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PART ONE: NATIONAL SUMMARY REPORT FRANCE 
 
 
By Annie Jolivet, Anne-Marie Guillemard and Elena Maskova 
June 2011 

 

Despite the number of firms contacted for this study, very few have agreed interviews (6 out 

of the 15 planned). Besides the usual difficulties to contact and convince firms to participate 

this kind of study (especially SMEs), the specific context in France may explain partly the low 

number of Cases. 

Two pension reforms have been implemented recently, in 2008 and late 2010. The last one 

particularly rose conflict as it raised the minimum age for a full pension without really 

convincing measures regarding work hardship. In both Cases, these reforms were adopted 

after a simple consultation with employers’ organisations and trade unions, and have a rather 

quick impact on people reaching the age of retirement. 

Moreover, since 2003, firms had to face a series of impulse to collective bargaining on topics 

more or less closely related to seniors’ employment : life-long learning, diversity, on 

employment and training for senior workers (since 2005), on employment of older 

employees, and now on work hardship. 

This is the reason why some initiatives or schemes are frequently mentioned in the six Cases 

studied. The reference to mid-career interviews, occupational assessment, better access to 

training for 45-years-old and over, tutorial has to be connected to a wider framework. 

From 1 January 2010, companies and public establishments that have at least 50 employees 

will be obliged to pay a penalty of 1% of their wage bill if they are not covered by a company 

agreement or an action plan regarding the employment of older employees. The payment will 

go to the National Old Age Insurance Fund. The company-level collective agreement or 

action plan must include a quantitative target regarding keeping older people in employment 

or recruiting them; measures in at least three areas of action chosen from a list set out in a 

decree and strategies for monitoring these actions. It was to touch on at least three of the six 

following fields: 

- the recruitment of wage-earners over the age of 50. 

- the prospective management of careers. 

- the improvement of working conditions and prevention of arduous working conditions. 

- the improvement of skills and qualifications. 

- arrangements for the end of careers and the transition from activity toward retirement. 

- the transmission of know-how and skills, and the development of a “tutorial system”. 

In addition, the new legislation set out that negotiations at sectoral level should take place 

every three years on the employment of older people, which must also cover career planning 

and training. The agreements/action plan were signed / adopted in haste. In effect, the 

enabling decrees were published on 20 May 2009, thus allowing barely six months for 

negotiations. During this period of time, firms were not willing to explain their practices. 

Despite all this, the same strategy has just been adopted for implementing the 2010 pension 

reform. The government has resorted to the very same coercive means by instructing firms 

and trade unions to negotiate, before the end of 2011, on the issue of work hardship. 
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The social security finance bill, which was adopted in France on 27 November 2008, set 

some of these new provisions for keeping older people in employment. The bill means that 

employees can postpone their retirement age if they wish. From 1 January 2010, employers 

will only be able to oblige employees to retire from the age of 70 years onwards. Between 65 

and 70 years, employers will have to ask employees at least three months before their 

birthday whether they wish to retire. If the answer is no (within a time limit of one month) or if 

the employer does not respect the prescribed notice, employers will not be able to compel 

the workers to retire for a year. 

The imposition of collective bargaining raises problems, given the pace of negotiations at the 

industry and company levels. Given the 2003 pension reform and the successive 

adjustments made for raising the age at which employers are allowed to force employees to 

go on retirement, human resource departments are now much less able to foresee when 

their employees will leave on retirement. 

A final point to mention is the existing competition in the access to Case studies. As public 

authorities want to know about good practices, studies are launched simultaneously, on a 

regional or national basis.  
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PART TWO: CASE STUDIES IN ORGANISATIONS   

 

 
CASE 1: Specific interviews/ Transfer of knowledge/ Work after retirement for 
identified experts, Nuclear, France 

 
 
 

1. Organisational background 

NUCLEAR is a private sector company with two component entities: Nuclear Power (NP) and 

Nuclear Cycle (NC). It was created in 2001 by the merger of two well-established companies 

(Framatome and Cogema). It is a vertically integrated company whose activities range from 

mining, enrichment, building nuclear power plants and energy production to recycling nuclear 

power plant waste.  NUCLEAR employs around 65,000 people and slightly under half of 

them work in France. 

The business experienced a long slack period and there were redundancy plans with age 

measures until 2002. Recruitment dropped in the late 1980s with there being little turnover. 

From 2003, when Finland commissioned an EPR, there was a very strong upturn in 

business. Skills requirements increased very sharply. 

NUCLEAR falls within the metals sector. Some of its component entities have maintained 

specific agreements from the former companies from which they were created. 

An older worker employment action plan was put in place over the first four months of 2010. 

No agreement has been reached on the employment of older workers due to there being no 

agreement with the trade unions on the issue of physical strain and because of the packed 

collective bargaining agenda. 

 

2. Age management approach 

The usage of age measures helped create the ethos that workers should retire at 55. The 

sharp upturn in business in 2003 led to a complete change of direction. The last workers to 

leave departed in 2001 (apart from mine closures for which age measures remain in place). 

In 2005-2006, collective agreements were already mentioning older workers as a population 

category. In 2007, the issue of older workers started to be discussed at group level. A project 

manager was tasked with bringing together the different component entities’ ideas on the 

issue. The main concern was to prevent skills losses and therefore find the way to retain 

employees. The older worker policy was launched in June 2008. It aims to keep skills in the 

company by identifying people with key skills before they take retirement and fostering the 

passing on of their experience and partnerships once they have retired. 

In 2009, one-third of the workforce employed in France was in the 46-56 age bracket. 
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4. Current practice and how it has evolved  

The older worker policy has three components: 

- A career interview carried out roughly two posts before retirement (four to six years 

beforehand), i.e. between the ages of 50-55. This career interview is the chance to 

conduct a mini-skills assessment, take stock of the worker’s career to date and plan 

for the next ten years. It is conducted by ‘career contacts’, who are either peers or HR 

staff. The aim of the interview is to give a fresh boost to the last years of the worker’s 

career. 

- An experience interview targeting people with key special expertise, whose departure 

would cause a skills loss. This interview is conducted between 1.5 and three years 

before retirement at the time of the annual appraisal with the line manager. It primarily 

concerns executives. The aim is to prepare the ground for transferring the worker’s 

expertise to an identified person.  

- A post-retirement partnership scheme is also in place: “Expert Connect”. The scheme 

enables people with recognised experience to either create a single-owner company 

or become an umbrella company employee and to be an NUCLEAR service provider. 

