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1.
Introduction

This draft paper is part of the preparation for conducting Work Package 4 (WP4), Case Studies in Labour Organisations, of the ASPA project.  Section 2 begins by orientating WP4 in the context of the overall project and commenting on some central methodological issues that will need to be borne in mind both when relating the work of WP4 to that of other Work Packages and in dealing specifically with WP4.   These considerations are all the more important when carrying out research in an international context characterised by huge differences in the practice of ‘employment relations’ or ‘human resource policy’ or, more specifically for ASPA, ‘age-management’.

Section 3 elaborates further on the notion of good practice research in a social science setting as opposed to one concerned mainly with ‘knowledge transfer’.  Section 4 considers the implications of the discussion for the approach taken to WP4.

Section 5 examines the practical European experience of defining the concept of ‘good practice age-management’ and this is then followed in Section 6 by a review of the findings from European comparative research designed to develop an understanding of good practice in reality.

Section 7 then returns to the ASPA agenda and offers suggestions for how ASPA should orientate WP4 so as to complement previous research and the research of other work packages.  Some of the research questions for the ASPA-project are refined and methodological issues for the project discussed (overarching sampling strategy, selecting and approaching case-study firms, scope of case studies).  
2.
The ASPA Project AIMS and Structure

The overall aims and design structure of the ASPA project is captured in the following quotations from the project proposal.

The overall ASPA project proposal aims (Project Abstract)
‘This project proposal aims for an ambitious, exhaustive examination of the forces and mechanisms behind employers’, civil society organisations’ and governments’ behaviour and the resulting societal arrangements.  
To that aim it will use large-scale surveys for the analyses of employers’ behaviour and desk research and interviews to map government behaviour.  Statistical and focus group analysis will be used to get insight in the participation and activity rates of people from 50 to 70.  Next the project tries to identify good practices at the company level, at the level of the civil society and at the level of (national and local) government policies that contribute to continuous investment in knowledge and skills throughout the life course, resulting in high activity rates for people between 50 and 70.’ 

Interdependencies between work packages (Proposal section 1.3.4, p.34) 
‘The general track that will be followed by ASPA departs from facts, calls at theory and analyses, continues to good practices and ends with policy recommendations.  Facts on employers’ behaviour will be established in WP1 and WP2 during the first year of the project.  Facts on active ageing will be established in WP3.  During the second year there will be feedback from WP1 and WP3 to WP2.  The results of the analyses will be included in the national expert meetings and the interviews with policy makers.  Based on the results of the first half of the project (including these expert meetings and interviews) we will have the proper information to identify good practices that are included in WP4 and WP5.  The results from these case studies will be combined with the results from WP1 and WP3 to formulate a series of policy recommendation that can be discussed during an international expert meeting with participants from the European Commission, Members of the EU-Parliament and representatives from employers’ organisations and unions.  So, one may think of the different work packages as roof tiles, partly covering each other and together constructing a solid roof.’ 

Incorporated into the above aims and research design are some divisions of responsibility and distinctions which probably need to be kept under review during the project.  These are considered briefly below.

The first division is the one assumed between WP1-3 which concentrate on exploring the behaviour of all the different actors and WP4-5 that concentrate on finding examples of the employer good practice.  However, since WP1-3 involves no primary qualitative data collection from employers, we might expect some tensions to emerge between the project aims and the structure via the fact that WP4-5 do.

So it remains to be seen to what extent the research described under WP1-3 will necessarily explain behaviour sufficiently to focus WP4 and WP5 simply on using the insights derived from previous work packages in order to identify good practice.
Another division is that between WP4 assuming responsibility for all case studies of ‘labour organisations’ and WP5 for ‘civil society organisations’.  Yet, in some countries and sectors, many civil society organisations both employ very substantial numbers of paid employees as well as deploy volunteers; similarly many ‘labour organisations’ do the same, though, of course, the ratios between the two types of labour differ greatly.  In terms of the underlying focus on post-retirement activity (including post-partial retirement), it is the voluntary nature of the activity that is important – at least as much as whether it takes place in a conventional labour organisation (usually on the fringe of it) or in a civil society organisation. 
At the same time, the role of WP4 is set in terms of a clear focus on ‘good practice’ whereas WP5 is seen to address this in a rather tentative way - ‘the selection of case studies will first concentrate on revisiting long-established good practice examples from existing portfolios of positive examples (as far as can be identified - here we expect a difference with case studies from WP4).’  The latter reflects the fewer case studies available for such organisations but presumably the exploration of notions of good practice should be as much an objective of research among the civil society organisation as that among labour organisations - after all, the quality of the civil society organisation may determine its capacity to recruit and retain both employees and volunteers.   So good communication between WP4 and WP5 will be necessary.
In fact, the notion of good practice is not straightforward for either ‘labour organisations’ or ‘civil society organisations’ and how far this is recognised and dealt with will have a major impact on the design of WP4 and WP5. 

3.
The ‘Good Practice’ Conundrum
One of the lessons of research funded by policy actors in Europe (see sections 5-6 below) is that good practice cases on age management and its various equivalent sets of ideas are much easier to describe in particular contexts than to promulgate as transferable models of more general relevance.  Another lesson is that good practice cases relating to age management are hugely conditional on the underlying socio-economic situation as well as the social welfare policy environment.  The latter policy environment deals with issues relating to education and training, unemployment, sickness, health and retirement and their interactions with the usual dimensions of labour market disadvantage: age, gender, race/ethnicity, disability and, more recently, sexual orientation.  
In international comparative work, where socio-economic situations and policy environments differ enormously, the search for ‘good practice cases’ is particularly problematical.  Such projects often essentially encompass ‘good-enough practice’ in at least one area of age management and avoid organisations that clearly show a collection of bad practices.  The compromise is due to the multiple aims of, especially, EU institutional funders: 

· identification of good practice exemplars and the dissemination of information about them to practitioners, 
· codification of new knowledge about the relevant factors likely to affect age management in different countries (especially new Member states with poorer quantitative and qualitative data available), 
· exploration of developing cases that might lead to good practices and the contrasts between countries-sectors in their incidence,

· creation of broader-based international research capacity in the field.
However, while these aims may also be shared by any publicly-funded international project, why should a science project, funded under the EU Framework Seven Programme seek to offer yet more good (or good-enough) practice exemplars with their associated policy recommendations as the culmination of the value of the project?  The answer may be that it should not aim simply to do that.  The value-added of a science project that is designed by social scientists without the understandable constraints that apply to research sponsored by public policy actors, practitioner organisations, and common interest group networks is that it can advance our knowledge in a more generic way.  It can offer insights that will help the scientific, policy and practitioner communities across a wider front of their activities and promote more sophisticated interaction among them.    

