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Preface

What is this short report about?

Background

The ageing of society and the shrinking of the workforce is one of the dominant developments in modern European societies. This demographic changes challenges every European country to make more use of their senior potential, both inside and outside the labour market. According to European governments and scientific experts, labour markets are in need of higher participation rates, and raising the participation levels of older workers is one the key objectives of policy makers in most countries. The civil society may also need these ‘younger’ elderly as more women are participating in the labour market, have less time for care and volunteer work, while the share in the population of ‘older’ elderly who need care is increasing.

Project: Activating Senior Potential in Ageing Europe (ASPA)

The project Activating Senior Potential in Ageing Europe (ASPA) examines the forces and mechanisms behind behaviour of employers, civil society organizations and governments and the resulting societal arrangements. Civil society can be described as the institutional domain of voluntary associations. The project is funded under the Socio-economic Sciences and Humanities Theme from the European Commission. The countries participating in the ASPA-project are: United Kingdom, Germany, Sweden, Denmark, Italy, Poland, France and the Netherlands.

The aim of the ASPA-project is threefold:

I. The first aim is to get insight on the influence of organizational behaviour, organizational and public policies on the use of senior potential (men and women) over fifty.

II. The second aim is to get insight into activity rates of people between 50 and 70, both in paid labour and unpaid activities (in particular care and volunteer work), related to policies with respect to human capital investments over the life course.

III. The third aim is to identify policy strategies for organizations (firms and civil society organizations) and governments to stimulate the participation of older adults and secure human capital investments over the life course based on a comparison of different national strategies and good practices at the organizational level.

Large-scale Survey

To get a clear view on employers’ behavior towards older workers in the ASPA-countries, as part of aim I of the project, it will use - amongst others - a large-scale survey. This short report contains the documents constructed in the preparation-phase preceding the survey.

Objectives of the survey

The first objective of the survey research is to get a clear view on employers’ attitudes and behaviour towards older workers in different countries. Which are the views of employers in different countries on older workers? What do they consider to be the major effects of an ageing workforce? And how can these views be explained? Information will be collected and analysed on attitudes, behaviours and policies regarding human capital investment during the life course, retirement and recruitment policies, HRM policies and the influence of stereotypes toward ageing workers on these policies and behaviours.

The second objective is to get insight in how employers’ behaviour differs between countries (e.g. related to the different welfare state concepts) and between branches of industry within countries (e.g. related to the economic structure of the labour market). What kind of policies do employers in different countries have with respect to older workers (stimulating, permissive, special arrangements) and how can these differences be explained?

The third objective is to establish the views and opinions of employers regarding the ageing of the workforce and EU-objectives regarding prolonged working life and lifelong learning, to explain the differences in employers’ views in this respect and establish the extent employers’ are influenced by government policies. How do government policies influence employers’ behaviour? Are organizational policies in line with and adding to governments’ policies? 

Beyond the state of the art

Over the years many studies have focused on different aspects on the ageing processes in Europe. These studies have resulted in a number of important insights. Yet there are still many gaps left in our knowledge. ASPA tries to fill this void on these issues. The survey addresses the following aspects: 

· A detailed picture of the diversity of employers opinions on the urgency and the consequences of the ageing process and an understanding of the main determinants of this diversity.

· There is a huge diversity within and between European countries in the way employers deal with an ageing workforce. How successful are these policies? Why do organizations put emphasis on more protective or more competitive measures? 

· How important are different ways of developing skills? - In particular for older adults and how can governments and organizations facilitate human capital accumulation throughout the life course and the use of these skills.

· Older workers and labour immigration; when, where and under what circumstances is globalisation and European integration an opportunity or a barrier for older adults inclusion in the workforce and society?

· Insights into the nexus between participation in the paid labour market and participation in care responsibilities and voluntary work in different European settings.

Concept Questionnaire (in English)

The survey was developed from the objectives as described above and based on the information from the literature review as outlined in the second chapter. The aspects covered in “Beyond the state of the art” (above) functioned as overarching goals. In Annex A the resulting concept questionnaire (in English) is enclosed.
What is being covered in this report?

This report contains the major documents that have been written as a profound preparation to the actual data-collection in the eight ASPA-countries. The report gives in the first place the results from the desk research on existing literature that was undertaken in preparation of the questionnaire (chapter 2); results from this study were incorporated in the questionnaire. Chapter 3 presents the constructed sampling framework. Finally, the short report contains documents with respect to fieldwork preparation and strategy to organise the data collection in a uniform way in the eight countries (e.g. guidelines on data collection) in chapter 4.
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Literature Review

In the build-up to the survey

Introduction

Large baby-boom cohorts will reach retirement age in the coming years, and the question of how to deal with this outflow of workers is of paramount concern, not only for governments but also for individual employers. But even though policy makers at the governmental level may agree on and be convinced of the necessity to stimulate participation of older workers, it depends on (individual) workers’ and especially employers’ behavior whether this macro level goal can and will be actually achieved. 

With a labour market that is changing from a ‘demand-driven market’ to a ‘supply-driven market’, how do we expect employers’ to behave with respect to older employees? What do we know from recent literature on older workers and active ageing in Europe from the employers’ point of view? And what do we already know from previous research on older workers amongst employers? In the next section literature underlying the survey is presented.

Relevant Literature

The last few decades the labour market in most Western countries tended to be a buyers-market. A substantial pool of unemployed formed a buffer that could absorb cyclical fluctuations in labour demand. It is hardly surprising that most studies in this period focused on employees and their job seeking activities rather than the employers’ point of view. But this is gradually changing, since the employers’ perspective becomes more and more relevant to employers in countries where the labour supply is expected to decrease under demographic pressure of an ageing workforce.

Measures to respond to a changing labour market

With a labour market that is changing from a ‘demand-driven market’ to a ‘supply-driven market’ employers have different measures at their disposal to respond to these changes. A variety of measures are being promoted to increase the labour supply in ageing labour markets (Kok, 2003, 2004). 

Earlier research has shown that employers who are confronted with a tight labour market intensify their search behaviour (Breaugh and Starke, 2000; Henkens et al, 2005; Marsden and Campbell, 1990; Russo et al, 2000). Effective recruitment methods may be the solution for an individual employer or group of employers. At the macro level, however, this cannot be a lasting solution unless there is an increase in total labour supply. 

According to economic theory, there are several ways employers can respond to changes in labour supply. In the event of an autonomous decline in the supply of labour, the employer has two options in order to try to restore equilibrium. First, he can try to reduce his dependency on labour. Second, employers can try to expand the supply of suitable labour (Perlman, 1975; Lazear, 1998).

Reducing dependence on the external labour market

Increasing the effort/deployment of existing workers

An option to reduce the dependence on the external labour market is to make greater use of existing workers, to look for internal solutions. The most straightforward measures amount to letting existing workers work longer hours by increasing the length of the full-time working week, occasionally working overtime or having part-timers work fulltime. 

Employers can also try to limit their reliance on the labour market by reducing the number of workers leaving that market. Retirement reforms and personnel policies may stimulate older workers to extend their working career (Van Dalen and Henkens, 2002; Adams and Beehr, 2003; Remery et al, 2003a). Better opportunities to combine work and care for young children by offering different kinds of work-family arrangements reduce the risk that women will withdraw from the labour market (Remery et al, 2003b). Personnel policies aimed at providing balance in participation in the paid labour market and participation in care responsibilities may also play a role in reducing the number of workers leaving the labour market in a broader setting, with people having care responsibilities for older relatives or grandchildren. 

