal
vulnerability. As remarked in literature regarding skills flight and obsolescence
(see Simona Piazza in this Report), the latter can be better defined as technical
obsolescence (people losing skills because of wear and tear or not using them),
economic obsolescence (when skills loose their value on the labour market) but
also perspectivistic obsolescence (when workers’ beliefs and perceptions about
work and the labour market are outdated). Therefore, education and training do
also contribute to successful active ageing, integrating this process with lifelong
learning and labour market changes.

From a sociological, but also organizational point of view, in general, available
information and documentation concerning the Italian case, could be studied
referring to what the skill levels of those workers affected by restructuring are and
if older workers are willing to leave the organisation undergoing restructuring.
Moreover, as for the cost implications for the company offering older workers
early retirement, if these older workers accept early retirement, what impact there
will be upon the organisation’s skills mix, in consequence of other groups of
workers replacing older ones.

Restructuring will even more urgently require workers to be adequately trained

and skilled to cope with labour market quick and continuous transformations and
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new economic and technical processes. Adaptation to change is a constant
requirement for workers and companies and training, re-training can be a partial,
though substantial solution to redeployment and skills obsolescence and the skills
flight phenomenon.

From a different point of view, the importance of training is widely recognized for
preventing stress, promoting well-being at the workplace and for health and safety
at work purposes. In Italy available literature, collective agreements and several
documents at the national and regional level recognize that information and
training are two major levers both for employers and workers to prevent stress
pathologies or to manage their consequences.

Italian literature on education, training and information for older workers in
restructuring processes is lacking, although extensive references are available on
single aspects of the aforementioned issues: education and training for workers,
continuous training, restructuring processes, elder workers involvement in such
processes. Italian literature analyzes training measures from two different points
of view: adult learning and skills audit. The first topic is analyzed in literature
regarding andragogy that is to say learning strategies focused on adults. Training
for adults, especially when undergoing restructuring processes or facing changes,
acquires a psychological value since it helps the worker reflect upong their
knowledge, skills and competence. Training methodologies change when it comes
to older workers and they should be as work based as possible. A very important
issue that Italy recognizes in literature, although not really in policy measures, is
trainers’ training. Trainers should be equipped also with psychosocial skills when
addressing skills needs of older workers in restructuring, given their weak social
situation. A valuable tool for achieving this goal is skills audit, which in Italy is
not as developed as it is in other countries like France. This is an important tool,
which together with counselling and lifelong guidance, helps workers find
coherence and consistency among the fragmented and plural learning experiences
throughout their working life. The main drawback is that these techniques might
be very costly, especially in times of restructuring and because they entail the

worker not being on the workplace. Such tools though help older workers feel
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their experience is valuable and their role in companies’ restructuring can be a
positive one.

From an institutional point of view, and as far as policy addresses are concerned,
the Italian White paper for the future social model (Ministero del Lavoro, della
Salute e delle Politiche Sociali, Libro bianco per il futuro modello sociale. La vita
buona nella societa attiva, 2009, in www.lavoro.gov.it) explicitly recalls lifelong
learning as a key strategy for labour relations. The document also claims that in
Italy widespread effective lifelong learning opportunities to enhance people
employability are lacking, due to the self-referential nature of training policies in
Italy. The White Paper finally denounces that training opportunities are still
confined to the traditional learning assets, that is to say lectures and formal
learning in classes. While greater importance should be devoted to the company
as a learning environment and as the best place where workers update and develop
their professional profiles.

Coming to older workers, the recent public debate underlined the importance of
integrating learning in the workplace by encouraging more work-based training
opportunities, rather than alienating training sessions in classrooms, that might
result in uncomfortable learning environments for older workers. Moving older
workers from their traditional working environments to take them back to a
classroom can have negative effects both on productive sites that remain unused
and quickly get obsolescent and on older workers, especially when undergoing
restructuring processes. Showing personal abilities while also updating their skills
in the workplace has a motivating effect on workers, who might otherwise risk
feeling emarginated. By the way, well-managed in-company training has been
recognized as a key step towards realizing the Commission’s ‘New Skills for New
Jobs’ plan, according to the EU Employment Commissioner Laszlé Andor. At the
same time, European data alert about the effectiveness of in-company training in
Europe. Data from the third survey on Continuous Vocational Training (3CVTS)
report that continuous training supply in European companies is not improving its
quality, in spite of the importance devoted to training as a major lever to allow the

shift to a knowledge based economy and to skill-intensive jobs. The same
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concerns are remarked by some Italian trade unions maintaining that companies
do not properly train their workers and that more attention should be paid to the
distinction between basic training and proper education and training sessions. For
example, representatives from the major trade union in Italy (CGIL) do not
recognize the company as a proper learning environment. Furthermore, older
workers face serious risks in restructuring processes because companies do not
invest in their training or retraining and tend to kick them off the company, even
when it comes to manager or highly skilled workers.