So, an important methodological issues in the field of policy-orientated labour market research is how to explore ‘good organisational practice’ in such a way as to avoid pre-empting the rigorous analysis of its social reality - the various senses in which and perspectives from which it could be seen to be ‘good practice'.  Part of the problem stems from focusing on ‘good practice’ as a destination rather than an approach to organisational learning which is most likely to lead to good practice eventually.  Another part is to abstract age management too much from other elements of policy, both HR-related and in other business areas.  
What is missing are understandings of the most promising conditions under which to launch age-management innovations and for fostering their medium-term survival and long-term sustainability.  To shed light on these requires a study of the experiences of organisations at different places in the ‘multi-dimensional space’ of HR practice.  Yet the scope of search of that space needs to be tempered by cost-benefit calculations.  In other words, it is too costly to survey organisations randomly in the hope of turning up pockets of good practice which can then be investigated in detail.
In particular, ‘good practice’ research typically faces a problem of how to identify at least some good practitioners ex ante so as to avoid discovering belatedly - after considerable costs of gaining access have been incurred - that the practices are not so good after all.  So various devices are used to cut the costs of discovery: look for organisations with previous involvement with research on employee relations and organisational behaviour, identify organisations with HR staff who are active in age management interest group networks, who speak at relevant conferences, etc.  The problem is that such approaches can become too self-referential and lead to recycling cases without extending the body of cases sufficiently. 

4.
Implications for WP4
The above suggests that the ASPA project should stand back from joining the conventional ‘good practice’ production activity.  This is not to suggest that there are already enough ‘cases’ to publicise by which to exhort organisations to become more aware of age-related issues and through which to offer them examples of good ideas regarding organisational policy design and practice.  For some countries, sectors and organisational categories (e.g. size and ownership), there is still a lack of such cases.  The opportunity of contributing to the body of such cases is an important output of ASPA but it should not be a primary objective to the extent it appears to be in some interpretations of the ASPA project.  This needs to be clarified in the project strategy.
Instead, the focus of WP4, in order to add maximum additional insights to what we know from previous research, should try to be on understanding ‘pathways of practice’ relating to age management and less on the articulation of what would constitute worthwhile ‘destinations of good practice’.  This would mean generating primary data that sought to:

· set out the organisation’s experience, 

· seek to relate that experience to its business environment.

· connect its experience to elements in the public policy environment and 

· explore the organisational rationales for whatever changes in practice have taken place as well as the lack of momentum in particular areas.  
This focus would involve combining both principal ways of approaching the collection of primary data on organisational behaviour (leaving aside the far more intensive ethnographic approach).  The first would involve going back to previous case-study organisations and seeking to re-interview them.  The second would seek a retrospective narrative from a collection of case studies, accepting all the caveats attached to such reflections. 

In effect, we need to construct organisational histories either through a form of longitudinal case studies and/or retrospective questioning, so as to situate the organisation in an evolving pattern of HR experience of organisational policy and practice.  The two methods can be combined where the first is feasible so that then the recording of current practice can be compared with previous practice some years before and, between the dates of those responses, accounts of the pathways between them can be obtained retrospectively.  

The entry point to research can be advanced by adopting a research design based on starting by re-visiting previously-studied organisations assuming their quality and coverage of issues are adequate and permission for follow-up access is granted.  However, the representation of certain types of organisation in existing databases in the public domain and among many previous studies is low, notably for small and medium sized firms. 
Good practice, good-enough practice and pathways of practice

Shifting the orientation of the project more towards the explanation of ‘pathways of practice’ which include not only cases of arrival at or significant movement towards ‘good practice’ but also cases of lack of progress (though probably not outright failure) avoids the dangers of begging key questions, i.e. assuming what we should be seeking to prove.

This also opens up the analysis more to consideration of various theoretical issues, especially when moving from evidence of pathways of practice towards issues of policy.  For example, public policy relating to age management in organisations raises issues of public goods, the economics of discrimination, the economics of market regulation, the identification of characteristic of high performance organisations and the promotion of their acquisition, and notions of social policy as a factor of production rather than as a burden on the economy.
The proposed orientation also enables those researchers who are faced with country situations that are fundamentally more challenging to the introduction of age-management strategies to participate fully; this is because explaining why relatively little progress is being made acquires (almost) as much status in the research project as explaining how good practice has come about or is being pursued apparently with likely success.
However, the sample of case studies will still need to cover enough current and historical points of practice evidence that appear to reflect a consciousness of age-management issues, if not actual good practice. 

5.
DEfinitionS of good practice in age-management

Good practice - enlarging on the concept of the European Foundation Combating Age Barriers project - can be defined as employment conditions of older and ageing workers which provide the environment in which each individual is able to achieve his or her potential without being disadvantaged by his or her age (European Foundation 2006). More concretely, good practice can be defined as measures which sustain or increase the employability and/or workability of the ageing workforce of a company and which effectively – as far as it can be assessed – extend working lives and postpone labour market exit for current older workers (cf. IER 2006). 
A major conclusion from recent studies is that active policy approaches at company level concerning an ageing workforce have to be preventive, avoiding age-specific employment problems by preventing the development of risk factors in the earlier stages of professional life. Active and preventive measures should take a ‘whole of working life’ or ‘life course’ perspective and be embedded in the concept of ‘age neutrality’. However, there are still ‘age-specific’ employment and employability-related risks to be addressed.

Good practice, then, is not a once-and-for-all achievement but a range of possible interventions, from minor to major, that reflect the aims of age management to overcome age barriers and to promote age diversity. This reflects not only differences in labour markets contexts, sectoral contexts and attitudes of actors, but also the considerable heterogeneity of older workers as a group. 

Nevertheless, most recommendations to implement age-management in companies suggest that a comprehensive, holistic or integrated approach is most effective in the long run. In the following the term “comprehensive” will be preferred which can be addressed as follows (cf. European Foundation 2006b): 

· Emphasising the long term prevention of age management problems, such as the de-skilling of older workers and work-related health problems, rather than reactive problem solving.

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

· Ensuring a joined-up approach that brings together all dimensions and actors that contribute to effective age management.

· Changing attitudes within organisations as a whole to educate people about the need for age diversity.

· Ensuring, in the short term, catch-up provision for older workers who missed out on specific skill training or whose health was affected adversely by employment.

· Conducting regular strategic evaluations of age management policies and initiatives to assess their effectiveness.

