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Preface
Preparation of this report has been done by research assistant Bibi Bording in the absence of the project leader, John Houman Sørensen, who unfortunately is absent due to illness during the last seven weeks. John Houman Sørensen has participated in the early stages of the preparation and carrying out the project. The result is a joint report. 
    We would like to take this opportunity to thank the 4 leaders and 17 employees who participated in this project.
1. Introduction
This report describes the outputs from the “Ageing and Qualification” project financed by the EU. The aim of the project is to find out what kind of factors or instruments can influence the retainment, or re-entry, of elderly employees in the workforce. This report consists of independent chapters describing the instruments, methods, results and regional support structures central to the Danish part of this research project. More general hypothesises in formulated in the light of case studies and general findings from the project.  In each part there will be some concluding remarks. 
2. The Instruments and their methodological foundations
- a framework for understanding CVT-needs
Central, in asking the question if CVT would make elderly employee stay longer in the workforce, is the questions of which methods to in order answer these questions? The way we are doing research will influence what we find and define possibility and limitation of generalizations.
      Our point of departure is the question of how to identify which kind of instruments is needed to develop? To us it quickly became clear that there already existed a wide variety of instruments for the enterprises to implement their personnel policies, both concerning CVT and many other senior policies etc.
 Through a pilot case, Health Visitors, especially through the interview with the personnel manager, we learned that there is a widespread knowledge about how to shape senior policies – what is needed is instruments to identify which kind of senior policies are possible for the enterprises to implement/what do they want to invest in senior policies, and what kind of needs do the senior employees have? Can the needs of the employees be met by the (senior) policies that the enterprise wants/is able to offer? 

     As a result of this preliminary knowledge, we set out to develop instruments that make us able to uncover/discover.
· what the senior employees needs/wants (senior policies, CVT), 
· what the enterprise is willing to give (senior policies/ CVT)/needs to do, and 
· How to teach the CVT teachers/consultants in vocational education institutions to duplicate this use of the instruments in the future. 
2.1 The double skill needs analysis

    The instrument developed in this project is a research approach that identifies the elements mentioned above. The approach is called the double skill need analysis, and is a method developed to make us able to identify the abovementioned elements at different levels. The subject is, in this context, seen as a product of objective conditions, and at the same time the objective conditions is a product of the subjects actions (Sørensen 2001).
The roots for this paradigm for analyzing skill needs are basically coming from two sides. One is the German tradition for making industrial–sociological studies of needs of qualifications in industry (Sørensen 2001). Another is coming from theories of personal identity building and learning processes. In our tradition, we are also inspired by industrial relation studies and theories behind personal planning and management in the enterprises. By combining these many factors it is possible to develop a comprehensive concept called a “personal-policy regime”. This form of regime is constituted by certain structures within and outside the enterprises but it is very important to say that they also are formed by actors. This means that the managers and the employees on behalf of their own interests are connected in interdependent relations being able to run the firm. Therefore it is decisive to say that demands for qualifications are not the same as what you in an optimal way could call needs for qualifications. A clear understanding of needs must be built on many sources, both interviewing actors and analyzing structures as well. A distinction between needs and wants seems important.
The need of this complex understanding of skill needs underlining listening to the interpretations of the employees is very obvious if you look at the different type of rationalities bound to the CVT-system. First of all there is the need of the firms for making a plan for qualifying the staff which is adequate for the firm. The life course of the firms naturally differs from the life course of the individual. Solid plans integrate these different life perspectives, where the motives for doing CVT at the individual can be very different from the interests of the firm. Secondly it is invalidating for a good pedagogic performance if the individuals aspirations and life experiences are not a part of the knowledge for teachers going to stimulate the learningproces of the individuals. Thirdly the forms of personal regimes are founded on power relations where different interests in CVT-development are negotiated at the work place level, whatever it is hidden or explicitly. Lastly is important for publicly financed and planned CVT that there is a wider perspective than just satisfying the single firm. Involvement of public money is reasoned by CVT-purposes including educating and training for furthering the mobility at the labour market in general and often also for welfare and democratic goals. It seems clear that you cannot generate courses solely by statements from managers in single firms. The employees are also absolutely necessary witnesses, just as in a wider meaning social partners are important players in public educational planning.      
    In the project we therefore have;

· Interviewed employees, implementing an occupational life course perspective to understand the subjective side, in the sense of former career strategies, attitudes towards the present job/employment and future employment conditions/expectations.

This is contrasted to the objective side;

· The personnel policy perused by the employer as a strategic answer to the objective conditions for maintaining competitiveness. Here as well interviews with a personnel management responsible person from the enterprise as well as field studies/observation.