Finally, companies can try to improve the employability of their workers. In the event of ‘overcapacity’ among some workers within an organization, it might be worth investing to increase the range of work they can carry out, and thus their employability. Generally speaking, as the employability of workers increases, the risk of underutilizing those workers decreases (Ester et al, 2001). The role of training, productivity and employability with respect to increasing labour supply is discussed separately under the heading “Human Capital”.

An alternative combination of capital and labour

If the production factor labour becomes scarce, an employer can opt to replace it by the production factor capital. It may also boost investments in technological development, and in doing so give rise to a restructuring of the economy. Usually, this structural adjustment and the choice for a new configuration of production is an option only in the long term. 

In some cases, it might be an option to reorganize the work so as to shift the dependence on various categories of labour. By having more work carried out by workers from a category that is less scarce, the problem of scarcity can be obviated.

Expanding the supply of labour

In principle there are two options for a rational employer to expand the supply of labour. First, ensuring additional labour is supplied by groups from which recruitment already traditionally takes place, and secondly by tapping into new groups of potential workers.

Additional labour supply from ‘traditional’ groups of workers

According to neoclassical theory of labour supply, the best way to attract additional labour is to increase wages: higher wages ‘seduce’ potential workers for whom wages were hitherto lower that the so-called reservation wage, i.e. the minimum wage for which they were prepared to join the labour market (Killingsworth and Heckman, 1986).

Tapping into new groups of potential workers

In the context of his job competition theory, Thurow (1975) and others have explained how employers categorize different individuals or groups. Thurow links employers’ preferences primarily to trainability. Phelps (1972) refers more generally to expected productivity and assumes that an employer’s experience with individuals from a particular category is projected onto all workers in that category. In this context, Becker (1957) has already pointed out in an earlier study that employers might have ‘a taste for discrimination’ against some groups. Job competition theory assumes that employers rank the available candidates in a fictitious order of preference (a job queue) and select the candidates in turn, until their demand for labour has been met. In the so-called job queue the most productive employees are at the front; they are the first choice. If there are no first-choice workers available, or if they have all been selected, the employer has to resort to his second choice.

A number of target groups (women, older workers, ethnic workers, and the disabled) are often identified as alternatives to the indigenous male labour force, which in many organizations traditionally constitutes the core of the workforce. From a job-search theoretical perspective (Phelps, 1970), employers associate each of these groups to a greater or lesser degree with higher labour or training costs – or lower expected benefits in terms of output – compared with the reference group of indigenous male workers. 

From a sociological point of view it is interesting to know who will be the winners and losers of these labour market developments. Is it true that increasing tightness in the labour market offers new opportunities for groups that have earlier been discriminated against, like women, older workers and immigrant ethnic minorities? And, if so, do they benefit equally and throughout the economy or do some groups benefit more than others, depending on factors like education and branch of industry? This is an important issue for the Netherlands which has been traditionally characterized by a high percentage of part-time workers and a low labour force participation of women, elderly and ethnic workers, but also for other European countries that have relatively high unemployment rates for these categories of workers.

Finally, firms can expand the pool from which to choose workers by using the international labour market. Multinational firms by definition operate in a global market and attract their workers also from the international labour market. But most firms act locally and for those firms immigration may offer a new supply. Migration can, however, also be interpreted as the migration of employment or part of the firm. Relocating production facilities elsewhere or looking for workers in the international labour market might also be a way to reduce dependence on the local or regional labour market. One can interpret these measures as a way of seeking new personnel in a geographical sense too. Over past decades, for example, a great deal of production has been relocated from Western Europe to Eastern Europe and Asia, which has relatively ‘cheap labour’. If the labour shortage is expected to be temporary rather than structural, outsourcing work (nationally or internationally) might be a solution. Collaborating with other organizations – by creating a joint pool of labour for instance – is also a possibility, with work being outsourced to workers employed by another company.

Recent literature on an ageing workforce: the employers’ point of view

Due to economic expansion of the second half of the nineties, Dutch employers were increasingly confronted with a tightening labour market – contrary to most other European countries -, and as a result more studies from the employers’ point of view were undertaken. The way in which Dutch employers responded to the developments may be viewed as a prelude to a not-too-distant future, in which the effects of ageing work forces will not me masked any longer by high unemployment rates. As of then many European employers will be struggling to cope with a structural shortage of labour (Börsch-Supan, 2002; Ekamper, 2003, 2006).

Sense of urgency

Within the Fair Play For Older Workers project a questionnaire on ageing and employers’ behaviour was carried out in Spain, Greece, the Netherlands and the United Kingdom in 2005. The main conclusion by Van Dalen et al (forthcoming) with respect to the sense of urgency is that in all four countries there seems to be awareness that demographic developments will affect the future labour force. This awareness is significant also in the countries that had at the time of the survey a relatively high unemployment rate such as Greece (9,8%) and Spain (9,2%) compared with ‘low unemployment’ countries such as the Netherlands (4,7%) and the United Kingdom (4,8%).  

Employers’ behaviour in response to staff shortages

Whereas there may be a sense of urgency among employers regarding demographic challenges in the labour market, behaviour in response to staff shortages can take different forms. Organizations take a variety of measures in response to staff shortages. Henkens et al. (2008) empirically distinguish four strategies (coherent clusters of measures). The first relates to the recruitment of new groups of workers. The second strategy focused on existing workers. Overtime, encouraging part-timers to work extra hours and a structural increase in the length of the working week were part of this strategy. The measures constituting the third strategy seemed designed more to ensure the continuation of current activities than to reduce the structural shortage of staff. Work was outsourced, a recruitment agency used, and higher wages offered to try to fill a vacancy. As regards the fourth strategy, a few organizations focused on substituting technology/capital for labour. All the strategies included a mix of demand-reducing and supply-generating measures. However, there was a clear distinction between strategies focused on the short term (‘increasing the supply of labour from among existing workers’ and ‘outsourcing work and collaborating’) and strategies focused on the long term (mainly ‘structural adjustments’ and to a lesser extent ‘tapping into new target groups’). 

Henkens et al. (2008) conclude that Dutch employers are busily adjusting to the new situation in the labour market, which seems to have changed structurally compared with the past. Nonetheless, the structural character of these shortages is only gradually being appreciated. Many organizations initially rely on their existing workforce when faced with staff shortages, with possible negative effects on workers job pressure and work-life balance. For many employers, recruitment among non-traditional groups is a step towards solving staff shortages. Interestingly, many employers view the reintegration of disabled workers as a solution for their staffing problems. Apparently, employers assume substantial work capacity among disabled workers underscoring earlier estimates of hidden unemployment of between one third and one half (Aarts & de Jong, 1990). However, in the future, individual employers will increasingly find that they are fishing in the same pond as their colleagues and competitors. An important result of this study is that even in the case of severe labour shortages few employers aim at increasing the number of older workers. This result underscores the finding of Van Dalen & Henkens (2005) that there is a double standard in attitudes towards retirement. Whilst agreeing that working longer may well become necessary in the future, workers and employers still do not think it will apply to them individually.

In 2000 a survey was carried out in the Netherlands among one thousand organisations and in 2005 among 600 organisations, both on employers’ behaviour toward older workers in the Netherlands. The results of the surveys show recruitment preferences in which older people come still at the end of the job cue, after other categories of employees. Many employers are only inclined to recruit older workers in case no other candidates are available (Henkens and Schippers, 2008).   
Employers’ behaviour towards an ageing workforce and older workers

Van Dalen et al. (2006) find within the Fair Play For Older Workers project that British employers are far more positive on the economic consequences of an ageing personnel structure within their own organization, whereas the Greek, Spanish and Dutch employers show little faith in a future with an ageing workforce. British employers also take more measures to retain older workers for their organization and for the labour market than employers in the other countries participating in the study. The results of the surveys carried out in 2000 and 2005 among Dutch employers show that employers view the ageing process of their workforce with concerns about increasing labour costs without increasing productivity (Henkens and Schippers, 2008).