Data show, that the particular example of good practice may be isolated, transient and co-exist with bad practice (European Foundation 2006, IER 2006). In other words, organisations do not pass a simple threshold or achieve a European kite mark for exemplifying good practice. For organisations with little or no experience in age management the main point is to get started in the implementation of good practice, however small-scale that may be, and then to try to build that into a more comprehensive strategy. In considering ‘good practice’ it should be noted that in some cases measures targeting older workers do not exist, yet companies retain them. In certain companies where culturally older workers are strongly favoured, little or no explicit policy making for this group can be observed. 

However, defining good practice in age management is problematic, depending very much on one’s perspective. For instance, employers have on occasions reversed policies aimed at the inclusion of older workers, because they are deemed to be no longer useful or even as harmful to the business. The outcome has sometimes been the shedding of older labour. The perspective of managers on such issues will almost inevitably be quite different from policymakers, campaigners and the like. This should be a consideration when promoting the issue of the employment of older workers to business. If ‘good practice’ is defined simply as learning from others who have managed problems successfully then how actions will be perceived will clearly vary, over time, according to situation and to culture. This points to a crucial role for the social actors in interpreting messages for employers (Taylor 2002). 

Finally, the notion of good practice has been criticised for promoting the ‘privatisation’ of equality. According to Dickens (1999), for many years the business case for equality action has been in the ascendancy, but there are reasons to view this as deficient (cf. European Foundation 2006): 

· Such arguments have greater salience for some businesses than others

· Its appeal may vary over time leading to ‘fair weather’ equality action

· Partiality, in that action may only take place in areas where equality and the business case clearly coincide, or involve certain sub-groups of the target group, or where it is easier

· Results may only be observed over the long-term and narrow cost benefit analysis may undermine equality initiatives.

While the ‘good practice’ and ‘business case’ perspectives on equality remain popular, nevertheless case where age-management has been implemented on its own right and for the sake of the humanization of working conditions – and with potential or real conflicts between the social partners – are of special interest as well. 

6.
European Comparative research on GOOD PRACTICE Age-ManagemenT

The aim of this section is on the one hand to clarify the state of the art in research on good-practice in age-management and to describe the main dimensions, drivers and trends of these approaches. On the other hand, the empirical procedures will be reviewed and lessons to be learned from this will be highlighted.

6.1 Overview of recent studies and dimensions of age-management

In  recent years, both at EU-level and in Member States, concepts, programmes and guidelines have been developed and research undertaken to identify strategies and good practice examples which can help promote the integration of older people into the labour market (cf. Walker 1997, 1999; Walker & Taylor 1998; EurolinkAge 1998, 2000; ETUI 2002, 2003; OECD 2003, 2004, 2004a, 2004b, 2004c, 2005a, 2005b, 2005c; European Foundation 1999, 2003, 2006, 2006a 2006b; IER 2006). Identifying good practices and disseminating them through networks constitutes a key part of EU strategies, policies and programmes and knowledge management. It has been recognized as an integral part of the Open Method of Coordination, now widely practiced in the EU. The rationale is that by exposing different countries, programmes and projects to validated good practice, the overall performance can be enhanced through mutual learning (cf. IER 2006: XVIII)   

In the European Foundation Combating Age Barriers project a continuum of good practices in the employment of older workers ranging from limited and narrowly focussed measures to more comprehensive management practices was identified and a typology of organisational orientations towards older workers developed (Walker 1997). The earlier study documented over 100 examples of employer policy towards older workers among selected countries of the former EU-15, resulting in a portfolio of employer case studies (Walker & Taylor 1998) and a guide to best practice (Walker 1999). The main conclusion was that, instead of the reactive stance adopted by many employers, an integrated age management strategy would be more effective. The primary ingredients of such a strategy are (Walker 1999, 2002b: 427):

· An emphasis on prevention

· A focus on the whole of working life, not only older workers

· A holistic approach

· In the short-term, special provision for older workers, particularly older women, who missed out on specific skills training or whose health has suffered as a result of their employment. 

A range of possible organisational interventions have been identified, including: addressing age bias in recruitment, awareness raising, training and continuing professional development targeting older workers, job redesign and ergonomic improvements, and more general initiatives such as special leave for carers, more flexible employment contracts, gradual retirement and an organisational commitment to lifelong learning.

The Turku Conference, jointly organised by the European Foundation for the Improvement of Living and Working Conditions, Finnish Ministry of Labour and others, examined the development, implementation and assessment of ‘active strategies’ - policies and practices aiming at improving the productivity and participation in employment of the ageing workforce (European Foundation 1999). The report of this conference again highlights the importance of an integrated approach to successful age management at enterprise level which addresses a range of areas: education, health, training, social protection and equal opportunities. Another conclusion of the conference was that active policy approaches at company level concerning an ageing workforce must be preventive, avoiding age specific employment problems by responding to risk factors in the early stages of working life. Active and preventive measures should take a ‘whole of working life’ or ‘lifecycle’ perspective and be embedded in the concept of ‘age neutrality’. Nevertheless, there are still ‘age specific’ employment and employability-related risks to be addressed.

Following the above mentioned European Union research on age barriers in employment, a proposal for an “European Code of Good Practice on Ageing in Employment” was developed (EurolinkAge 2000). The Code – which was compiled as part of a European project after the study of eight countries (Germany, Spain, France, Italy, the Netherlands, Finland, Sweden and the United Kingdom) and was carried out for the European Commission – contains guidelines intended to assist employers and others responsible for recruitment and training to productively manage the ageing of the workforce. As a result of extensive consultations with a wide range of employers, employers’ organisations, trade unions and government officials, a set of pro-active measures in the following seven dimensions of Human Resource Management could be identified:

· Job recruitment

· Learning, training and development 

· Promotion and internal job changes

· Flexible working practices and the modernisation of work

· Workplace design and health promotion

· Employment exit and the transition to retirement 

· Changing attitudes within organisations

Recent studies of the European Foundation for the Improvement of Living and Working Conditions on good practice in age-management (European Foundation 2006, 2006a, 2006b) are based on the already mentioned Combating Age Barriers project. In part, the purpose was to follow-up these case studies. Fieldwork undertaken by national correspondents in case study organisations sought to obtain information on the evolution of previous measures, drivers of organisational policies on age management and factors contributing to their success or failure, and on the characteristics of measures that have emerged in the interim. To this were added new cases and two new case countries: Austria and Spain. In total, about 120 case studies were undertaken and documented both in a guide to good practice and on a searchable database (see also Annex I) and analysed in a synthesis report. In this study the following dimensions were distinguished:

· Job recruitment

· Learning, training and lifelong learning

· Career development 

· Flexible working practices

· Health protection and promotion and workplace design

· Redeployment

· Employment exit and the transition to retirement

· Comprehensive approaches.