The double approach is therefore implying as both subjective perception of the objective conditions on sides, employees and employers, and attempts of an objective description of conditions in enterprises, in two specific sectors, the social and health sector  and the stone, clay and glass sector, in the regional labour marked. These two sides must be matched then.
     The objective description would then, based on information collected and analysed by the researchers, hopefully construct an objective picture of the structural conditions, i.e. a. social field- description applying the terminology of Pierre Bourdieu (Bourdieu 1997: 87). On the basis of the double approach to skill needs we set out to perform a methodological triangulation;

Step one: 
Interview with a representative for the employer

Step two:
 Interviews with 2-4 employees in the age of 50+

Step three:
Observation of work processes, analyzing skill needs, describing 
organisational and technical conditions in enterprises, detecting sector 
characteristics and the supply situation on the relevant segments of 
the labour market.

Conceptual elements with special reference to the employers

The demand side of the labour market is in this context viewed as employers, with focus on the different companies’ personnel policy strategies, both formal and informal. We make use of the following elements in our analysis of personnel policies (Sørensen 2001);
· Recruitment policy

· Retainment policy

· Development policy

· Dismissal policy

The combination of these four elements of personnel policy do have to be adaptable to present and future staff needs, motivation and expectations, regarding the three qualitative dimensions of jobs, disposition possibilities, interaction possibilities and possibilities of applying and developing qualifications. The opportunities for meeting these three dimensions are determined by work, tasks and personnel policy setting up frame conditions. These qualitative dimensions are central to the analysis of the subjective side, the motivation of employees, this we will return to shortly.     

      The personnel policy strategies also depends on the different companies business strategy, related to market conditions and competition, for example the need for skilled labour, facing the enterprise.  The enterprises personnel policy is dependent of what kind of internal and external factors it is influenced by, in other words the personnel policy is embedded in these mechanisms. Applying the concept enterprise-in-society and industrial relations (Sørensen 2001), it is clarified how public management intervention, the role of the organisations, technology, innovations, new market conditions and character in general, local and internal labour market set up certain frames for action in the enterprises. The personnel policy in an enterprise is under constant change, depending on the employers and the employees’ perception and interpretation of the internal and external factors that has an influence on the enterprise. An increased need for skilled labour has an impact on how the enterprise recruit and retain employees, influences the chances of elderly to remain employed, or to re-enter – and could have an impact on the frequency of use of CVT among the employees, and thereby also the elderly employees.

     The need for skilled labour, as an example, leads to our focus on further education as a factor in keeping elderly employees in the workforce. The enterprises strategies for use of CVT are closely linked with the form of staff flexibility in predominant practised by the enterprises. The enterprise’s personnel policy is founded on a combination of numerical, temporary or functional flexibility, the forms of flexibility is closely linked to the enterprises need for production flexibility market conditions (Sørensen 2001): 

· Numerical flexibility means that the number of employees in the enterprise is adjusted according to the volume of the production, the changing need for employees with different types of competences and season determined workload, in other words a “hire and fire strategy. In this type of flexibility, the enterprise is likely to only invest in CVT for those employees that belong to the core staff of the production. If the elderly employees do not belong to the core of the workforce in the enterprise, he or she would properly not be offered any CVT. Worst case for an elderly worker in this case is that age combined with lack of renewed qualifications might lead to being pushed out of the enterprise and maybe also the labour marked. Furthermore this form of flexibility means that the personal policies regarding retaining of the elderly workers might not be attractive for the enterprises, unless there is a shortage of workers with the desired skills in the workforce in and outside the enterprise. 

· Temporary flexibility relates to the way that the amounts of the daily or weekly working hours are adjusted according to the workload. The employees are working overtime when it is needed, and periods of stagnation in production are dealt with trough reduced working hours. In this form of flexibility, the elderly employees are very likely to have access to CVT and the enterprise will be likely to have formed personnel policies regarding retainment of elderly employees. The dark side of the moon could be that the elderly employees can have difficulties in coping with the work pace.

· Functional flexibility means that the size of the workforce in the enterprise is adjusted through moving the employees around inside the enterprise. The employees are able to perform multiple tasks and to work less specialized, and thereby able to replace each other when needed. For the elderly employees this means that their competences and work experience in the enterprise is highly appreciated and needed, and the enterprise is very likely to try to retain elderly employees. 

Conceptual elements with special reference to the employees

Applying the method of occupational life course studies of the employees, means that we are able to se how the individuals former education, socialisation, carrier strategies, family situation and current job conditions influence their choice in regards to retirement/staying in the workforce. Central to the research questions at hand, the first and most important task is to analyse which factors determine choices and, on what basis the employee makes his or her decision/conditions to stay in the workforce or retire? Core concepts for this type of factors determining the situation of the elderly people at the labour market are as following (Jensen, Per H. e.a, 2005):
· PUSH

· PULL

· JUMP

· STAY (our addition)

· STUCK (our addition)
PUSH factors

The most decisive push factor is to be made redundant. Elderly workers have small chances of getting another job, so retirement is the only realistic “choice” at hand. A less decisive push factor could be a worsening or change of job conditions, factors which might affect all employees, or only have an impact on elderly employees. Examples can be; being deprived from interesting tasks to make room for younger employees, changing from dayshift to nightshift, implementation of new technology which the elderly employer might think is difficult to learn to use, or make the speed of task performance higher. Giving the small chances of getting a new job, trying to maintain the job or retirement are the only options for the employees.