Empirical research indeed shows that in Italy older workers hold medium-high
level qualifications, being employed in knowledge based sectors, such as
business, marketing, research and development, business strategy. Hence, when
analyzing training for older workers in restructuring processes this aspect should
be taken into consideration. Analysis should take into account also that a formal
qualification does not always correspond to effective answers to the labour market
needs, especially if titles are old as in the case of older workers. Anyway, as
acknowledged by European institutions and as companies require, workers need
to be adequately trained and skilled with updated and upgraded knowledge and
competences in order to answer continuously changing labour market needs. This
prevents all workers from the threats of labour market changes, and protects them

from social, economic and personal vulnerability.

Continuos training for workers in time of crisis

Italy, as well as other European countries, developed a number of policies for
active ageing, ranging from social security reforms to labour policies for older
workers. The National Action Plan for Employment include occupational growth
for older employees, targeting a mix of policies, including training,
requalification, programmes for re-entering the labour market, etc.

Within labour policies, law no. 30 passed in 2003, regarding employment matters
and the labour market (Law no. 30, 14 febbraio 2003, Delega al Governo in
materia di occupazione e mercato del lavoro, published on the Official Journal,

no. 47, 26 February 2003), regulated the so called ‘contratto di inserimento’
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(access-to work-contract), that is to say a contract for permitting the access to the
labour market of specific bands of the population. This contract is ruled by artt.
54-49 of the legislative decree no. 276 of 2003, under Heading II. According to
article 54, the subjects entitled to sign a ‘contratto di inserimento’ are, according
to letter ¢) unemployed workers, older than 50 years old. Art. 55 specifies that this
contract requires an individual project for entering the labour market. This project
aims at guaranteeing that the workers’ professional skills are adequate to the
working environment he is supposed to enter. As a consequence, although the
juridical cause of this contract is not linked to training itself, its implementation
concretely consists in a learning activity, aiming at skills updating and upgrading
for the labour market needs. The European Court of Justice though judged this
contract as a measure equivalent to State aid and therefore nowadays it is still not
fully working in Italy.

Up to date information highlights that education and training have been playing an
important role in tackling the consequence of the economic and financial turmoil
of the last few years. Continuous training has been identified as major lever,
especially for older workers, to combat job losses, occupational transitions and
inactivity periods. In this sense, the Italian Government, Italian Regions and all
the social parts have signed an inter-institutional agreement on 17" February 2010
— the so called Guidelines for continuous training in 2010 — recognizing that
training represents a positive answer to the challenges entailed by labour market
changes, including jobs’ crisis. The Guidelines aim at orientating how to manage
the budget that Italy allocated for workers’ training in 2010, equal to 2.5 billion
euro, with particular focus on unoccupied people and unemployed workers, as
well as those who are granted unemployment benefits and those facing temporary
layoffs (redundancy fund recipients, and those eligible for redundancy pay more
generally according to ex. article no. 19 of Act no. 2/2009). Among these workers,
many people might have been involved in restructuring processes in Italy, due to
the economic and financial turmoil having affected the Italian economy in the last

two years. The document, although it is focused on 2010, emphasises the
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importance of continuous training as a social protection tool that enhances
employability, guarantees more safety for workers.

The basic idea underpinning the guidelines is that training — in general but also for
adult workers — shoul be based in the company. Curricula should give prominence
to work based learning, on-the-job skills development, and they should be jointly
drafted with social partners, bipartite bodies, in order to favour training
investments that:

a) be aimed to the weak bands of the labour market, therefore including older
workers involved in restructuring processes;

b) be organized in working environments or close to them;

c¢) answer the real qualification and requalification needs of workers involved in
occupational transitions, which will characterize the labour market in 2010;

d) be drafted for placement, aming at creating a dynamic and flexible matching of
labour supply and demand and making the link — or integration — between the
educational system and the labour market more effective, so that it is possible to
meet territorial and sectoral skill needs.

The Italian Guidelines for adult workers’ training in 2010 provide five indications
for designing, managing and evaluating workers’ training in times of crisis:

1) favouring measures to meet the professional and competences’ needs of
companies and workers. To this end, skill needs should be collected by a number
of entities on local territories, including bipartite training funds, labour
consultants, employment agencies, etc. The Minis