The aim of the scheme is to retain the expertise and skills of former employees and 

avoid them being used by the competition. Expert Connect is solely for engineers and 

executives, so potentially for 2,000 people. 

The experience and Expert Connect interviews have worked well, particularly at NP (80% of 

the Expert Connect experts come from NP). In May 2010, scheduled career interviews only 

covered 50% of the officially declared older workforce. 

The scheme was not being backed by the HR departments. The process was very 

cumbersome. An annual people review decided which employees needed to undergo a 

career interview, prioritising the over-55s. The employee would then be allocated to a career 

contact person who would contact him or her. The interview would last six to eight hours. The 

scheme proved more successful at NP than NC. Unlike NP, NC did not need to retain skills 

and continued to use pre-retirement workers. Finally, various HR policies were piling up, 

including the physical strain, annual appraisal and psychological-social risks policies. 

The process gradually became less cumbersome. The different components of the HR policy 

were better integrated at the time of the corporate reorganisation in January 2010 and a 

diversity division was created (this remit was previously divided up between several HR 

managers).  

Moreover, two developments accelerated the process: the requirement to have in place an 

agreement or action plan on older worker employment by 1 January 2010, and the retirement 

age being put back (from 65 to 69 with the employee’s agreement, otherwise to 70). 

NUCLEAR (via its diversity division) is working on three development areas: 

- Extend, simplify and improve the existing schemes. The schemes will be opened up 

to all older workers and not just engineers and executives. 8,000 people were eligible 

at the end of 2009 and 14,000 will be eligible at the end of the action plan (late 2012). 

- Integrate the process into the existing HR processes. The career interview is 

becoming a component of the annual appraisal for the over-50s. For the over-55s, the 

experience interview is carried out as before. 
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- Encourage workers to remain in their posts. Four sites have set up a multidisciplinary 

team to manage the redeployment of employees who are unfit for their current posts, 

the recruitment of people with disabilities and the retention of employees until they 

become unfit for work. 

 

5. Concluding reflections from the researcher  

We were unable to meet with trade union representatives. 

One of the specific features of the company is the development of the interview process. 

 

Contact details:  

Philippe Thurat – Diversity Manager (do not quote) 
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CASE 2: Mobility, Access to training, INSURANCE, France 

 
 
 

1. Organisational background 

The INSURANCE group was created as a result of a series of mergers between several 

insurance companies beginning in 1982. Starting in 1975, the group increased the pace of its 

development to gradually become one of the world's leading insurance companies. The firm 

going by the commercial name of INSURANCE France is legally an amalgam of two Plcs 

(SAs) and three mutual insurance companies that function together as a single company: 

INSURANCE France IARD, INSURANCE France Vie, INSURANCE Assurance IARD 

Mutuelle, INSURANCE Assurance Vie Mutuelle and INSURANCE Courtage Assurance 

Mutuelle. The group's core business is financial protection with a wide range of products in 

the fields of life assurance, damage and accident insurance, banking, assistance, legal 

protection, health and prevention, savings and succession. INSURANCE France is a leading 

insurance company in terms of damage insurance, health insurance, personal accident 

insurance, life assurance and investment-type life insurance. 

The company's development since the 1980s has been built upon a "strong social pact" that 

guarantees staff continued employment. The mergers were carried out without affecting staff 

conditions. Conversely, recruitment has been limited. The age pyramid of the group shows a 

fairly high number of employees aged 55 years and over (30%). This ageing phenomenon is 

particularly evident among administrative staff. Administrative and commercial personnel do 

not involve the same dynamics. Sales is an area subject to tension and change within the 

group and turn-over is fairly high. Recruitment of the group's sales force (salaried workers, 

general agents, mandated agents) has been continual, but intensified in 2003-2004. There 

has been no such continuous influx of administrative personnel and rotation is fairly low. 

Practically one in every two administrative staff is aged over 50 years. Given the high 

number of impending retirements among administrative staff (around 3000 workers between 

2010 and 2015), the company is gradually resuming recruitment (430 incoming staff vs. 700 

departures).  

INSURANCE France is committed to promoting diversity through the signature of the 

Diversity Charter in late 2004. In June 2006, INSURANCE France was awarded the Equality 

Label by AFAQ/AFNOR, thus becoming the first insurance company in France to be 

rewarded for its innovative measures regarding equality in the workplace. 

INSURANCE conducts regular negotiations with trade union organisations. An agreement by 

the European Committee of the INSURANCE group was signed in October 2005 (for a 

limited duration), and this was renewed for an unlimited period by the agreement of June 

2009. Regarding the group's activities in France, two agreements signed in December 2005 

(for the period 2007-2009) and December 2009 (for 2010-2012) concerning Planned 

Management of Jobs and Skills incorporate measures relating to the employment of seniors. 

One of the stated aims is to adjust the practices, measures and stakes within the 

INSURANCE group in France. Negotiations concerning an agreement on end-of-career 

management were begun in September 2009 but were suspended in early 2010 pending 
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reforms in French pension legislation. They were resumed in February 2011 and completed 

in March 2011. 

 

2. Age management approach  

Given the group's age structure as well as its commitment to professional equality and 

diversity, Insurance France has no specific policy concerning the management of seniors. All 

measures introduced concern staff of all ages.  

 

However, the company has provided assistance for people wishing to retire before the full 

retirement age. Measures such as the "Cadres de réserve" scheme allowed many staff to 

leave up until 2003-2004. The terms of an exceptional agreement for the sector signed in 

2004 subsequently enabled insurance companies to allow staff to take early retirement 

between the ages of 60 and 65 years, and INSURANCE France took full advantage of this 

possibility. In late 2007, the Social Security finance law of 2008 introduced a dissuasive tax 

on employers regarding the payment of early retirement incentives. On 1 November 2008, 

INSURANCE France withdrew the possibility of retirement before the age of 65 years for its 

staff. Staff having the necessary age and number of pension points may only retire before 

the age of 65 years on a voluntary basis (with taxable standard indemnification and payment 

of Social Security charges). 

 

The age structure is seen as an advantage. There has been an extensive wave of 

retirements and this trend will continue at a time of marked changes in the various 

professional sectors. The company will now be able to ensure a more youthful age pyramid, 

bring about job conversion of staff already in place and recruit younger and more highly 

qualified employees. At the same time, emphasis is on the transfer of skills and deriving 

benefit from the experience of seniors through a tutorship system. 

 

Furthermore, bonuses based on time with the company disappeared with the adoption of the 

collective agreement in 1998. 