Van Dalen et al. (2006) state that in comparing employer expectations and policies in the four countries one can conclude that a huge gap exists between what employers perceive as general challenges ahead and actual policies within their own organization. The results underscore a difference between rationality at the macro level – as stressed by European policy makers – where society has to prepare for the consequences of demographic changes, and rationality at the micro level of employers, where little effort is made to structurally improve the position of older workers in the labour market. Unless policy makers succeed in bridging this gap between micro and macro rationality, good ideas about working longer will remain with hardly any practical follow up. 

According to Hurd and McGarry (1993), employees would be more likely to delay retirement if they could reduce hours of work or move to a less demanding job with the same employer. Similarly, according to Quinn et al. (1990) the older self-employed behave as if opportunities for hours adjustment matter. In comparison to wage and salary workers, the self employed reduce their labour supply more gradually and tend to retire at later ages. 

But research among employers, carried out in the United States and several European countries, shows that many employers tend to be biased towards older workers and there is often a lack of corporate focus on older employees (Barth, et al., 1993; Chui et al., 2001; Guillemard et al., 1996; Henkens, 2005; Taylor and Walker, 1998). The results of the surveys carried out in 2000 and 2005 among Dutch employers show that few personnel policies are targeted at the delay of retirement age (Henkens and Schippers, 2008). 


Employers’ view on government policies


The European Union and national governments have been worrying about the ageing of the labour force for several years now. In the Fair Play For Older Workers project employers were asked about the effectiveness of existing government policy to encourage older employees to remain at work. In the four countries a large majority of the employers find their governments policies rather ineffective. Employers were also asked how society should deal with the future shortages as a consequence of an ageing population. British employers are more set on using the capabilities of older workers by encouraging them to carry on working and retire later, whereas the employers in the other three countries do not see this option as a preferable one (Van Dalen et al, 2006).

Human Capital

Human Capital Theory

Human capital theory (Becker, 1964; for an overview, see Polachek and Siebert, 1993) states that life is made up of two main phases: a first phase in which young people develop their human capital – in terms of knowledge and skills – through education, and a second phase in which they earn an income through paid employment. Human capital refers to both formal and informal knowledge obtained through pre-school learning, education and job-related training. Investments in human capital boost productivity and remuneration of employees is related to their productivity. We therefore see that, in principle, people who possess more human capital have a higher income than people with less human capital. 

For most people, investments in human capital are largely made during the first two to three decades of their lives. This does not mean, however, that no additional investments are made later in life. Once people have entered the labour market, they acquire new knowledge and skills. Having said that, the supply of human capital and thus the productivity of workers depends not only on positive factors, but also on depreciation. Because knowledge of older technologies becomes obsolete and because people forget, human capital is subject to depreciation. By maintaining workers’ human capital a decline in productivity could be prevented. This maintenance could be the result of updating human capital by way of retraining workers. Training workers is therefore of relevance because it is a way to prevent skills obsolescence (Bishop, 1997) and training has been shown to improve the employability of workers (Groot & Maassen van den Brink, 2000). 

According to human capital theory, investments in human capital are lower for older than for younger workers, mainly because of the shorter pay-back period for older workers (Fouarge and Schills, 2008; Lindley and Duell, 2006). When investing in formal training, both employers and employees evaluate the costs and benefits. Here, the total costs consist of both direct costs such as equipment and materials used, and indirect costs such as the value placed on time and effort of both employer and employee. The main benefits of the investment are higher productivity of the employee which is expected to result in higher earnings for the worker. The employers’ benefits consist of a higher productivity (organizational performance) and better financial outcomes (e.g. profits, ROI). 

Becker (1964) distinguishes two types of training: general training (training that also raises productivity of workers in another firm) and firm-specific training (training that only raises productivity in the firm offering the training). From a theoretical point of view employees are willing to pay for costs of general training, because it raises their overall productivity and hence expected overall earnings, regardless of the employer they work for. The costs of firm-specific training yield benefits for employees as long as they stay with the specific employer, and the same is true for the employer. Because both parties face a risk of employment disruption, they are expected to share the costs of such training.

Research on the effects of education, training and skills/competence on company performance has made some important advances in recent years. An overview is given in a CEDEFOP report by Decsy and Tessaring eds. (2004). Considering that more than 40 years have passed since Becker wrote his work on human capital, research has moved slowly on the question whether firm can benefit from training employees and only very recently we have seen papers showing that employers profit from investment in all kinds of training. It seems progressively more plausible that employers benefit from paying for company training, no matter how general. Studies and surveys that provide the strongest evidence of (positive) effects of training on company performance are summarized in Descy and Tessaring eds. (2004)


Training older workers

From the international literature it is well known that participation in training programs usually decreases with age, and that workers over 50 hardly participate in such programs (Fouarge and Schills, 2008; Lindley and Duell, 2006; Elias and Davies, 2004; Bassanini et al., 2005; Bishop, 1997). Arulampalam et al (2004) find a negative training-age profile for men, while they find the training-age profile is not significant for women. 

The differential in training incidence is smaller in countries like Denmark and Finland (Fouarge and Schills, 2008). There may be several reasons for this. Scandinavian countries are renowned for having a long tradition of lifelong learning and for their ‘employability’ practices in organisations (Antikainen, 2001). Besides this, both countries are also characterised by moderately generous early retirement schemes, which might be an incentive for older workers to remain employed and participate in training (Fouarge and Schils, 2008). 

An important finding with respect to stimulating a higher participation rate of older employees is given by Fouarge and Schils (2008). They used data from the European Community Household Panel (ECHP) to find out to what extent training participation contributes to making workers work longer. They find that older workers who participate in formal on-the-job training are less likely to retire early than workers who are not engaged in training activities. Their findings thus suggest that investing in training is a valuable measure to keep older workers in paid employment.

Attitudes and stereotyping

Research shows that attitudes and stereotypes toward older employees are mixed, that is, older staff is viewed as having both positive and negative attributes. Positive characteristics attributed to older employees include experience, loyalty to the organization, reliability and interpersonal skills. Qualities such as the acceptance of new technologies and adjustment to organizational changes are attributed primarily to the younger workforce. (Blocklyn, 1987; Chui et al., 2001; Finkelstein et al., 1995; Finkelstein & Burke, 1998; Hassel & Perrewe, 1995; Henkens, 2000; Lee & Clemons, 1985; Loretto et al., 2000; McGregor & Gray, 2002; Remery, et al., 2003a; Rosen & Jerdee, 1976 a, b; Taylor & Walker, 1994, 1998; Wagner, 1998; Warr & Pennington, 1993). 

Most of the studies are highly descriptive. Apart from research carried out by Warr and Pennington (1993) and by Chiu et al. (2001), very little effort has been made to distinguish dimensions of stereotypes about older workers. This is in contrast with many studies that show that attitudes toward older people are multidimensional (Chasteen et al., 2002; Hummerts et al., 1994, 1997; Schmidt & Boland, 1986). Research from Henkens (2005) shows that the multidimensionality of attitudes toward older adults can be found in the workplace. Older workers are stereotyped by managers in terms of their productivity, their reliability and their adaptability. On the whole, managers have favourable attitudes toward older workers with respect to their productivity and reliability; only few managers felt that older employees were less productive that younger ones. Older workers are, however, often associated with a lack of adaptability and resistance to innovation and, in particular, technological innovations.