The project on “Ageing and Employment: Identification of Good Practice to Increase Job Opportunities and Maintain Older Workers in Employment (AGEIP)” – funded by the DG Employment of the European Commission - was designed to shed light on the emergence of ‘good practice’ drawing on the experience from eleven Member States (including France, Germany, Italy, Netherlands, Poland and the United Kingdom) (IER 2006). The central part of this research consisted of 41 organisational case studies and with regard to the variety of age-management strategies revealed the measures implemented were mainly in the following areas:

· Recruitment

· Continuing training including knowledge transfer

· Career development and mobility management

· Work organisation and working time arrangement

· Health related measures and design of tasks

· Outplacement. 

· Integrated and holistic approaches

According to an additional study on the new Member States of the EU (European Foundation 2006a) and the findings of the study of the IER (2006), individual companies and organisations in these countries address the issue of an ageing workforce only to a very limited extent. The countries under consideration are generally characterised by a labour supply that exceeds the labour demand so that employers usually have a free choice among a high number of applicants. So, age management is hardly ever applied. The analysed company case studies show that it is mainly larger companies that employ older persons. In many cases, these are either previously state-owned businesses that have been privatised in the meantime or international subsidiaries. 

Against the existing body of recent research covering good-practice in age-management the following catalogue is proposed for systematizing the selection of case studies in the ASPA-project, which at the same time gives further hints of what good-practice might entail:

1. Job recruitment

2. Awareness raising, changing attitudes and diversity 

3. Training, lifelong learning and knowledge transfer

4. Career development and mobility management

5. remuneration, i.e. consideration of bonus and salary systems

6. Flexible working practices (including working-time arrangements over the life-course and reconciliation of work and family life/care

7. Health protection and promotion and workplace design

8. Redeployment and retention

9. Employment exit and the transition to retirement

10. Comprehensive approaches.

These dimensions reflect the most significant action fields identified in the case studies and represent individual measures which are aimed solely at one aspect of an ageing work force. They can be oriented towards both prevention and compensation at the same time, as the improvement of the employment chances of older employees and the expansion of their labour participation calls for a twin-track approach that aims at both (a) the preventive promotion of workers' employability over the whole working life as well as at (b) reducing and eliminating acute employment problems in its later phases. 

6.2
Main trends and drivers of development good practice in age-management

The following overview is mainly based on the two most important and detailed case-study reports, funded by the European Foundation (2006) and the European Commission (IER 2006). However, findings of additional studies are incorporated were appropriate. In general, it has to be kept in mind that all studies do not provide a representative sample of case studies but that these cases have been sampled on a random basis. Therefore, the trends described in the following are mainly trends for the given samples, not for the countries, branches or company size as such. Key findings are as follows.

Branch and company size

In  the European Foundation study (European Foundation 2006), approximately four-fifths of case organisations operated in the private sector, one fifth in the public sector, while a small percentage operated in the social economy, were voluntary organisations or were otherwise classified. The AGEIP study had quite a similar distribution between public and private companies (IER 2006). 

Concerning the differentiation of the private sector in the European Foundation study (European Foundation 2006), the vast majority (over 80 per cent) of cases were in manufacturing and service industries, with much smaller numbers operating in utilities, transport and communication, and construction. Nevertheless, the cases cover a broad range of industries overall. This also applies to the IER-study, with more than two-thirds of cases were found in manufacturing and service industries (IER 2006). Given the dominance of the service sector in most EU-countries, there is also an overweight of companies in the manufacturing sector in both studies.

Concerning company size, almost two-thirds of cases in the study of the European Foundation were large, just over a fifth medium, with only a few classified as small (European Foundation 2006). The AGEIP study here also had a similar distribution, in absolute figures 10 small and medium sized companies were incorporated in the case study sample (IER). Size is a discriminator of organisations’ initiatives. In the European Foundation study, it was almost exclusively larger organisations whose current policies were identified as ‘comprehensive’. If all instances of flexible working are considered, then it was a feature of 31 (out of 72) large case studies, compared to 11 (out of 36) smaller ones (European Foundation 2006). 

In considering the implications for further research it should therefore be remembered that the reviewed studies - and also others from the European Foundation (2003, 2006a) - have largely considered the situation in larger, private sector organisations. That case studies tend to be larger is perhaps inevitable and is a result of ease of access by researchers and the existence of human resource management functions. Nevertheless and given a further development of age-management in practice, future research should put a stronger focus on SME’s where ever possible. 

The private sector bias is a little surprising and in the synthesis report of the European Foundation one possible reason is seen in difficulties of accessing public sector organisations, with concern about opening HR practices to public scrutiny (European Foundation 2006). Another reason suggested is that policy on age management has not developed to the same extent in the public sector, perhaps as a result of continuing pressure to rationalise workforces. For future research, here the question arises if development of age-management policies in the public sector has gained ground and if additional case studies can be identified. 

Main dimensions covered and developments of good practice

When dimensions of initiatives are considered, by far the most common measure in the European Foundation study was training and development, followed by flexible working practices (including working time arrangements). Recruitment and health promotion are important areas of intervention as well, whereas relatively little could be identified in terms of specific policy-making regarding exit, wage policies and changing attitudes (cf. European Foundation 2006).  In general, individual measures dominate, constituting roughly 70 per cent of all cases according to the European Foundation (European Foundation 2006). 
Only the research of the European Foundation so far is able to assess developments over time, however this is restricted also to a given set of good practice examples – 55 altogether. According to this study, the following key findings can be named (European Foundation 2006):

· There has been an overall increase over time in the complexity of organisations’ approaches to age management: There is an increase in the percentage of companies regarded as having comprehensive or holistic approaches from 20 per cent to 30 per cent. 

· A marked shift in the target profile of staff can be stated. There has been a clear shift in the cases away from those focusing on one age group. Among the original initiatives, almost half involved all staff, but among the current measures this proportion has risen to almost two-thirds. 

· While skilled manual workers still feature prominently they have been overtaken by measures targeting professional and managerial staff. Among case organisations gender was seldom an overt consideration. However, measures did focus somewhat stronger on the needs of women, usually because branches predominated by women were incorporated to a larger extent.