 

The group's agreement concerning the GPEC, employment of seniors and prevention of the 

consequences of economic mutations signed in December 2009 (for 2010-2012) includes a 

specific policy of employment of seniors. This policy ensures compliance of the group with its 

legal obligations defined by the Social Security finance law of December 2008. Given its age 

pyramid, the INSURANCE group has no specified objectives concerning the recruitment of 

seniors and favours the continued employment of staff aged 55 years and over (in 

compliance with the law), with training in order to anticipate career changes, but also to 

ensure the development of skills, qualifications and training, as well as skills transmission, 

tutorship and mid-career assessment interviews. The aim is to ensure that each company 

within the Insurance France group draws up a social policy in favour of seniors built upon 

concrete actions. The agreement clearly states that actions in favour of employment must not 

adversely affect an equal management approach for employees of all ages.  

 

Under the 2010-2012 GPEC agreement, INSURANCE France plans to strengthen its actions 

in three key areas: 

 Access to training for seniors, which should rise to 85% vs. 67% in 2010. 
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 Generalisation of mid-career evaluation interviews at 45 years, known as 

"RéférenceS". Within the next three years, the company plans to provide such 

interviews for all staff concerned. 

 The role of senior tutors. The aim is to have 25% of senior tutors (vs. 16 % in 2010).  

 

The group's proposed agreement concerning end-of-career management comprises a 

combination of a period of 2/3 part-time with supplementary pay by the employer, and a 

period of 1/3 transitional retirement leave (maximum total duration of the two periods: 30 

months). A total of 2700 salaried workers aged 56 years and over are eligible for this 

measure, but staff benefiting from such measures must undertake to retire within two years 

of the start of the scheme. 

 

3. The original measures 

Insurance France has developed a policy in favour of internal reconversion and mobility 

under which staff are able to develop within the company in accordance with diversified 

professional careers. Priority is given to in-house recruitment (job offers are published on a 

company site). Agreements were concluded in 2007 within the Insurance France group 

favouring mobility within subsidiaries, including INSURANCE France. Persons are able to 

remain at a given site provided they adjust to the prevailing professional requirements, or 

else they may continue in the same job but must change site. A number of measures exist.  

 

In order to assist with mobility and job changes for its employees, the company created a 

network of human resources consultants (CRH) in 1996. These internal company advisers 

are trained in HR techniques and each follow 5 company employees in addition to their 

normal work load. Their role is to systematically record information provided by the manager 

or staff member in question and to ensure that the requirements and aspirations of each are 

met with concrete action. Their role is not to make decisions on behalf of staff members or 

managers, but to advise them. At the once-yearly professional development committees, the 

human resource consultant discusses all of a given manager's staff with him or her. 

 

The "Cap métier" programme, introduced in 2003, is a mobility programme for non-executive 

stuff. The company's intention was to transform support activities in a bid to relieve agents of 

non-commercial tasks. It has resulted in 3000 of the company's 10 000 support staff moving 

into operational work involving direct contact with clientele. This programme has been very 

successful because it is based upon the personal desire of those involved and intense 

training and assistance efforts. 

 

The "Ressources plus" programme, launched in 2003, operates along the lines of an internal 

temporary work agency within the INSURANCE group. It offers staff members who wish to 

do so (regardless of age, and for both executive and non-executive staff) a chance to 

discover other professional areas by means of professional replacement. Staff members sign 

an assignment contract (for a renewable one-year period, up to a maximum of three years). 

This programme comprises 3 key activities: 

- development of professional skills. Staff signing up for Ressources plus receive 

training (basic training, knowledge of the branch and professional activities involved, 

at the time of transfer to another department, training in the requisite skills); 
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- contact with new professional areas. In signing the assignment contract, each staff 

member agrees to accept the proposed assignment (lasting between 3 and 12 

months). Since the aim is one of discovery, staff members are assigned to a wide 

variety of different sectors. 

- coaching. Each staff member receives full assistance, with a manager overseeing 

them (regional meetings, at least one seminar per year), they are tutored in the 

department to which they have been assigned, and they undergo an interview with 

the departmental managers, who set them targets and follow their progress. 

 

This program exists in two regions. In the south-east for instance, it concerned 29 people (of 

whom 13 non-executive staff) in 2009, and 44 in 2010. Given the group's age structure and 

the posts suppressed, this programme tends to involve seniors. Non-executive staff 

concerned were aged a mean 49 years with 23 years' employment with the firm, against 44 

years and 15 years for executive staff. Almost one in every two employees finds a new job 

within the group as a result of this scheme. The training and assistance given are considered 

key factors to the success of this programme. 

 

Finally, the "Espace cadres" programme provides executive staff with an opportunity to 

complete a 6-month professional appraisal. With the assistance of a specially trained HR 

advisor (different to their normal HR manager), executive staff members can undergo 

appraisal and reflect on the possibilities of development and job change. This measure 

concerns some 100 executive staff each year.  

 

4. Development of the initial measure and current practice? 

The "Espace non-cadres" programme, provided for in the 2007-2009 GPEC agreement and 

consisting of reinforced assistance measures, was introduced in 2009. 70 staff members 

were concerned by the measure in 2009, and it continued to be included in the new 2010-

2012 agreement. 

 

One of the key measures of the 2010-2012 GPEC agreement is the generalisation of mid-

career interviews for salaried staff aged 45 years and more, a program previously known as 

"RéférenceS". These interviews are conducted in several stages. Initially, the staff member 

undergoes a general annual interview with their N+1 manager, in which the following three 

points are covered: professional aims, how to achieve them, and development and training 

requirements. Thus, the company places its local managers at the forefront of its HR group 

activities, giving them the task of developing relations with staff and of meeting their 

expectations in terms of career development. The results of these meetings are entered into 

computers and subsequently reviewed and used by internal HR advisers. Review of these 

interviews enables training plans to be created, and allows the detection of training 

oversights.   

 

In addition, new forms of work organisation such as home-working for instance are currently 

being tested. For the moment, 25 staff are testing home-working, and the aim is to increase 

this number to 200 in the next three years, with priority for seniors. This approach is being 

tested in various types of professional activity: claims settlement, debt recovery, etc. The 
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trigger for this approach was the delocalisation of a site and the transfer of staff to a distant 

site.  

 

The development of tutorship is also an important element. The system of in-house training 

assisted by a tutor has existed within the company for several years. Tutors elect to work in 

this capacity; they are trained in the activity and receive an annual bonus for their work. 