Theories About Perceptions and Stereotypes

People’s perceptions enable them to process and order information as effectively as possible. In order to do so, we engage in categorization and stereotyping. Categorizing entails that when information is taken in, it is ‘stored’ in categories (pigeonholing) that correspond to certain places in our memory (Brewer et al., 1981). Thinking in terms of categories is said to be “cognitively economical” (Macrae & Bodenhausen, 2001: 241). Creating social categories is based on a person’s characteristics, such as age, sex, race, ethnicity and social status. Stereotyping may be described as: “Beliefs about the characteristics, attributes, and behaviours of members of certain groups […] and beliefs about how and why these attributes go together” (Hilton & Von Hippel, 1996: 240).

The above definition speaks of groups of people. Members of a group tend to overestimate the similarities between members of the same group and to underestimate the differences (Linville et al., 1989; Verkuyten & Nekuee, 1999). As a result, the differences between groups are perceived to be much greater than they actually are. Categorizing and stereotyping lead people to be more inclined to attribute positive characteristics to members of their own group (ingroup bias) and more negative characteristics to members of other groups (outgroup bias) (Lalonde & Gardner, 1989; Tajfel & Turner, 1979). Stereotypes are not necessarily negative, but stereotypes about ‘outgroup’ members tend to be less favorable than those about ingroup members (Hilton & Von Hippel, 1996; Tajfel & Turner, 1979). In social psychology, the stereotyping process is described from different perspectives. The two main approaches are the cognitive functional approach (see Hamilton & Trolier, 1986; Weber & Crocker, 1983) and the social identity theory (Tajfel & Turner, 1979) or the self-categorization theory (see Oakes et al., 1994). 

The cognitive functional approach deals with information processing and selection, and remembering this information. This approach is based on the idea that people are information processors and that their capacity to take in and digest information is limited. These limitations give rise to systematic errors when information is being processed, which in turn leads to the creation and perpetuation of stereotypes (see also Bodenhausen, 1988). Another assumption of this approach is that, in mental terms, activating categorical information is easier than forming an opinion about others on the basis of one’s own impressions (Fiske & Neuberg, 1990; Macrae & Bodenhausen, 2001; Pendry & Macrae, 1994). The first mechanism assumes that having information about personal characteristics contributes to the creation of less black-and-white perceptions (see Vrugt & Schabracq, 1996). This would lead one to assume that people who have more information and/or who are able to process more information tend to create more qualified perceptions. Lack of interaction (and, therefore, direct experience) with older people may therefore lead to negative beliefs about older workers (Butler, 1969). This is called the ‘contact hypothesis’ (Hewstone and Brown, 1986). Henkens (2005) finds that more frequent contact with older workers results in more positive attitudes about their productivity. This result contradicts the results of Hewstone and Brown (1986) who found that contact alone was not sufficient in the development of more positive attitudes. This suggests that work-related contacts are specific type of contacts. It underscores McCann and Giles’s (2003) remarks that workplace intergenerational communication is an important area of inquiry.

A second line of research used to explain stereotypes draws on social identity theory (Tajfel & Turner, 1979) or self-categorization theory (Oakes et al., 1994). These theories are based on the assumption that people categorize the world on the basis of the social groups to which they belong and/or with which they identify themselves. In doing so, people try to take on a positive identity. They compare themselves with other individuals or groups in an effort to distinguish themselves favorably from other groups. People evaluate others in terms of the degree to which they are similar (Lalonde & Gardner, 1989; Tajfel & Turner, 1979). Within this explanatory mechanism, Ashmore and DelBoca (1981) speak of a dynamic and a socio-cultural approach. The dynamic approach assumes that stereotypes act as self-protecting devices. ​People hold stereotypical views of others or of other groups because these others are considered to be a threat to the person in question. The socio-cultural approach is based on the idea that people create stereotypical perceptions, values, attitudes and expectations about others (outgroups) as a result of socialization processes and that these perceptions are not questioned within their own reference group (the ingroup). Socialization processes lead people to acquire a sense of belonging to a particular ingroup, thus setting themselves apart from members of the outgroup in a negative sense (Ashmore & DelBoca, 1981). Snyder and Miene (1994) suggest that older adults may present a threat to the young because thinking of aging reminds young people that they too will grow old. By blaming older adults instead of the aging process itself, the use of stereotypes can be seen as serving an ego protection function. Moreover, older workers often occupy the most senior positions in organizations; these positions may conflict with the career prospects of younger employees (Ekamper, 1997). In explaining people’s views about the productivity and reliability of older workers the ‘ingroup bias’ hypothesis - the hypothesis that older respondents have more positive attitudes toward older workers that the younger respondents - is confirmed (Hassel and Perrewe, 1995; Finkelstein et. al, 1995; Henkens, 2005). 

Stereotypes are thus embedded in our social environment; they serve as a protection mechanism and as a tool to simplify the complex world in which we live. Stereotypes may also be accurate representations of reality, or at least of the local reality to which the perceiver is exposed (Judd & Park, 1993). Stereotypes about older workers may be shared within certain organizational contexts, where age and productivity may be related. In this case, stereotyping may be much less dependent on the personal characteristics of the perceiver than on aspects of the organizational context. In general, the productivity of people is determined by both positive (higher education and more experience) and negative factors. The negative factors include a possible decline in physiological capabilities, which in turn may deteriorate further through physically taxing work. McEvoy and Cascio (1989) indicate that there is persuasive evidence (from different studies focusing on a wide variety of jobs) that no general relationship between age and performance exists. Only, the ability to cope with physical strain decreases with age (Shephard, 1995).

Stereotypes and Managers’ Attitudes Toward Retirement

One important aspect of stereotypes is that prevailing views may affect managers’ discriminatory attitudes and behavior. Chui et al. (2001) showed that the more respondents perceive older workers as being able to adapt to change, the more favorable their views are on training and promotion of older workers. One of the more pervasive beliefs in today’s workplace is that older workers should retire somewhere in their mid 50s or early 60s (Joulain & Mullet, 2001; McCann & Giles, 2003; Van Dalen & Henkens, 2005). At this point in life one should reap the rewards of years of hard work and enjoy one’s ‘golden years’. On the one hand these views may be well intended and reflect positive attitudes toward older workers: a well earned retirement at the end of a long career of hard work. On the other hand, as McCann and Giles (2003) indicate, the support of retirement may also reflect underlying attitudes that younger workers have more to offer to an organization than older workers. Henkens (2005) finds that negative beliefs about older workers stimulate support by managers for their early retirement. Most managers do not seem to have strong support for later retirement, and the support for later retirement is even weaker in organizations in which older staff is associated with negative stereotypes. An important finding is that managers who are in frequent contact with older workers are more in support of later retirement. Apparently, managers who are not familiar with older workers have difficulty imagining the value of older workers working longer in their organization.
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Sampling Framework

Introduction

The questions and objectives outlined in chapter one resulted in a questionnaire constructed with the literature presented in chapter two. According to the proposal the form of this questionnaire will in principle be a written questionnaire and it will be distributed in all of the participating counties. Some partners indicated however that in their countries the non-response on written questionnaires is much higher than other options, such as telephone interviewing, so depending on the local situation changes in the fieldwork method are being made. In all countries we will use the same questionnaire, translated in the national language. Depending on the local situation (e.g. usual national response rates) we will distribute such a number of questionnaires that we will end up with about thousand valid questionnaires for the larger countries (UK, FR, GE, IT, PL) and at least five hundred valid questionnaires for the other, smaller/ less populated countries (SW, DK, NL). In this chapter we examine the sampling design.