· There has been a shift over time in the types of measures adopted by organisations. Health and well-being has grown in importance, while recruitment and redeployment have tended to fall back. Most other measures feature rather modestly.

· Compared with the previous cases, a third of measures have continued largely unchanged, a small proportion has ended completely, while over two-fifths have continued with modifications. 

Narrowing or closure of opportunities for older workers often occurs in companies under economic pressure. In such contexts, both company management and trade unions have often had difficulties resisting the use of early exit of older workers (European Foundation 2006). On the other hand, changes to aspects of internal organisation policy, usually linked to national policy, have occasionally undermined measures, making them less attractive. Measures have also sometimes served a short-term business need and have been curtailed subsequently. 

Thus, for future research it seems important to know if the current economic recession due to the financial crisis puts a halt to the development of age management and which cases are more viable - e.g. whether the comprehensive approaches show a stronger resistance.     

An important consideration is the extent to which meaningful comparisons can be made between data collected in the 1990s and the present and also across countries (European Foundation 2006). That the Combating Age Barriers project was not designed to be longitudinal, that the original bases for data collection cannot be regarded as strictly comparable, and that the industrial sectors and occupations covered by the case studies in the different countries varies markedly means that considerable caution is required when proceeding to consider what the data are telling. While it is tempting to consider comparative analysis and to offer definitive conclusions when examining developments over time, the above qualifications should constantly be borne in mind.

Implication for future research are thus to restrict the time that has elapsed when revisiting case-studies (4 to 5 year seem to be an appropriate time schedule) and keep the data bases and case study selection as comparable as possible.

Country differences and role of social partners

Due to different labour market contexts, welfare systems, industrial relations and attitudes, broad country differences can be discerned. One is an emphasis on health and well-being amid a more holistic general approach among case organisations in the Nordic countries (European Foundation 2006). By contrast, only two of the UK cases had health and well-being as a specific component. Considering countries from the Mediterranean like Greece and Spain corporate culture together with the small size of firms triggers the development of a more ‘paternal’ relationship between employees and management/owners and tends to favour older workers without direct or explicit measures being implemented. A further point of difference between countries concerns the place of age in debates about employment in companies. In the UK for instance, there is a vigorous debate in the management literature and the media generally about the ageing of the labour force, particularly in the run up to the implementation of legislation proscribing age discrimination in 2006. By comparison, despite the predicted ageing of the labour force, many Italian and French companies appear ill-prepared to deal with the issue. However, these are observations from at least five years ago, so awareness may have risen in the meantime. 
For trade unions and works councils it is apparent that they can play a crucial role in the design and communication of initiatives and good age management offers unmistakable benefits for well-being of older workers. However, according to the study of the European Foundation, these actors have often not played a strong role in promoting age-aware employment policies, it is organisational management who in most instances drove them forward. This may be partly due to do with the lag effect of supporting workers’ rights to access early retirement. In some cases, this lack of commitment has clearly undermined initiatives. This ambiguous role of workers representatives is also stressed in the IER Report, which also makes clear that the role of social partners for age management is determined by the level for accessible intervention in different welfare states, both at the macro-level and the sectoral and company level.

Given the prolongation of working time over the life course in the context of raised retirement age in a number of EU Member States it seems interesting to know how this has influenced the active role of trade unions and  work councils in negotiating age management strategies and concrete measures in companies.

Drivers of age-management 

The study of the European Foundation has identified a range of drivers for policy-making (European Foundation 2006). Not surprisingly, market factors played a critical role in shaping organisational policy, with the maintenance of competitive advantage through tackling issues of labour supply, knowledge capture and retention amongst others behind the evolution of many measures. While workforce ageing can act as a powerful motivator for age management, this can easily be overridden by market factors. The AGEIP study also addresses mainly business factors as drivers for implementing age- management strategies which include (IER 2006):

· industrial restructuring, growing markets and dynamic developments

· organisational change and technological development 

· demographic change in the company, the danger of skill losses and labour shortages

· trade union policies 

The public policy framework had clearly a hand in encouraging, supporting and shaping the development of policies on age-management. Government policy on age and employment continues to evolve in Member States, particularly driven by concerns about the sustainability of pension systems, with active labour market programmes emerging though less advanced than pension reforms, and transposition of the age dimension of the Equal Treatment Directive is patchy.

Altogether, there are five main factors that trigger good practice within organisations and, in the private sector, all of them reflect the business needs of the companies concerned. In most cases the trigger of good practice is a combination of two or more of the following factors (European Foundation 2006, IER 2006): 

· Sustaining the Skill and Experience Base of the Work Force: Good practice in age management is introduced to ensure that the organisation's skill needs are met as precisely as possible. This goal can be reached by making new appointments as well as by investing in the skills and qualifications of existing older employees. Partly as a result of previous negative experiences with age-based redundancies many companies have realised that the professional and social skills that older employees have acquired in their often long-lasting job tenure and/or broad industry experience represents a special company asset. New recruits and/or younger colleagues cannot fully replace these skills and experience and trying to do so will involve the companies potentially in high additional costs for the recruitment, vocational preparation or on-the-job training and education for the newly hired staff. 

· Managing organisational chance and industrial restructuring: Good practice in age management may be spurred by the need to involve older workers in organisational restructuring or development. This need may stem from the absence of younger workers with the necessary skills in the internal or external labour markets or because it is mandated by collective agreements. Thus employers may find themselves 'forced' into engaging with older employees, because there is no alternative, in a range of circumstances including the reorganisation or rationalisation of production or administrative processes and changes in market, demand or competition conditions.  In all such cases, where organisations make special efforts to ensure that their older workers are fit for the new challenges by introducing suitable age management measures, which also raise the employability of the workers concerned, there is a good chance that older employees will not only adapt competently to the new circumstances but also, in the private sector, with considerable economic benefit.  