 

There has been ongoing reflection for several years concerning the role of managers, aimed 

at providing them with the support of technical specialists. For the last 4-5 years, two 

separate functions have been identified: management and expertise. Expertise functions 

could provide seniors with a valuable role. 

 

 

Contact details: 

 

G. Boivin – Director of Human Resources and Communication (do not quote) 

 

Other sources used: 

Main trade union organisation: CFDT website 
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CASE 3: Multidimensional actions, Improvement of working conditions, 
Automobile, France 

 
 

1. Organisational background 
Automobile is a car manufacturer and belongs to a group. In France, the company employed 

68,000 people as of late 2010 (59% of whom were operatives). 

The company has been faced with business cycles and price war phenomena. Having taken 

on staff in the early 2000s, Automobile stopped recruiting in 2006 and started to cut its 

workforce in 2007.  

The age structure of the various socio-professional categories differs considerably: the vast 

majority of operatives are male with those in their 50s being the biggest group, the 

employees, technicians and supervisors are bimodally distributed; on the other hand, 

managers are predominantly in their 30s. In total, the over-50s account for 30% of the 

workforce (and one-third of the operatives). This is the highest proportion in the group’s 

automotive division. 

Social dialogue regularly results in collective agreements being signed. All the agreements 

are general and apply to all the sites with the aim of achieving harmonisation and fairness. 

 

2. Age management approach 

Automobile has repeatedly used public early retirement schemes to adjust its workforce to 

changes in productivity. In 1999, Automobile took advantage of the last tranche of public 

early retirements under the CASA scheme (early retirement for automotive industry workers). 

The scheme enabled early retirement co-funded by the State over a maximum period of five 

years from the age of 57. 

 

Automobile encouraged its internal market’s age pyramid to balance out by committing to 

new age diversity principles from the start of the 2000s. An agreement on improving working 

conditions was signed in 2001 “to deal with the arrival of young people, feminisation and also 

older workers, production posts are progressively being adapted to fit the characteristics of 

each of the staff (…). An improvement in working conditions will enable the company to offer 

posts that are adapted to ageing staff and to restricted physical capacities.” This dynamic 

continued in 2004 with the definition of a general principle on promoting diversity. The 

September 2004 agreement on diversity and social cohesion had a major effect on human 

resource management practices, particularly with regard to workers of foreign origin and 

women. Indicators were also created for the over-50s.   

 

Negotiations on the employment of older workers broke down in July 2005. This failure was 

due to the way in which physical strain issues were addressed. No concrete measures had 

been envisaged with regard to operative physical strain and employee, technician and 

supervisor psychological strain. The draft version was therefore put on ice until the outcome 

of multi-industry negotiations on physical strain was known (ongoing at this time). 
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The development of the price war and the stagnation of sales led the group’s management to 

significantly reduce the workforce from 2007 onwards. This reduction mainly drew on 

voluntary redundancies with financial incentives to leave the company and redeployment 

support. There was little in the way of age management and no early retirement measures 

were put in place. 

 

At the same time, Automobile reaffirmed its desire to work on in-house employment 

management with the April 2007 agreement on strategic employment and skills 

management. In this framework, evaluation and discussion bodies were established (joint 

committee and an occupations and skills monitoring unit) and the creation of an occupations 

reference framework was planned. With the agreement, the company wanted to give 

employees clearer information about the evolution of their occupation to enable them to take 

initiatives to foster their professional development. With regard to the professional 

development of employees aged 45 and over, part of the July 2005 draft agreement on the 

employment of older workers was incorporated into this strategic employment and skills 

management agreement. The clause on older workers aims to ensure “the professional 

development of employees aged 45 and over.” It also emphasizes the development of 

mentoring, the passing on of skills, the development of an advice service, internal trainers 

and a career review ten years before retirement. Provisions adjusting working hours were 

proposed, such as recourse to part-time working over the final two years before pensions 

payments commence. 

 

An agreement on employing and motivating older workers was finally signed in early 2010 for 

the 2010-2012 period. The agreement brings the company into line with the December 2009 

law. 

 

3. The original measure 

The 2001 agreement aimed to improve staff – jobs compatibility, particularly for physically 

demanding posts. The agreement sets down methodology so that work can be done in 

advance as soon as facilities are being designed. It involved the formation of multidisciplinary 

teams for projects, including ergonomists, workplace doctors and technical safety experts. 

Work and organisation evaluation methods, known as METEO, were put in place throughout 

the company. These methods aim to assess how demanding jobs are. The distribution of 

jobs (light, medium and heavy work) has been monitored since 1999. Since 2000, the 

number of ‘light’ jobs has risen from 31% to 52% in 2010. The ‘heavy’ jobs dropped over the 

same period from 29% to 9%. Work has also been done on job rotation. 

 

Physically demanding jobs have been reduced in the production area, notably by automation. 

However, the new work organisation methods have also reduced the number of off-

production line posts and the time spent moving around. In some cases, work has therefore 

become more intense and involves greater mental strain.  

 

4. Development of the initial measure and current practice? 

The 2010 agreement seeks to meet seven major challenges: prepare for generational 

renewal and encourage the passing on of expertise, help keep older workers in work by 

anticipating career changes, encourage age diversity within teams, maintain motivational 
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wage and promotional opportunities, adapt working conditions to the presence of a greater 

number of older workers, develop an active health at work policy, and arrange retirements 

and the work – retirement transition. The agreement contains numerous provisions combined 

with quantitative objectives (in line with the requirements of the December 2009 law). 

Mentoring, training and individual interviews (including guidance interviews) are some of the 

priorities. 

 

Workers aged 50 and over have been recruited (in line with the threshold set by the law). In 

2010, they accounted for 3.9% of the total number of employees hired. 

 

The physical strain involved in operative jobs is a key aspect of the age issue at Automobile. 

Production work remains tough and exhausting and it is difficult to envisage extending the 

working lives of people at retirement age and who have already been exposed to these 

conditions for many years. 

 

5. Concluding reflections from the researcher 

Finally, a raft of inter-related agreements has been created over the course of a few years, 

although there is no overarching text laying out all the new principles and measures. These 

agreements adapt the HR policy in order to plan ahead for demographic change and future 

employment policy. The rationale is based on the adaptation and evolution of the internal 

market and the various negotiations and agreements have helped to develop measures on 

keeping older workers in their jobs (working conditions, occupational pensions, vocational 

training and skills management). The development of specific measures for older workers is 

not however compatible with the priority given to diversity. 