Sampling Design

During the meeting with the ASPA-partners in April 2008, it was decided to conduct the survey at the establishment level. Furthermore we decided to use a stratified sample on size and sector. 

Stratified sample

Since we expect employers of larger organizations to behave differently in an ageing society and with respect to older employees than smaller organizations, it is important to distinguish organizations in size in the analyses and have enough cases to make sound analyses at the different size levels. When we would draw a random sample from the population and in consideration of the sample size (especially the countries with net N=500), we would end up in several countries with relatively too many respondents of micro and small sized organizations. To counteract this problem, we decided to stratify on size.

The stratification regarding size is based on Eurostat’s Structural Business Statistics (SBS) size classification:

· Micro organizations: 0-9 persons employed;

· Small organizations: 10-49 persons employed;

· Medium-sized organizations: 50-249 persons employed;

· Large organizations: 250 or more persons employed.

We decided to include all the levels in the sample, which means we also incorporate micro organizations with 5-9 persons employed. This is because micro organizations form an important group in many countries and yet there is little known about this group of organizations about their view of an ageing society, the way they react to challenges post by an aging labour force.

Apart from size, we expect differences between sectors, correlating with the extent of competition an organization faces. We expect organizations in sectors like public administration and health and social work to behave differently from organizations active in industries and construction or trade and services. 

The survey covers the following economic activities according to the NACE Rev.1.1 classification
: 

· Sections C, D, E, F for the organisations operating in industries and construction;

· Sections G, H, I, J (division 67), K for the organisations operating in trade and services.

Furthermore the survey covers municipalities (public administration), hospitals and nursing homes (health and social work).

Within the strata defined on size, a random sample will be drawn for the sections C-K. Sections C-K will account for ca. 2/3 of the net sample. A random sample will be drawn from municipalities, hospitals and nursing homes; this will account for ca. 1/3 of the net sample.

The geographic coverage of the sample is the country as a whole; partners will perform random sampling with respect to geographic area.

Net sample

As outlined in the previous paragraph, a stratified sample along the dimensions of size and sector will be drawn and the survey will be conducted at the establishment level. This results in the following net sampling matrix:

	
	Industries, Construction, Services and

Trade

(NACE Rev.1.1 C-K)
	Public administration, Health and social work


	Total

	Micro: 

5-9 employees
	90 / 180
	
	125 / 250

	Small: 

10-49 employees
	90 / 180
	150 /
	125 / 250

	Medium sized: 

50-249 employees
	90 / 180
	300
	125 / 250

	Large: 

>= 250 employees
	90 / 180
	
	125 / 250

	Aggregate number of respondents
	350 / 700
	150 / 300
	500 / 1000


The matrix corresponds to the ‘ideal’ net sample and most countries will be able to construct this sample. However, it is likely that some countries will in practice not be able to meet the above stratification. Some countries, especially the smaller countries, will e.g. not have enough (addresses of) large companies (in absolute terms); large companies are ‘scarce’ in the population. The best that can be done in that case is to select the maximum amount of large organizations. The sample as presented above is however the framework we are aiming at.

The sample of organisations will be drawn from the available and most reliable sources, based on the information of the national experts participating in the project.

More practical aspects are amplified and illustrated in the ‘guidelines for data collection’ (see chapter 4).  

Weighting

In the analyses on the national level and to compare between countries the observations are afterwards weighted to account for the sampling design; to ensure that the survey results are representative of the population of employers. These weights will be based on population numbers of organisations by size and sector. 

More practical aspects are amplified and illustrated in the ‘guidelines for data collection’ (see chapter 4).  
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Fieldwork Preparation and Strategy

Introduction

The role of the leader of WP1 is to streamline the whole process of data collection and reporting at the European level. In the preparation phase WP1 constructed a concept questionnaire, wrote this short report and wrote Guidelines on Data Collection. In order to smoothen the process and ensure that the data collection will be performed in a comparable way, WP1 will facilitate the partners with formats as described in the guidelines.

The role of all partners in WP1 is amongst others to comment on the questionnaire, see to the translation in the national language, see to the selection of respondents, send out the questionnaires, report on response rates, proceed the results and send the national data files to the coordinating partner (KNAW/NIDI).

The Guidelines on Data Collection is basically a practical guide on what all partners have to keep in mind during the period of data collection. It is divided into three phases: a preparation phase, fieldwork phase and post fieldwork phase. In this chapter is summarized what already has been done by WP1, what is expected from the partners and how this can be done in a comparable way. For the whole text we refer to the Guidelines on Data Collection itself.

Guidelines Data Collection

At the moment of writing the Guidelines on Data Collection are still under construction. In this paragraph we highlight the main points that are covered in the report. 

Fieldwork preparation phase

This phase will be from now till December 2008.

Translation

The questionnaire has to be translated from English to the national languages; all partners will take care of this for their own country. There will be a double translation procedure. After the questionnaire is finalized, all partners can start the translation procedure, meaning they send the questionnaire to two independent translators. After receiving the two translations, they compare the resulting questionnaires for consistency and reconcile.  

After the ‘national’ questionnaire is ready, it will be send back to WP1. WP1 will compare all the national questionnaires, look if they all have the same categories, if the lay-out corresponds etc. In short: check if every questionnaire is identical for the different countries in order to guarantee they are internationally comparable.


Preparing documents

The Guidelines on Data Collection contain a section with examples of letters, reminders, instructions and other things to think about and prepare before the actual fieldwork can start.

Sampling

The Guidelines on Data Collection contain a section with the sampling design and an example of how the sample will be drawn in the Dutch case.

Fieldwork phase

The actual fieldwork will take place in the period January till April 2009. By the end of October 2008, partners will have received an SPSS-format by WP1 for data entry. Partners send the mailing out, perform the data entry in the sent format, check upon the fieldwork, send two reminders, and prepare the post fieldwork phase.

Post fieldwork phase

By the end of April 2009 at a maximum the fieldwork in all participating countries ended. By the end of June 2009 WP1 likes to have all the national data files. Before delivery of the national data files, the partners check upon the national data file, do the necessary translations, prepare a table that WP1 needs to weight the national data file (WP1 will provide an Excel-format), prepare a response overview (for which WP1 provides a format in Excel). 

Before the end of June 2009, all partners have sent their National Data File (in SPSS-format), accompanied by the documents on weighting (in the excel-format) and the response overview (in the excel-format) to WP1. More about these matters will be outlined in the ‘guidelines for data collection’. 

Time Schedule

So, roughly, the time schedule of WP1 is the following:

· Preparation phase: from now till December 2008

· Fieldwork phase: form January till April 2009

· Post fieldwork phase: May – June 2009.

A more detailed time schedule is included in Annex B. 
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Annexes

Annex A – Concept Questionnaire (in English)

Front-page (in Dutch) 
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Personeelsbeleid

 

in een veranderende arbeidsmarkt

 

 

Een

 enquête uitgevoerd door 

 

het Nederlands Interdisciplinair Demografisch Instituut (NIDI)

 

en 

de Faculteit Economie (USE) 

van de Universiteit Utrecht

 

 

 

 

 

 

 

INVULINSTRUCTIE

 

 

De vragen in deze lijst gaan over kenmerken van uw personeelsbestand en uw personeels

beleid. 

Daarnaast vragen wij naar opvattingen over een aantal zaken. 

Belangrijk voor kleinere 

o

rganisaties

:

 

W

ellicht 

zijn 

sommige vragen niet 

op uw 

organisatie

 van toepassing

 of 

zijn

 

ze 

lastig te 

beantwoorden

.