· Preventing or reducing age-specific labour costs: In many cases good practice in age management is triggered by the need to cut age-related additional expenditure and/or labour costs. If age-related increases in labour costs occur (e.g. higher sickness rates), for instance due to the high average age or an unbalanced age profile of the work force, targeted measures to promote the health, skills or motivation of older employees are seen as more sensible economically by the case study companies than laying off older employees or pensioning them off prematurely. Labour costs can also be lowered by making use of national support measures or other public employment programmes, e.g. in the case of new appointments or on-the-job training and education. 
· Reacting to new external labour market conditions: In a number of cases the need for organisational age management is created by changes in the general conditions for hiring older workers. This contextual shift can take the form of legislative or regulatory changes, for example in retirement ages or pension laws, public and collectively agreed principles and explicit sensitisation and promotion programmes for older employees. Examples of good practice can also be seen as a result of forthcoming regulations against age discrimination and as an answer to national diversity campaigns. Other companies have begun with age management measures in the course of new collectively agreed provisions in favour of older employees taking effect, for example in Belgium and in Italy. In those sectors with an ageing customer base or in which there is demand for age-specific products or services older employees can be the best placed to respond to consumer needs and expectations, for example in the health services sector or the retail trade. 
· Regional and/or professional labour market bottlenecks: Finally, good age management practice, especially in the cases of new appointments of older workers or investments in the employability of existing older workers, were implemented if there were bottlenecks in the regional or local labour markets for qualified personnel. However, these were mainly short term reactions. It is seldom the case that organisations do react in good time with preventive investments in the employability of their ageing and their older staff where prognoses suggest a future (demographically-induced) lack of labour or of skilled workers. 

6.3

Summary and implications for further research

All in all, substantial research has already been completed concerning the identification and analysis of good practice in age management as such and deriving recommendations for further dissemination and implementation of good practice. Nevertheless there is still a strong need for further investigation due to the following deficiencies:  

· There is strong evidence that penetration of good practice still is rather limited, particularly as far as smaller firms and the public sector are concerned. Amid increasing debate about workforce ageing examples of workplace initiatives are clearly on the increase in some forerunnner sectors and countries, however, human resources management strategies tackling an ageing workforce are still at their initial stage in most European countries and firms.

· Most studies of organisations have relied on a limited number of data sources within organisations and have been carried out at one point in time. Not only does this lead to problems of unreliability of data; it also means that we cannot tell how workplace policies develop and change over time and how workers and managers influence, respond to and are affected by these changes. In particular, there is evidence that attitudes and practices towards older workers can vary considerably over the economic cycle and that different cohorts of ageing workers experience different problems in the labour market. 

· Though there are a growing number of detailed case study examples of workplace initiatives aiming to integrate older workers, the research on which some current guidance is based is now rather dated keeping in mind the rapid economic and technological changes. Both the cases from European Foundation and the IER study were mainly visited in the years 2004/2005. At the point of time ASPA will start the field phase they will already be 5 to 6 years old. ASPA in this respect can be seen as a second or third step in establishing a panel on good-practice in age-management. 

· In addition, in considering organisational case studies, certain target groups have not been addressed sufficiently. A gender-specific bias of research, and to an extent policy, still prevails. Though women face difficulties in achieving continuous employment, mainly as a result of difficulties in reconciling caring roles with employment and training, research on success factors is lacking. Also, while labour force participation rates among older women are increasing the quality of working conditions is often deteriorating (Walker 2002). Furthermore, the increasing number of older migrant workers has not been taken into consideration so far though their working conditions are in general more unfavourable then those of older workers in general.     

6.4
Aims and objectives of research on good practice in age-management

The major objective of the study is to develop an up to date portfolio of examples of good practice that takes into consideration two goals - maintaining the employability of ageing workers and improving work opportunities. Thus, it is intended to provide an information basis on age-management suitable for an international exchange of experiences on how to promote labour market participation of older workers in general and how to prevent early exit and unemployment. The intention is to inform debate in the European Union about age and employment and raising labour force participation rates of older workers by providing practical workplace-based examples and to contribute to the further development of age management in both public and private sector organisations.

In combination with the representative survey of employers attitudes towards an ageing workforce and the foreseen policy analysis in the ASPA project this data base will form a strong base for assessing the current state of affairs concerning integrating older workers in the workforce  

The research will critically assess the extent to which firms are oriented towards older workers and explore how age-aware human resource management practices can be used to improve the employment prospects of older workers. The study aims at assessing good practice examples which promote the recruitment, retention, and employability of workers as they age, with an emphasis on the employment of older workers. The main objectives as already stated in the project proposal will be:

· Document measures in organisations (private and public) to improve the employment situation of older workers.

· Identify and re-assess factors influencing the evolution, success and sustainability of measures over time.

· Identify the main dimensions and scope of examples of good practice and analysis of significance.

· Consider the impact of initiatives on individuals and organisations.

· Analyse the perspectives of social partners and systematise their views on how to sustain the employability and workability of ageing workers. 

· Link company approaches and initiatives from social partners with recommendations for implementing public policies both at EU-Member-State-level and at EU-level itself.

· Disseminate models of good practice in age-management and lessons to be learned from the implementation. 

In particular, the study aims to examine factors influencing outcomes of initiatives to improve opportunities for older workers and to extend working life from a longitudinal perspective. In the context of revisiting former case-studies in the longitudinal part of research, the main purpose is to re-assess the influence of the drivers identified so far. In particular, the following questions will guide the analysis of the case-studies:

· Are business cases under pressure and is sustainability endangered in times of economic recession – concerning in particular recruitment, retention and phased retirement models? Good economic circumstances may have had a positive influence on the sustainability of measures. But this does not necessarily mean that measures will end when such conditions no longer apply?

· Has demographic pressure gained influence? Concerns over future labour supply, sometimes linked to changing demography was of considerable importance only in some case organisations in the former studies. In time, changing demography set against concomitant shifts in labour supply, ongoing industry changes and a changing public-policy framework may force organisations to much more consider workforce ageing as a strategic issue. Have managers therefore strengthened their efforts to find effective solutions to make use of older workers and to plan accordingly? 

· Does the increasing implementation of pension reforms and does the trend of raising retirement age trigger an increase of good-practice in age-management? In this respect, do national differences prevail and does the role of workers representatives increase? In recent studies, there was relatively limited trade union involvement at the conception stage, yet, their role could be crucial in securing or undermining the commitment of staff. 

· Has there been a shift and/or convergence on the company level concerning a trend towards comprehensive approaches? And have certain sectors – like the public sector - gained ground? 

From a more comparative view, the study will examine whether common, cross-national characteristics of good practice in age-management have developed or whether specific national case-study profiles prevail and what are possible reasons for this, e.g. industrial relations and policy initiatives. 

7.
proposed Methodological approach for wp4

7.1

Identification of case studies and selection criteria

The portfolio of examples of good practice will constitute a collection of work-place initiatives and be chosen to represent a balanced cross-section of larger and smaller enterprises and the public and private sector. According to the project proposal each partner country has to accomplish 12 company case-studies. In order to ensure a reasonable mix with regard to sector and size and drawing on the experience from previous projects that some cases turn out to be less useful or not accessible, it is proposed that each partner country develops a portfolio of 15 cases for selection. The final selection of 12 cases for each country will then be agreed upon jointly by the national partner and the work package coordinator.  