 

 

Contact details: Contact person and email address (if available); source(s): document title 

or organisation’s website 

 

Head of joint employment management, 

Head of employment mobility. 
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CASE 4: Aerospace, France 

 
 

1. Organisational background 

Aerospace is a European group in aeronautics, aerospace and defence branches. It is the 

result of a succession of mergers in 1998 and in 2000. 

 

At the end of 2009, it employs about 120,100 people, mainly in Europe (France, Germany, 

Great Britain and Spain). In France, 45,000 people (37.5% of staff) are employed in 

subsidiaries which sizes, features and activities widely differ. Due to the group activities, a 

large majority of employees are men.  Part time is marginal. The age structure reveals 40-

years-old and over predominate, with a marked peak around 45 (no consolidated data 

available for France). 

 

There is a long story of social dialog and an everyday discussion with the trade unions. 

Aerospace France set union coordinators at the national level. 

 

2. Age management approach 

The former company then Aerospace have made a long-lasting use of early exit schemes to 

cope with evolutions of economic context. Trend has been very recently reversed: exits 

before the age for retirement are from then on an exception in the group’s HR policy. This 

evolution comes from several factors: the observation that expertise linked to experience has 

a tremendous importance, the 2003 pension reform and the withdrawal of State from 

financing early exit schemes, the very strong desire of employees to retire early, and to a 

lower extent an eventual demographic choc. The future increase of activity duration has led 

to a reflection on seniors, different from the point of view adopted in the nineties, focused on 

workforce ageing.  

 

The group is faced with fluctuations in production (cycles spanning periods of several years) 

and various career development profiles exist. Although the overall payroll is increasing, 

there is a downturn in all support professions, in all the small traditional sectors in which 

reclassification occurred and in certain manufacturing professions upstream (e.g. machining, 

assembly, small sub-assemblies). These activities are now contracted out. The problem is to 

manage the end the career of senior staff who will be staying on longer before retirement 

(between 60 and 65 years) as well as the career of staff in their 40s (there are numerous 

groups aged around 45 years). 

 

Methodologies and tools developed in some units have been transferred to other ones. This 

is namely the case of demographic analyses, extended to the whole former Company at the 

end of the nineties. 

 

The creation of Aerospace by the merger of four companies was followed by a strong 

reorganisation of activities and modes of management. The Health, security and environment 

Department was suppressed. This department coordinated in particular occupational health 

doctors of the various entities. It played a crucial role in the impetus given to reflection and 

implementation of actions during the nineties. Improvement of working conditions and follow-
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up in occupational health are from then on completely decentralised to subsidiaries. Some of 

them continue the actions started in the nineties and forms of coordination/exchanges 

between subsidiaries exist on a voluntary basis. 

  

3. The original measure 

In 1986-87 the first large downsizings occur, with early exits at 56 even 55, financed by the 

National found for employment (Fonds national pour l’emploi, FNE). Some problems or 

questions emerge then from the local level to the Health, security and environment 

Department: the capacity employees have to adapt themselves to new and more complex 

systems, difficulties to redeploy workers, development of musculo-skeletal disorders, work 

expertise loss. This is the beginning of a General Management reflection to take into account 

age in the former company’s policy. 

 

To get more systematic and larger data, and allow anticipation on health and training issues, 

the creation of an observatory covering all the establishments was under discussion at the 

end of the nineties. This idea finally led to the implementation of the EVREST scheme in a 

few voluntary establishments. A database has been built in a few voluntary establishments. A 

simple questionnaire is used by the occupational health doctor on the occasion of medical 

examination: it concerns working conditions (physical workload, exposure, working hours, 

time constraints, assessment on work), training, living conditions and health situation. It 

allows a longitudinal analysis, an analysis along with age and the construction of indicator 

panel 

 

4. Development of the initial measure and current practice? 

Attention is still paid to ergonomics and improvement of working conditions. The training in 

ergonomics implemented in the mid 1980s for occupational health doctors and engineers still 

exists. There is also still a strong presence of occupational health doctors. 

 

There has been a reverse trend these last years: exits before the age for retirement are from 

then on an exception in the group’s HR policy. Two recent group collective agreements 

clarify this new orientation:  

 In case economic difficulties would lead group subsidiaries in France to redundancy 

plan, an end-of-career scheme has been set up by a December 2000 collective 

agreement, renewed in May 2003. It concerns employees aged 55 to under 65. 

These early exits wholly financed by the firm depend on the will of both the firm and 

the employee. There are thus no widely opened early exits. 

 Otherwise, the agreement on ‘development of the second part of the career’, signed 

in February 2005, is relevant. 

Both collective agreements have no closing date and concern group employees in France. 

 

The agreement on ‘development of the second part of the career’ is directly tied to the 2003 

pension reform and to the stop of early exits in the group (with the exception of prior 

schemes ending and redundancy plans). Its goal is to reverse mentalities of employees and 

managers. Signed before the conclusion of national intersectoral bargaining on employment 

of older workers (with an agreement in October 2005), this agreement covers all the aspects 
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linked to retention in employment and career extension. It intends on one hand to propose a 

« toolbox » to subsidiaries, on the other hand to make the standstill of early exits acceptable. 

 

Some measures to be enforced quickly are real policy commitments. This is the case of the 

prohibition of age discrimination regarding wage progression, promotion and training. An 

assessment is planned on those three aspects.  

 

Other measures aim at changing culture towards the second part of the career. This is the 

case of the ‘stage professional assessment‘ (bilan professionnel d’étape), of skills 

transmission and mentorship, of working conditions and occupational health. The ‘stage 

professional assessment‘ aims at designing an individual development project for the 

following five years, from 45 years old. It will be renewed every fifth year until 60. A specific 

analysis concerning people 50 an over will be integrated in the annual report on working 

conditions, in the annual programme for preventing occupational hazards and improving 

working conditions, and in the annual report of occupational health doctors. A specific 

medical assessment is planned for 55 and over.  

 

Finally, other measures adjusting the end-of-career compensate the end of early exits. Four 

types of adjustment may be implemented in the French part of group‘s subsidiaries, and 

possibly cumulated: 

- An end-of-career leave (for maximum 18 months, using the time savings-account),  

- A working time adjustment during the 3-year period preceding retirement,  

- A working time reduction during the 3-year period preceding retirement (with payment 

for retirement calculated on a full time basis, an additional wage and social 

contributions on a full time basis for defined specific categories of employees), 

- And a financial help to buy back three-month periods pension contributions in respect 

of years spent studying (in case of loan, interests are partly paid the firm), an option 

created by the 2003 Pension Reform Act. 