 

In dat geval kunt u dat in de 

enquête

 

aangeven 

en

 

kunt u de vraag 

overslaan

.

 

Voor 

het onderzoek is het 

heel

 

belangrijk 

om inzicht te krijgen in hoe kleinere o

rganisaties 

tege

n

 de 

kwesties

 

aan

kijke

n, omdat hier zelden onderzoek naar verricht wordt. 

Wellicht overbodig om te 

zeggen dat we het dus 

zeer

 op prijs 

stellen 

als u 

wilt 

deelne

men

 aan 

de 

enquête.

 

 

De antwoorden op de meeste vragen zijn al voorgedrukt. U kunt het hokje aankruisen dat met uw 

keuze overeenkomt. Als u het antwo

ord niet eenduidig kunt geven, kruis dan het hokje aan dat het 

dichtst bij uw keuze in de buurt komt. Soms kunt u meerdere antwoorden geven, dit staat dan bij de 

vraag vermeld. 

Achter het hokje staat soms ook een nummertje heel klein afgedrukt. 

Daar hoeft

 u 

geen reken

ing mee te houden: dat nummer

 is bestemd voor de verwerking van de vragenlijst in de 

computer.

 

Het invullen van de vragenlijst duurt ongeveer 20 minuten

.

 

 

Vanzelfsprekend wordt de door u verschafte informatie strikt vertrouwelijk behandeld, en wordt de 

anonimiteit door de onderzoekers gegarandeerd.

 

 

 

Wij danken u bij voorbaat hartelijk voor uw medewerking

.

    

 

 

 

 

 

 

 

Contactpersoon

 

Heeft u nog vragen, dan kunt u contact opnemen met mw. 

Wieteke Conen

, 

Faculteit Economie

, 

Universiteit Utrecht 

 

T

elefoonnummer

:

 030 

–

 253

 94 34

.

 

 

Emailadres: 

w.conen@econ.uu.nl

 

 

 

European Co

m

mission

 

Project funded under the Socio

economic 

Sciences and Humanities theme

 

Netherlands Interdisciplinary 

 

Demographic Insti

tute (NIDI)

 


SOME FACTS ABOUT YOUR ORGANIZATION

1. Within which of the following sectors of industry is your organization active?

Tick only one box 

(1
Agriculture, forestry, fishing 

(2
Mining and quarrying 

(3
Manufacturing

(4
Electricity, gas supply 

(5
Water supply, sewerage, waste management 

(6
Construction 

(7
Wholesale and retail trade 

(8
Transportation and storage 

(9
Accommodation and food service activities (hotel and catering) 

(10
Information and communication 

(11
Financial and insurance activities 

(12
Real estate 

(13
Business services (professional, technical activities, administration) 

(14
Public administration and defence; compulsory social security 

(15
Education 

(16
Health care and social work 

(17
Arts, entertainment and recreation

(18
Other, ……………………

2. Is your organization a profit or a non-profit organization?
(1
Profit

(2
Non-profit

3. Approximately how many people are currently employed by your organization?

………… Men

………… Women

………… Total

4. Has the number of employees changed in the last few years? 

(1
Yes, increased

(2
No, it has remained more or less the same

(3
Yes, decreased

5. Approximately what percentage of the employees of your organization…

A rough estimate is okay

1. Works on a part-time basis?

:………… % part-time

2. Does not have [English] nationality?
:………… % non-national

3. Has a fixed-term temporary contract? 
:………… % with temporary contract

6. What is the educational distribution of the employees at your organization (by highest attained education)?

A rough estimate is okay

……% Lower level (lower vocational education)

……%
Middle level (higher general secondary education/intermediate vocational education)

……%
Higher education (university/highest vocational education)

7. Would you characterize the pace of technological change in your organization as high, moderate or low?

(1
High

(2
Moderate

(3
Low

8. When you make investment plans for your organization, what is the usual planning horizon?

(1
No long-term horizon, planning on yearly basis

(2
1-2 years

(3
3-5 years

(4
5-10 years


(5
More than 10 years

9. Approximately what percentage of the employees of your organization is 50 years or older?

…… % 50 years or older

10. Approximately what percentage of the employees of your organization is 60 years or older?

…… % 60 years or older

11. What percentage of the employees at your organization does physically demanding work (e.g. shift work)?

……% 

12. What are your expectations about employment growth in your organization in the coming years? Do you expect…

(1
Significant growth


(2
Some growth

(3
Not much change

(4
Some contraction

(5
Significant contraction

13. To what extent does your organization experience competition from national organizations or international organizations outside your country? 
	Competition from organizations
	No competition
	Weak competition
	Modest competition
	Strong competition
	Fierce competition

	a. National organizations
	(
	(
	(
	(
	(

	b. Europe
	(
	(
	(
	(
	(

	c. North America
	(
	(
	(
	(
	(

	d. Latin America
	(
	(
	(
	(
	(

	e. Asia
	(
	(
	(
	(
	(

	f. Africa
	(
	(
	(
	(
	(


14. To what extent do you perceive globalisation as an opportunity or a threat to your organization?
(1
A big opportunity

(2
An opportunity


(3
Neither an opportunity, nor a threat 

(4
A threat

(5
A big threat

15. Would you say the gross revenue over the past 3 years has been:
(1
Well in excess of costs

(2
Sufficient to make a small profit


(3
Break even 

(4
Insufficient to cover costs

(5
So low as to produce large losses

16. Compared to other organizations in your sector, where would you rate the performance of your organization in relation to the following?

	
	Top 10%
	Upper half
	Lower half
	Not applicable

	a. Service quality
	(
	(
	(
	(

	b. Level of productivity
	(
	(
	(
	(

	c. Profitability
	(
	(
	(
	(

	d. Rate of innovation
	(
	(
	(
	(

	e. Stock market performance
	(
	(
	(
	(


HUMAN RESOURCE MANAGEMENT

17. Has your organization experienced recruitment problems in the last two years? 

(1
Yes, with relatively many vacancies

(2
Yes, with some vacancies

(3
No, generally not ( go to question 20

18. How many of your current vacancies are vacant more than three months 

……………..

19. The vacancies which are difficult to fill apply mostly to workers with: 

(1
Low education

(2
Secondary education

(3
Higher education

(4
Jobs are difficult to fill at all levels of the organization

20. How often do other firms in your sector of industry make use of illegal foreign workers?

(1
Never

(2
Rarely

(3
Sometimes

(4
Often

(5
Don’t know

21. In case now or in the near future your organization faces a shortage of personnel, what measures do you consider taking?

Tick only one box on every line
	Measure
	already applied
	would be considered
	would not be considered

	a. Offering higher rates of pay
	(
	(
	(

	b. Recruiting more women
	(
	(
	(

	c. Lowering job qualifications 
	(
	(
	(

	d. Encouraging part-time workers to work more hours
	(
	(
	(

	e. Recruiting personnel abroad
	(
	(
	(

	f. Relocation of production/services to other parts of the country
	(
	(
	(

	g. Relocation of production/services abroad
	(
	(
	(

	h. Extending the working week
	(
	(
	(

	i. Recruiting more older employees 
	(
	(
	(

	j. Encouraging employees to continue working till they are 65
	(
	(
	(

	k. Investing in labour-saving technology
	(
	(
	(

	l. Improving employability
	(
	(
	(

	m. Recruiting more ethnic minorities
	(
	(
	(

	n. Recruiting (partially) disabled persons 
	(
	(
	(

	o. Out-sourcing work abroad
	(
	(
	(

	p. Using employment and recruitment services
	(
	(
	(

	q. Recruiting retired people
	(
	(
	(

	r. Offering flexible working time arrangements
	(
	(
	(

	s. Stimulating employees to continue working (part-time) beyond retirement age
	(
	(
	(


22. If now or in the near future your organization decides to recruit personnel from a foreign country, from which countries would you recruit? 