The identification and selection of established cases of good practice - to be used for the longitudinal perspective - should primarily build upon existing samples and data bases. An overview of current data bases is given in annex I. Given the involvement of experienced researchers from previous studies (United Kingdom, Germany, Denmark, France, Italy) it is hoped that inaccessibility of the previous case study organisations would be minimised, allowing a degree of choice in selection. However, it has also to considered that, given the considerable time that had elapsed since the previous cases were visited, a significant proportion of these examples may no longer exist or that accessing these companies or organisations is difficult or simply not possible. In this case, alternatively, other long-standing case-study examples could be selected in consultation with the work package coordinators.
Recruiting new case studies to fill existing research gaps should first of all draw upon results from the survey of employers which is underway in the ASPA-project. Additional means of identifying and recruiting company cases - apart from the literature - can be seen in contacting employers’ federations at the sector level and trade unions, and by approaching companies that are known for innovative human resource management. Additionally, country knowledge about longstanding measures contributed by the national correspondents should be used.
The selection of case studies has to strike the right balance between a longitudinal approach and the task to fill existing research gaps. This concerns mainly the lack of information for certain company sizes, in particular SME’s and for the public sector.  Given the domination of large companies in previous case study selections, special attention should be paid in incorporating small and medium sized companies (up to 250 employees) in the sample. 

Given these selection criteria the following matrix for identifying and selecting case studies on the national level has been developed for the initial 15 cases that should be named by each national partner. The final 12 cases to be selected will be chosen from this matrix.  

	Company size
	Longitudinal cases
	Additional cases
	Total

	< 250 
	3
	2
	5

	250 - 500
	3
	2
	5

	> 500
	3
	2
	5

	Total
	9
	6
	15


Given the known difficulties in identifying and accessing case-study organisations it seems  not feasible to set any more obligatory selection criteria. Nevertheless, each national partner should take care to cover a broad scope of good practice examples and with regard to the deficits which were revealed in recent studies special attention should be paid to the following:

· a good balance between sectors (public, private and non-profit) and occupational/target groups (e.g. low-skilled workers and academics; older migrant workers)

· application of a life-course or preventive approach, that is, it should not only be in favour of older workers as such and be remedial but show a pro-active orientation that for example, helps to avoid health risks for prime age workers or implements strategies for lifelong learning;

· a gender-sensitive approach, that is, it should at least take into account specific employment risks of ageing women, if not provide an outstanding example of improving employability of this target group; and

· transferability of approach, that is, there should be evidence that the approach is not due to exceptional or culture-specific circumstances but provides indications of good practice that could be followed by other organisations.

The national partners will be asked to prepare a national portfolio of possible case-studies and indicate the area of good-practice which allows the co-ordinators to select cases in advance of the field phase and to control the progress of case-study research in each country. The portfolio of potential case studies should be completed by the end of September 2009 (see also work plan in Annex II)

When setting criteria for the selection of good practice it needs to be borne in mind that, at the selection stage, many case studies reveal their intention rather than concrete results (cf. IER 2006). Therefore, potential good practice is defined by expected results. Of course, it may also be the case that some initiatives that were in place previously have been withdrawn. In these ‘negative’ cases, there could still be considerable value in pursuing some of the research questions outlined above, not least, to identify the factors contributing to closure, providing information which could be fed into guidance materials for organisations. Failure or ending of an initiative/measure as such will be no reason for exclusion, however the majority of cases documented should still be in place. 

7.2 Empirical procedures and case study documentation

Access to case studies

Experience from previous study shows that where organisations were being revisited access was frequently a major issue. In almost all cases the person who previously participated in the study was not the person who participated on this occasion. A factor influencing participation was whether someone was available to provide information. Linked to this, in some instances no information was available due to the time that has elapsed. But it was more often the case that the organisation had evolved, either by merger, growth or shrinkage. Some of the original case studies had changed so much that it was difficult to contact them on a similar basis as previously, nor to make meaningful comparisons. 

Added to this, the process of negotiating access to case studies could be extremely protracted, necessitating numerous telephone calls, the sending of several letters and emails to organisations. 

So we suggest that all partners start contacting and recruiting case-study companies as early as possible to be prepared for drop outs, necessary exchanges of companies and delays in getting the actual access. The time frame given for selecting and conducting the case studies (see also annex II) will be monitored by the work package coordinators and any foreseeable delay should be reported as soon as possible. 

The way in which the national partners get in contact with the specific organisations may vary according to the degree to which the company is already known.  As a practical working procedure we suggest the following:

· Start with initial telephone calls to see if a case study is feasible at all and who is the right contact person.

· Send out an information letter to the individual companies in advance which states the main issues for the interviews and the foreseen time load.  Interview guidelines however should only be sent out on explicit request.  If asked, you may decide to send a summary version of the interview giving broad headings without all the probes, etc.  This will give the respondent a clear idea of the main issues without getting into detail which might be irrelevant to that company and which could actually make them decide against taking part.  It is most effective for each partner to make their own summary as appropriate of the issues based on the guidelines we have provided.  
· Negotiate the procedure of the actual case study with the responsible person.  

In our experience the time needed for the process described above should not be underestimated.

The scope of the research

Case studies will involve at least one on-site visit to the respective organisation, and where possible, interviews with a range of organisational actors (e.g. senior management, line management, representatives of work councils/trade unions/employees and persons in charge of the initiative) in order to obtain as complete a picture as possible. If it is not feasible to conduct all the necessary interviews at the site visit, additional telephone interviews can be made as well. Also, available documents concerning the company profile and the description and evaluation of the initiative should be evaluated. 

Depending on organisation size, the scope of the individual workplace initiative and the duration of the measure, you may decide to vary the number of interviews. In small companies 2 interviews may be sufficient, in larger enterprises 4 to 5 expert interviews might be necessary. However, on average each case study was planned with a demand of 5 to 6 working days, including reporting. Altogether, this amounts to a work load of 4 months as stated in the project proposal. This work load can be stretched over a period of 8 months from September 2009 until April 2010. 