 

The agreement on ‘development of the second part of the career’ came into force in 2006. 

Details of implementation were to be defined with the trade unions. For the group head 

management as for the trade unions, the implementation of this agreement involved a very 

important stake. It needed a relevant communication to avoid the risk of being rejected, as 

the end of early exits is far from being accepted by employees.  It entailed a joint reflection 

with trade unions on the precise content to give to some measures, e.g. the ‘stage 

professional assessment‘. Besides, subsidiaries have very different practices regarding HR 

management and the attention paid to age issue. There was no question of harmonising 

practices.  

 

A new framework agreement concerning the development of the second half of employee's 

careers was signed in November 2009 for the Aeropace group in France. It is a prolongation 

of the agreement of 2005 that takes into account a number of institutional changes (steep 

increase in the cost to companies of staff in preretirement, retirement age imposed by 

employers raised to 70 years, incentives to negotiate on employment of seniors).  

 

This agreement includes a fairly large section on working conditions. It calls for the creation 

within each establishment of a committee for maintaining jobs. This committee, which is not 
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specifically for seniors, regularly brings together section heads, the company doctor, the 

director of human resources and the CHSCT secretary to examine individual cases. Analysis 

of individual posts is carried out by the risk prevention and occupational medicine 

departments to assess capacity to take on staff requiring reclassification. From the age of 50 

years, staff undergo a medical-professional evaluation. This is carried out by the company 

doctor during a medical visit in order to assess compatibility between the characteristic 

features of the post in question and the health of the candidate. It may lead to appropriate 

measures (including an appearance before the job maintenance committee). 

 

Employees undergo a professional appraisal at the age of 45 years or after 25 years with the 

group. The aim is to anticipate changes, and in particular to pave the way for moves towards 

another post for those showing signs of job-related fatigue, and to ensure a dynamic 

transition. This system is currently being introduced. 

 

The measures proposed in the 2005 agreement to manage the end of careers have been 

restructured and improved: end-of-career leave, adjustment of work hours, assisted part-time 

work, assistance with purchasing pension points for years spent in studies, specific devices 

for early departure (work in 3x8 hr shifts, fixed night-shift work, work accidents or 

professional diseases resulting in invalidity greater than 10%). For example, people may 

retire 7 months earlier after at least 20 years working in alternating shifts. 

 

In addition, the agreement contains a number of measures designed to improve the career of 

seniors: development of tutorial function, individual salary increases, access to training and 

improved internal mobility. 

 

This agreement does not cover all the details and each subsidiary must devise its own action 

plan. 

 

5. Concluding reflections from the researcher  

Aerospace is an example of evolving way in taking into account age. The decentralisation 

has limited actions. The framework agreements, signed for the French part of the 

subsidiaries, do not give a strong impetus and do not ease the follow-up of implementation. 

 

 

Contact details: 

 

Social Relations  
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CASE 5: Recruitment, Employability and training connected to work hardship, 
Waste, France 

 
 
 

1. Organisational background 

WASTE France is a group specialising in global waste management and offers the following 

services: waste collection (household waste, industrial waste and hazardous waste, apart 

from nuclear waste), transport, recovery and disposal of waste that cannot be recovered. The 

group is a conglomerate of approximately 80 SME and has been gradually built up starting 

from a single SME 90 years ago. The conglomerate belongs to a group which itself belongs 

to another group. 

 

WASTE operates in a very decentralised way. It is organised into eight regions (a single 

point of contact for each client). WASTE also has three specialised nationwide divisions for 

hazardous waste management, soil recovery (depollution), recycling (with recovery) and 

demolition (cars, buildings and aircraft). The group has had a coordination structure for the 

past decade but customer requests are still dealt with via the decentralised system. 

The workforce doubled between 2002 and 2010 to around 20,000 employees (close to 1,000 

outside of France). 95% of these employees are permanent. Around 2,000 are executives, 

3,000 are advanced technicians and supervisors and the rest are employees and operatives. 

Waste collection alone occupies 4,000 staff of whom 3,000 are on refuse collection teams. 

Most of the employees are in the 35-45 age bracket (average age of 41). Women account for 

18% of the workforce, one-third of the waste sorters and 28% of management. 

There is a varied range of occupations within the WASTE group and they are covered by 14 

different collective agreements. There is no collective bargaining structure at WASTE level 

and neither is there a group committee or central works council. However, there is a group 

committee at Suez group level and several works councils at WASTE. 

An agreement on older worker employment and careers was reached in December 2009 at 

GDF Suez France group level and was signed by three of the five representative trade 

unions. The agreement defines the main principles. It is meant to be applied throughout 

WASTE but each subsidiary is free to apply it or not (without any less advantageous 

provisions, however). The voluntary adoption of the framework agreement is therefore not 

simple to manage. 

 

2. Age management approach 

WASTE strategically manages employment. The numbers of collection and sorting 

operatives will be reduced within the next three to five years. A modern waste sorting centre 

employs 50% fewer staff. The move towards having waste recycling points, the waste 

incentive and the development of selective waste collection are reducing waste treatment 

and landfill activities and increasing waste recovery work, with this resulting in new 

occupations. Furthermore, when a new contract is won, the company generally makes an 

effort to modernise in order to increase productivity, which can lead to overstaffing. Some 
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sites (for example, landfill) have a set life span. Redeployments are therefore prepared for in 

advance. 

 

Age and qualifications are not recruitment criteria for WASTE. This is not new, even if 

diversity is a stated priority. All the age brackets are represented and the group recruits 

workers who are over 50. The company’s ethos is linked to the nature of their activity. Waste 

collection can be dangerous and requires discipline. In fact, the group does not take on very 

young employees (it opts for 30 rather than 20 year olds) on safety grounds. Moreover, 

household waste collection work relies on holding contracts with local authorities and these 

contracts are regularly reviewed as part of public calls for tenders. If the service provider 

changes, the company awarded the contract must take over its competitor’s employees, if 

they wish to transfer over (unless the successful company is smaller than the previous 

service provider). Accommodating new employees of different ages (including 61 year olds, 

for example), who are sometimes actually former employees, is therefore quite usual. Finally, 

these occupations were not very attractive until recent times. This is still the case for refuse 

collection, although other occupations are benefiting from the increasing importance of 

sustainable development. 