Countries







1 ………………………………………




2 ………………………………………




3 ………………………………………

23. What type of workers would you recruit abroad?

(1
Low skilled

(2
Secondary skilled

(3
High skilled

24. In case employees with a permanent contract do not function properly, how difficult is it to fire these workers?

(1
Very easy

(2
Easy

(3
Not easy / not difficult

(4
Difficult

(5
Very difficult

25. What kind of occupational pension scheme does your organization offer to employees? 

(1
No pension scheme

(2
Defined benefit (DB)

(3
Defined contribution (DC)

(4
Mixture of DB/DC

(5
Don’t know

26. Approximately what proportion of the annual salaries and wages bill is currently spent on training?

……% 

(1   Don’t know

27. Approximately what proportion of employees has been on internal or external training activities within the last year?

 ……% 

(1   Don’t know

28. To what extent are the following ways of acquiring or updating knowledge and skills important to your organization?

	
	Not important
	Low extent
	Some extent
	High extent

	a. Learning by doing
	(
	(
	(
	(

	b. Through new colleagues
	(
	(
	(
	(

	c. Through experienced colleagues
	(
	(
	(
	(

	d. Education and (formal) courses
	(
	(
	(
	(

	e. Employees learn during their leisure time
	(
	(
	(
	(

	f. By working together with colleagues from other divisions
	(
	(
	(
	(

	g. By working together with colleagues from other organisations
	(
	(
	(
	(


LABOUR MARKET DEVELOPMENT

29. Do you expect unemployment rates in your country to increase, to remain the same, or to decrease in the next two years? 

(1
Increase 

(2
Remain the same


(3
Decrease

30. Do you expect the average age at which employees retire from work in your country, to increase, to remain the same, or to decrease over the next ten years?

(1
Increase by about …... years

(2
Remain the same


(3
Decrease by about …... years

31. How effective are the following policies in your view to increase the labour force participation of older workers?

	
	Not effective
	Little effective
	Effective
	Very effective

	a. Media campaigns combating negative stereotypes
	(
	(
	(
	(

	b. Laws preventing age discrimination
	(
	(
	(
	(

	c. Promoting life long learning
	(
	(
	(
	(

	d. Restricting early retirement 
	(
	(
	(
	(

	e. Promoting best practices in age aware personnel policy
	(
	(
	(
	(

	f. Dismissal protection for older workers
	(
	(
	(
	(

	g. Raising statuary retirement age
	(
	(
	(
	(

	h. Wage subsidies for older workers
	(
	(
	(
	(


32. Who is – in your opinion – in the first place responsible for financing the following services - the employer, the employee or the government?

Tick only one box on each line

	
	employer
	employee
	government

	a. Pension
	(
	(
	(

	b. Primary and secondary education
	(
	(
	(

	c. General training during working career
	(
	(
	(

	d. Childcare
	(
	(
	(

	e. Care leave for old aged parents
	(
	(
	(

	f. Unemployment insurance
	(
	(
	(

	g. Early retirement
	(
	(
	(


33. If, in the future, there is an employee shortage, what is your view on the following measures?
Tick only one box on every line

	
	strongly against
	against
	neutral
	In favour
	Strongly in favour

	a. Raising the statutory retirement age
	(
	(
	(
	(
	(

	b. Encouraging parents to have more children
	(
	(
	(
	(
	(

	c. Attracting foreign workers

	(
	(
	(
	(
	(

	d. Encouraging part-time workers to work full time

	(
	(
	(
	(
	(

	e. Increasing the working week by four hours
	(
	(
	(
	(
	(

	f. Encouraging more women to enter the workforce
	(
	(
	(
	(
	(


34. To what extent do the following issues raise concern within your organization? Give a grade on a scale of 1 = no concern to 4 = (very) high extent

Tick only one box on every line

	
	1= no concern
	2= (very) low extent
	3= some extent
	4= (very) high extent

	a. Quality of work
	(
	(
	(
	(

	b. Innovation
	(
	(
	(
	(

	c. Health/ healthy living 
	(
	(
	(
	(

	d. Social security
	(
	(
	(
	(

	e. Mobility and transport
	(
	(
	(
	(

	f. Ageing of our personnel
	(
	(
	(
	(

	g. Leadership
	(
	(
	(
	(

	h. Environmental sustainability
	(
	(
	(
	(


35. Can efficiency within your organization be improved? 

(1
Not much 

(2
Somewhat


(3
Substantially

OLDER WORKERS AND AGEING

36. Which of the following measures regarding older workers are applied in your organization? If not, do you expect it to be considered in the near future? 

Tick only one box on each line

	Measure
	is already applied
	will be considered
	will not be considered

	a. Part-time early retirement
	(
	(
	(

	b. Overtime exemption for older workers
	(
	(
	(

	c. Training plan for older workers
	(
	(
	(

	d. Possibilities of extra leave for older workers
	(
	(
	(

	e. Decreasing workload for older workers
	(
	(
	(

	f. Carrying out performance assessments with older workers focused on the last career phase
	(
	(
	(

	g. Adapting working hours 
	(
	(
	(

	h. Reduction in task and salary (demotion)
	(
	(
	(

	i. Long-term career breaks (sabbatical leave)
	(
	(
	(

	j. Ergonomic measures
	(
	(
	(

	k. An age limit for irregular work/shift work (if applicable)
	(
	(
	(

	l. Make older workers coach younger colleagues
	(
	(
	(

	m. Allowing older workers to work at home
	(
	(
	(

	n. Stimulating work in age diverse teams
	(
	(
	(

	o. Health promotion
	(
	(
	(

	p. Career development counseling
	(
	(
	(

	q. Options for post-retirement work 
	(
	(
	(


37. Do employees in your organization usually take part time retirement before they retire fully? 

Tick only one box 

(1
It is a gradual transition of about 3-5 years

(2
It is a gradual transition of about 1-2 year


(3
Usually, workers retire fully 

38. At what age would you say a person is generally too young to retire permanently?
...... years

39. At what age would you say a person is getting too old to be working 20 hours or more per week?

...... years

40. At what age would you consider an employee to be an older worker in your organization?

…… years

41. At what age does the majority of employees in your organization choose to retire fully?

…… years

42. Do you expect that the average age at which employees retire fully in your organization, will increase, remain the same, or decrease over the next ten years?

(1
Increase by on average …... years

(2
Remain the same

(3
Decrease by on average …... years

43. In the last two years, how often did you ask older workers to delay their date of retirement by one or more years?

(1
Never

(2
Occasionally

(3
Regularly

(4
Often

44. In the last two years, how often did your organization hire unemployed older workers (50plus)?
(1
Never

(2
Occasionally

(3
Regularly

(4
Often

45. If the average age of your personnel increases by say 5 years, what will be the effect on…

Tick only one box on every line

	
	strong decline
	decline
	stays the same
	increase
	strong increase

	a. Knowledge base
	(
	(
	(
	(
	(

	b. Labour productivity
	(
	(
	(
	(
	(

	c. Overall profitability or financial sustainability
	(
	(
	(
	(
	(

	d. Promotion opportunities
	(
	(
	(
	(
	(

	e. Use of new technologies
	(
	(
	(
	(
	(

	f. Conflicts in the organization
	(
	(
	(
	(
	(

	g. Resistance to organizational changes
	(
	(
	(
	(
	(

	h. Image of the organization
	(
	(
	(
	(
	(

	i. Labour costs
	(
	(
	(
	(
	(

	j. Sick leave incidence
	(
	(
	(
	(
	(

	k. Training/schooling costs
	(
	(
	(
	(
	(


46. To what extent does wage income rise with the age of an employee in your organization? 

(1
Low extent

(2
Some extent

(3
High extent

47. To what extent are incomes in your organization regulated by collectively agreed pay systems? 

(1
Low extent

(2
Some extent

(3
High extent

48. What percentage of the older workers (50-plus) in your organization has become less productive than they were in their forties?