Case studies should be documented according to the following aspects:

· (External) economic background, structural features and organisational culture; 

· How the initiative is related to other aspects of HRM or pension policy, or wider business strategy (i.e. are there contradictions in aspects of policy, does one policy or practice undermine/complement another; are there strategic business reasons for targeting older workers);

· Reasons for implementation of good practice and aims and objectives (i.e. improvement of work organisation, motivation and well-being of employees, reduction of staff turnover, intergenerational skill transfer; financial incentives, implementation in the context of a broader policy context);

· Implementation process (i.e. planned/unplanned, actors involved, backing from senior management, duration of implementation, favourable and unfavourable circumstances, success factors etc.); 

· Scope of the practice: number of workers, age-groups involved, workplaces covered, gender dimensions taken into account 

· Development over time and factors influencing these (i.e. broadening or narrowing the scope of the initiative, change of actors and economic influences)

· Impact and outcomes (i.e. achievement in dimensions of age management, unintended consequences, commitment of those targeted);

· Factors contributing to impact and outcomes (i.e. trade union or management support, attitudinal or cultural barriers, prevailing market or business conditions); 

· Considering the economic and related costs and benefits of the initiatives (i.e. costs of implementation, benefits in terms of reduction of production costs or sick notes); 

· Transferability of examples in terms of prerequisites to be met and organisational features to be taken into account.

See also the separate case study template as a guide.

Case study documentation

To ensure that each national correspondent will cover the necessary aspects of the case study research, a guideline for interviews has been developed and will be discussed with all national partners at the project-meeting in Paris. A common template for reporting and assessing the individual case studies and an additional short summary report (1,5 – 2 pages) has been developed by the workpackage coordinators.

The interview guideline has been kept as simple as possible and only one version for company interviewees (no separate versions for line-managers, shop stewards, HRM-managers etc.) is provided and the flexible use of certain clusters of questions (for example on the structure of the firm) for different interview partners is suggested. 

To allow for necessary corrections or amendments, the interview guidelines and template for documenting the cases will be reviewed at the December meeting after a first phase of empirical research. Each partner will be asked to conduct at least two cases by then.

We are also asking partners to include the following additional standardised data along with each case study to allow for a degree of quantitative analysis of cases:

· Sector and size

· Legal form

· Nature of social dialogue and role of social dialogue in original and current initiative

· Dimension of original and current initiative

· Target group in original and current initiative

· Age profile of target group in original and current initiative.

If possible, the companies should be named and not stay anonymous for the use at the web-page of ASPA. The argument for naming the company is to make them more convincing for other companies and to make it possible to contact these. However, an argument for leaving them anonymous could be to avoid the danger of being less critical just to be able to publish them. In this respect it is also important to note that approval from case organisations for the posting on the web may be time consuming. If this is the case, a possible solution could be to allow for anonymity when a publication otherwise will not be possible. 
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Annex I: Data bases

In recent years several case country governments have implemented measures aimed at raising awareness among business and providing support in applying age management strategies. In the following, an overview of existing national and overarching European data bases that are of relevance for the countries involved in the ASPA-project will be given:

· Detailed information on each example of good practice which form the basis of the study of the European Foundation (2006) can be accessed on the European Foundation's web site: http://www.eurofound.europa.eu/areas/populationandsociety/ageingworkforce.htm  This material is provided in an accessible form and cases in the EU-25 can be searched by sector, country or type of initiative, using an interactive form.

· Individual case studies from the recent study of the IER (2006) were not published. However, it may be possible to have access to the contact details to enable follow-up of the case studies in the Netherlands, France, Germany, Poland, Italy and the UK. 

· Since the end of 2004 the European Network for Workplace Health Promotion in its 5th initiative deals with the development and dissemination of WHP strategies and initiatives that enable employees to remain in gainful employment for a longer period of time. The results of the 5th initiative include a downloadable study (Meggeneder and Boukal, 2005) on Healthy Work in an Ageing Europe - A European Collection of Measure for Promoting the Health of Ageing Employees at the Workplace, http://www.enwhp. org/index.php?id=478) which includes Sweden, Germany, Netherlands, Denmark and the United Kingdom.

· In the context of the study on Age and working conditions in the European Union.  (European Foundation, 2003) researchers from a number of countries (including Sweden, Denmark, the Netherlands, France and Germany) were asked to describe the situation in companies seeking to implement strategies to tackle ageing at work. All in all, 26 cases could be identified.

· OECD-reports on ageing and employment for the Netherlands, Denmark, Germany and the United Kingdom (OECD 2005, 2005a, 2005b, 2005c) contain hints or give concrete case-study examples for good-practice in age-management in the respective countries.

· For Sweden and the United Kingdom, the Austrian based on-line consulting service (www.arbeitundalter.at) which aims to promote a positive vision of ageing workforces and which was established by trade unions and industry groups, additional case-studies are available. By collecting successful examples and international experiences the aim has been to create a resource for management, work councils and management consultants. 

· In the United Kingdom, a long-standing initiative is the Age Positive website (www.agepositive.gov.uk/). This was launched in 2001 and comprises a variety of informative and interactive features including: employer case studies, a discussion forum, advice and guidance, updates on the Government’s Age Positive campaign and progress towards legislation.

· In the Netherlands, the Ministry of Social Affairs and Employment established the Taskforce Age and Labour in 2002. This produced advice on age-aware employment policies and initiated or supported over sixty age-related projects. In 2004, as an outcome of the Taskforce’s activities, the Action Group on Grey at Work (Grijs Werkt) was established. This provides information and advice to help employers develop age-aware policies and highlights example of good practice at its website (www.senior-power.nl).
Annex II  WP4-Work plan for 2009 for national partners
	
	June
	July
	August
	Sept.
	Oct.
	Nov.
	Dec.

	Comments on draft paper on Orientation and Literature Review and the Interview Guidelines
	
	
	
	
	
	
	

	Collaboration between WP4 and WP5 regarding the nature of ‘cases’
	
	
	
	
	
	
	

	Case- study portfolio to be build up by national partners
	
	
	
	
	
	
	

	Final selection of cases in consultation with WP4 Coordinators 
	
	
	
	
	
	
	

	First phase of case-studies and quality assurance
	
	
	
	
	
	
	

	Reflection on first phase experience 
	
	
	
	
	
	
	


Comments:

Draft Orientation and Literature Review and Interview Guidelines will be sent out by the WP4 Coordinators in early June prior to the Paris meeting.  

National Partners will be asked to give initial comments at the June meeting with follow-up reflections afterwards.
Final versions will be prepared by WP4-Coordinators by end-July according to the results of the June meeting and any follow-up comments from colleagues. 

Deadlines in 2009: 
September, 30th: Completion of a portfolio of 15 case study proposals by Partners, following consultation with WP4 Co-ordinators.
December, 11th: Completion of at least 2 case studies per Partner.
Prior to Christmas vacation: Feedback and discussion between Partners and WP4 Co-ordinators on the results of the case studies.
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