 

The sector has been reflecting on the issue of physical strain in sector jobs for over ten years 

and WASTE has been making use of all the early termination options for a long time: public 

early retirement, early retirement due to length of service (this option has been open since 

2004), long-term sick leave and disability leave (based on a decision made by the workplace 

doctor). However, some employees have not been able to leave. This means that there are 

64-year-old waste collection workers, for example. It is not easy to change post. Workers do 

not see switching from waste collection to sorting as promotion, as waste collection workers 

are very proud of their line of work (public service) and value some of their working 

conditions (free time in the afternoon due to split shifts and few constraints placed on them 

by management). 

 

The issue of physical strain is currently addressed using training, particularly developing 

employability. Once they have spent a certain number of years in the role, waste collection 

workers tend to remain in it until the end of their working lives. One of the facets of WASTE’s 

strategic employment and skills management policy is paying careful attention to refuse 

sorters and collectors. Literacy (education system drop-outs) and driving programmes are 

offered via in-house training and training funded by the sector OPCA (body that pools funds 

collected for vocational training). The driving programmes enable employees to become 

refuse truck drivers (5-10% of employees progress to posts of this type), forklift truck 

operators and cab supervisors. Recycling sector occupations, which are developing, can be 

also be accessed through training. IT knowledge is needed to join management and also by 

drivers (on-board IT). There is a career development structure for those who are able to 

follow training. 

  

3. The original measure 

WASTE Rebond was created in 2002. It is a subsidiary specialising in job-based inclusion for 

people experiencing difficulties. In 2010, it employed approximately 500 people in two 

complementary structures: an inclusion company with 13 sites in France and an accredited 
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temporary employment inclusion company. The aim is to pre-recruit new employees and to 

train them in waste management occupations. It does not seek to retain all those on the 

programmes in the company.  

They are helped to get back into training with the aim of obtaining full-time permanent 

employment. Candidates are hired on a first three-month employment contract and for a 

maximum of two years. These fixed-term inclusion contracts include a training component. 

As soon as they join the company, the SITA Rebond employees undergo a week’s safety 

and vocational training. They fill service (industrial cleaning), safety and construction / public 

works jobs. They are only put on waste collection work at the end of their inclusion 

programme (for safety reasons). Roughly half find a permanent job at the end of the 

programme and half of them with WASTE. 

 

4. Development of the initial measure and current practice?  

A ‘mid-to-late career’ interview is offered to employees aged 45 and over in accordance with 

the group agreement. A voluntary decision has been taken to get human resources to 

conduct the interviews (the process is not outsourced). Around 4,000 people are affected. 

The interview aims to get the employee to envisage their career situation in five years’ time. 

The objective is not to make all staff think they will be switching posts within six months but 

instead to give them the means (training in particular) to continue acquiring skills. 

 

The group agreement sets the objectives of reinforcing mentoring of younger employees and 

developing the usage of in-house trainers. Indeed, some young employees are 

spontaneously mentored, which goes back to the tradition of companionship, although this 

varies from site to site. However, the mentors are not necessarily identified as such and do 

not receive any extra pay. Mentor training has been planned. The possibility of having young 

mentors for older workers is being considered. Moreover, WASTE already uses occasional 

trainers (known as form’acteurs). They are people with special skills who are paid for each 

hour of training delivered (to encourage people to have a vocation) and who are trained for 

this role. 

 

Other avenues are being considered: 

 Some structures used to contribute to the time-off bank to enable early retirement. 

The option of contributing 145 days to the bank is being considered; this would 

enable workers to retire six months earlier or to work 4/5 of full-time working hours 

without any salary loss in the two years leading up to retirement. 

 Removal of the individual right to training upper limit (currently set at 120 hours) 

would enable workers to be trained right to the end of their careers (for example, if 

redeployed to another post). 

 As part of a drive to improve the quality of life at work, employee awareness could be 

raised about live after work (formalities, with which bodies etc). This training was 

already in existence for executives. 

 Health training could be delivered on interested sites in conjunction with provident 

institutions. 
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5. Concluding reflections from the researcher 

The fact that age is not a recruitment and training criterion is closely linked to the nature of 

the sector (unattractive jobs and takeover of volunteer employees from other companies 

when public contracts are won) and is a long-term practice that does not stem from a 

voluntary approach.  

WASTE also provides an example of the difficulties of driving forward a voluntary top-down 

policy in the context of highly independent local companies and the lack of a shared 

bargaining structure.  

 

Contact details:  Contact person and email address (if available); source(s): document title 

or organisation’s website 

 

Danièle Rollier, Deputy Director of HR  

(8 mots) 
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CASE 6: Training, Mentoring, improvement of working conditions, Local 
Hospital, France 

 
 
 

1. Organisational background 

Hôpital local is a public health establishment focussing on geriatric care.  

In 2004-2005, it was threatened with closure by serious difficulties. In 2007, running of the 

establishment was entrusted by the board to an externally appointed director. A massive 

restructuring operation was undertaken to ensure a sound financial basis, and to sort out the 

financial, safety and organisational problems. The finances are now healthy with no further 

need for the externally appointed director. 

There has been much change in the activities of the establishment. The introduction of the 

French Hospital Patients Health Territories law (Hôpital Patients Santé Territoires) law 

marked the end of the hôpital local. Follow-on and rehabilitation care as well as long-term 

care were ended in 2008-2009, and today the establishment functions as a home for 

dependent elderly people (159 places), with inhabitants being lodged either temporarily or 

permanently. There is also a day centre for Alzheimer patients (12 places). 

Hôpital employed 102 staff in 2009: 45 nursing assistants (including 4 contract workers), 15 

qualified hospital workers, 8 nurses, 7 kitchen staff, 2 psychologists, 1 ergotherapist, a 

dietician and a coordinating doctor). 82% of staff are female (particularly the healthcare 

personnel and educators, while technical staff are male). The peak age of staff at the 

establishment is between 40 and 49 years. In the next 10 years, a quarter of the staff will be 

replaced. However, recruitment is not easy: for certain posts (particularly nursing posts) there 

are difficulties in the market. Furthermore, because of the extremely tight budget, it is not 

possible to employ a replacement staff member sufficiently early for departing staff to pass 

on their knowledge.  

 

 20-29 yrs 30-39 yrs 40-49 yrs 50-59 yrs > 60 yrs  

% of total staff 
14.7 % 23.9 % 35.3 % 25.5 % 0.6 % 

Hôpital recruited 15 staff members in 2009 primarily because of departures due to expiry of 

short-term contracts. However, turnover is low among permanent staff, with 40% of staff 

having been employed for between 26 and 31 years. 