…… % 

49. How often do care responsibilities of older employees (50-plus) interfere with their daily work?

	
	Never
	Occasionally
	Regularly
	Often

	a. Male employees
	(
	(
	(
	(

	b. Female employees
	(
	(
	(
	(


50. Employees cope differently with the combination of work and care responsibilities. How often do older employees (50-plus) choose to ..?

	
	Never
	Occasionally
	Regularly
	Often

	a. Reduce working hours
	(
	(
	(
	(

	b. Give up working
	(
	(
	(
	(

	c. Take up paid leave (vacation)
	(
	(
	(
	(

	d. Take up unpaid leave
	(
	(
	(
	(

	e. (Sickness) absenteeism
	(
	(
	(
	(

	f. Retire early
	(
	(
	(
	(


51. Do the following characteristics apply more to younger employees, more to older employees or the same for both groups?

Tick only one box on every line

	
	More applicable  to younger employees
	Applies to both

(more or less) equally
	More applicable to older employees

	a. Flexibility
	(
	(
	(

	b. Social skills
	(
	(
	(

	c. Commitment
	(
	(
	(

	d. Meticulous
	(
	(
	(

	e. Productivity
	(
	(
	(

	f. Creativity
	(
	(
	(

	g. Customer oriented
	(
	(
	(

	h. Reliability
	(
	(
	(

	i. Willingness to learn
	(
	(
	(

	j. Physical health and stamina
	(
	(
	(

	k. Ability to cope with stress
	(
	(
	(

	l. Ability to adopt new technologies
	(
	(
	(

	m. Ability to learn
	(
	(
	(


52. In the last 12 months, did your organization provide or finance the following types of training more to younger employees, more to older employees or the same for both groups?

(1    No training in last 12 months

	Tick only one box on every line


	Not provided
	More to younger employees
	To both

(more or less) equally
	More to older employees

	a. Management training
	(
	(
	(
	(

	b. Professional and technical skills training
	(
	(
	(
	(

	c. Computer procedures, programming, and software training
	(
	(
	(
	(

	d. Clerical and administrative support skills training
	(
	(
	(
	(

	e. Sales and customer relations training
	(
	(
	(
	(

	f. Service-related training
	(
	(
	(
	(

	g. Production- and construction-related training
	(
	(
	(
	(

	h. Basic skills
	(
	(
	(
	(

	i. Occupational safety training
	(
	(
	(
	(

	j. Communications, employee development, and quality training
	(
	(
	(
	(

	k. Employee health and wellness
	(
	(
	(
	(

	l. Orientation training
	(
	(
	(
	(


53. Some statements:

	
	Completely disagree
	Dis-agree
	Neutral
	Agree
	Completely agree

	a. The income of top executives exceeds their productivity by far
	(
	(
	(
	(
	(

	b. Our staff will age in the coming years
	(
	(
	(
	(
	(

	c. Working in our organization requires regular extra training
	(
	(
	(
	(
	(

	d. It is difficult to assess the performance/ productivity of employees in our organization
	(
	(
	(
	(
	(

	e. In our organization income rises sharply with age
	(
	(
	(
	(
	(

	f. Our organization is foreign owned
	(
	(
	(
	(
	(

	g. Our organization strives for environmental sustainability
	(
	(
	(
	(
	(

	h. Working experience abroad is highly valued in our organization
	(
	(
	(
	(
	(

	i. Employers have a large responsibility for the integration of immigrants on the labour market 
	(
	(
	(
	(
	(

	j. In this organization making profit is the only thing that counts
	(
	(
	(
	(
	(

	k. Our organization is part of a number of establishments
	(
	(
	(
	(
	(

	l. The knowledge intensity in our organization is high
	(
	(
	(
	(
	(

	m. The benefits of training do not outweigh the costs when it comes to training of employees aged 50+
	(
	(
	(
	(
	(

	n. The benefits of training do not outweigh the costs when it comes to training of employees aged 60+
	(
	(
	(
	(
	(

	o. Prolongation of working life of older employees impedes promotional opportunities of younger employees
	(
	(
	(
	(
	(

	p. Flexibility of the employer with respect to care leave increases the loyalty of employees
	(
	(
	(
	(
	(

	q. Older workers will always have a relative vulnerable position on the labour market 
	(
	(
	(
	(
	(

	r. Volunteer activities of workers improve skills which are useful in their (professional) work
	(
	(
	(
	(
	(

	s. The distant future is too uncertain to plan for
	(
	(
	(
	(
	(

	t. I pretty much live on a day-to-day basis.
	(
	(
	(
	(
	(

	u. I enjoy thinking about how I will live years from now in the future.
	(
	(
	(
	(
	(


FINALLY

54. What is your position in the organization?

(1
Director/CEO/CFO

(2
Head of a department

(2
General manager

(3
Human resource manager

(4
Administrator

(5
other position, namely ………………………………………………………………

55. How often do you come into contact professionally with workers of 50 years and older within or outside your organization?

(1
Daily

(2
A number of times per week

(3
Weekly

(4
Monthly

(5
(Practically) never

56. What is the highest level of education you have achieved?
(1
Lower

(2
Intermediate

(3
Higher

57. In politics people talk of ‘left’ and ‘right’. On a scale of 0 (left) to 10 (right) where would you place yourself? 

	0
	1
	2
	3
	4
	5
	6
	7
	8
	9
	10

	Left
	
	
	
	Middle
	
	
	
	Right

	(
	(
	(
	(
	(
	(
	(
	(
	(
	(
	(


58. How old are you?

….. years

59. At what age do you intend to retire?

….. years

60. Are you?

(1
Male



(2
Female

Would you be wiling to participate in a short case-study on age management and/or about your employee volunteer programme? (Please provide contact information below)

(1
No

(2
Yes, may be

	Name:  

Organisation:

Address:

ZIP code/ Town:

Phone-number:

Email:
	…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………


This is the end of the questionnaire. If you have any comments about the questions, or would like make any further comments relating to your personal work situation or particular organization, please make them here.

Remarks

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

Many thanks for your help in completing this questionnaire

If you are interested in receiving a summary of the results of this research, please fill in the following details.  

	Name:  

Organization:

Email:
	…………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………


Annex B – Time Schedule

The time schedule for WP1 is on the next page. We advise to print it in A3-format and in color.

[image: image5.emf]
� In 2008 NACE Rev. 2 was introduced, but since a lot of data of the population is still based on the classification according to NACE Rev. 1.1 and many institutes still use the former classification 1.1, this classification is used in this report. A correspondence table between NACE Rev. 1.1 and Rev. 2 can be found on the Eurostat web-address, e.g.:  � HYPERLINK "http://circa.europa.eu/irc/dsis/nacecpacon/info/data/en/nace%20correspondance%20table.htm" ��http://circa.europa.eu/irc/dsis/nacecpacon/info/data/en/nace%20correspondance%20table.htm�.
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