The majority of staff work full-time (6% work for 80% of full time). There are two fixed 

nightshift teams (21h-7h) who work according to a rota system determined for the year (3 

nights on, 2 nights off, 2 nights on, 3 nights off, 2 nights on, 2 nights off, and every other 

week-end). Daytime care assistants work in two shifts (6h45-14h15; 13h45-21h15) which 

alternate. There are two possible shift patterns: 3-4 days on the same shift or continuous 

shifts. 
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2. Age management approach 

The establishment makes considerable investment as regards training associated with 

changes in professional requirements (less need for qualified hospital staff, need for skills in 

biocleaning and care staff). Employees have access to short training courses as well as 

courses leading to diplomas. The healthcare manager encourages staff to undergo training, 

particularly at assessment interviews, in order to advance their career (i.e. to complete or 

improve their skill sets, and to further themselves where particular skills have been 

identified). Qualified hospital staff may thus become care staff through a one-year training 

course thanks to professional training leave (CFP). This option has been followed by 7 or 8 

staff. Considerable incentives (particularly financial) provided internally for people following 

this path or that of certification based on professional experience (VAE). The choice between 

VAE or CFP depends on the individuals. The fear of taking school entrance examinations, of 

the final examination, and of the need for written work undoubtedly play a role in the 

tendency of staff aged 40-49 years to opt for VAE, and of younger staff to choose training. 

The management recommends training, both in order to extend personal skills and because 

VAE offers more limited mobility. Short-term training courses are given by outside trainers in 

situ in order to make them more readily accessible. There are one or two such courses each 

month and training groups are made up of staff from different professional areas and 

departments in order to break down barriers and encourage exchange of experience. 

In 2009, half of the staff were trained on a voluntary basis. In the last 12 months, 4 people 

received a diploma under either the VAE or CFP schemes. 

 

A tutorial system exists for training nurses in their first and third years. Nursing assistants can 

tutor first year trainees. Tutors are entirely voluntary. The healthcare director seeks staff who 

have "teaching ability", and emphasises the value of teaching to review one's own 

knowledge. A number of staff have been reticent about their ability to succeed. Those who 

have acted as tutors have experienced growth in their own self-confidence and are happy to 

renew the experience. 

 

There are very few different posts, resulting in limited opportunity for advancement, and in 

certain jobs there is no possibility of advancement within the establishment. The prospect of 

co-management with another establishment is felt to be positive. 

 

There are no age-related criteria in the recruitment policy and a number of older staff (aged 

over 50 years) have been taken on. While the gerontology sector is unattractive for nurses, 

the majority of spontaneous applications comes from younger people, particularly former 

trainees. This is due in part to the good reputation enjoyed by the establishment. Given the 

impending departures, preference goes primarily to experienced staff. 

 

There is a real desire to reduce laborious tasks as well as work accidents (regarding both 

numbers and seriousness) through training on the prevention of professional exhaustion, 

safe handling procedures and avoidance of musculoskeletal problems (particularly lower 

back pain). Further reflection will be devoted to the issue of professional burnout. There is a 

desire to work in collaboration with the CHSCT (Committee on Health, Safety and Working 

Conditions). However, there are few cases requiring reclassification and limited aptitude 

restrictions. Management is reticent about the idea of a formal action plan to employ seniors 
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because of fears about stigmatisation of seniors and discrimination with regard to non-

seniors. The underlying principle is that establishments must protect their staff (all staff). 

 

The establishment also plans to formalise the tutoring system. This would involve identifying 

responsible people (not necessarily in the same department), introducing step points and 

courses on tutoring of trains. A call for tenders launched by the AERES (Agency for 

Evaluation of Research and Higher Education) concerning recognition of skills has resulted 

in certification of 4 of the establishment's nursing assistants. The question is more about 

valuation than about reducing the work load. 

 

The retirement age for healthcare staff has been raised from 55 years to 57 years for nurses 

(60 years if they opt to change professional category). Retirement ages for nursing assistants 

and qualified hospital staff are 57 and 62 years. There have been a number of requests for 

later retirement (by 7 staff) and uncertainty surrounding certain departures. This causes 

problems with regard to planning for recruitment and ensuring smooth transition. 

Furthermore, the establishment's budget does not take into account age-related changes in 

staff social security costs. 

 

4. Current practice and how it has evolved? 

In order to resolve the various organisational problems (in particular to ensure continuity of 

service throughout the day and avoid understaffing at certain times), working schedules have 

been considerably modified. This is another key area in which working conditions may be 

improved. 

 The daily working hours of nurses have been increased from 7.5 h to 12h in two 

stages. The possibility of working 10h a day and 2 week-ends a month was initially 

offered on a voluntary basis, followed by the possibility of working 12 hours a day and 

only one week-end per month. At this point there were three systems of working 

hours. The proposal made by the healthcare director involved testing 12-hour shifts 

for all. Nursing staff offered to test this system for 6 months. At the end of 2008, an 

anonymous questionnaire was sent out and the majority voted in favour of 12-hour 

shifts. 

 The working day for kitchen staff increase in 2010 to 10h. A pair comprising a chef 

and an assistant chef is now in attendance throughout the whole day, resulting in 

better distribution of the workload during the day with less time pressure. Kitchen staff 

(1 chef, 3 cooks, 3 kitchen assistants) work a 35 hour week, comprising one three-

day week followed by a four-day week, and one weekend out of every three. 

 Technical staff now work at a different rate: three 9-hour days, one 8-hour day and 

one day off. 

This system involving longer with days is considered ideal by management in terms of quality 

of work. It is more tiring at the start, and the third (or fourth) day is more difficult. The 

organisation of free time is considered interesting, but it is difficult to change one's working 

hours.    

 

Furthermore, extensive investment has been made to ensure overall improvement in the 

working conditions of care staff: 2008 saw the purchase of quick patient raisers, mobile 

shower-chairs, shower-chairs, ergonomic armchairs, and in 2009, nursing-care beds, lighter 
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and more mobile dressing trolleys, patient hoists (with balance) were purchased. This policy 

was continued in 2010. 

 

5. Concluding reflections from the researcher 

No specific age-related actions have been undertaken, but there is a desire to improve 

working conditions for all, and, wherever possible, to facilitate professional advancement. 

 

 

Contact details:  

 

Sandy Alderman-Guerlot, General Secretary   

 