PULL factors

In general pull factors are seen as the result of making it economically acceptable to withdraw from the labour market. Whether or not the employee considers this alternative as possible depends on age, health conditions and income level in comparison by continued participation in the labour market. The Danish “efterløn”- early retirement scheme is an example of this, which make it possible for employees to leave the labour market 5 years before the retirement age of 65. Reforms have been made to push the age from 60 to 62 by reducing the payment for those who retire at 60 and rewarding those who stay in the labour market until 62. These incitements aiming for the reduction of the Pull factors has shown effective in the sense that the average age of early retirement though “efterløn” has been reduced by  more than one year.
      In the question of pull factors there is also a non economical side to this, which relates to the degree of satisfaction, environment and conditions in the job, if this matches with the preferences of the individual employee, making him or her decide to stay in the labour force or to retire. Three dimensions are applied in analyzing the relation between work and identity (Volmberg 1976/1978). 
· Possibilities for disposition

Ability to make decisions over time for planning, preparing and executing job tasks.

· Possibilities for interaction

Communication, co-operation and authority conditions related to performing a job. Examples of this could be social relations to colleagues, employers or employees from other enterprises (partnership projects). This dimension an important aspect in relation to the STAY factor, se below.

· Possibilities for CVT


The possibilities for CVT has two sides – 


1. If the elderly employee is interested in CVT, but is 
not offered this, it can lead to making pull and jump 
factors stronger. If the employee is 
interested in CVT and 
offered this, it would increase the stay factor.

2. If the elderly employee does not want any CVT, the demand of renewing qualifications might lead to making the effect of pull and jump increase – if the elderly employee is “left alone”, he or she might stay longer in the workforce.

These dimensions can not be used without the consciousness of the differences in tasks, the individual’s former education and socialisation, including his or her occupational biography – and thereby related to socio- economic positions in a field (Bourdieu 1997). Education levels, responsibility in the job and forms of tasks differ among the employees, and therefore it is the individuals perception of how this fits to his or her preferences, acquired and developed during his or her biography, that determine if the pull factor for example “efterløn” is seen as an attractive alternative to working life.

JUMP factors

In the case of jump factors we change our optic from the inner side of the labour market, to factors outside working, i.e. leisure time activities.  Examples of this could be the desire to travel or spend time with friends and family, to do tasks, like renovating a house or a car – In other words do something that is perceived as more satisfactory than what paid work can provide. In contrast to pull factors, economical reflections do not play the central role; instead it is alternative activity opportunities that play an increased role.

     In relation to jump, it becomes central to ask the question if access to vocational education makes a difference in the choice of staying or leaving in the labour marked – and if and how enterprises shape their personnel policies to try to retain their elderly workers by making paid work more attractive than retirement.

STAY factors

These are factors that make it attractive to stay in the workforce in spite of possibilities for early retirement. Stay factors can be simple like a good salary, making the elderly employee able to pay for a comfortable lifestyle – but stay factors might also be seen as factors that makes the job in itself attractive. The job can be interesting, leading to new competences, responsibility, give room for/demand innovative ideas etc. The job can be the main source for recognition (for special skills, authority, being appreciated as a good college), in the sense that the job is the main source for input to maintain the employees identity, not only at the job, but also in the community. Recognition, respect and the feeling of just treatment are important factors. If a person retires, they might loose some of the recognition (Honneth 2003:133) connected to their former job, making retirement unattractive.

Stuck factors

Stuck factors make it impossible for the elderly employee to retire. This will often be due to financial problems, large debts that demand a solid economy – the elderly worker is stuck because he or she is dependent on his or her pay check. He or she will accept worsening of job conditions i.e. Disposition, interaction & qualification, because he or she has no choice.

Stuck could also mean an elderly employee that wants to change tasks/job/carrier, but finds it very difficult because of his or her age.   

2.2. Using occupational biographies, a recommended method

The occupational biographies as a method are chosen because it is in its form adequate for analyzing our topics. The method gives opportunity of applying as well a structural as an individual perspective i.e. “the double approach to skill needs”, which is central in relation to the Age and Qualification project. It is central because we want to view both the individuals personal choices in relation to his or hers working life and retirement, and the structural frame, which the work place and the surrounding labour marked holds forms.

     The occupational biographical method holds a unique possibility to capture and show a discussion between individual and structure i.e. a relational analysis of positions, eventually contradictory within a field, in the terminology of Bourdieu. A central question is; is it the individual, who through a personal reflexive ness who alone determines if he or she stays or leaves his job/retires? Or is he or she determined by local or national structural conditions? In the discussion between structure and individual, it is of great importance to divide between subjective perceived experienced structure, and the objective structure. Through interviews with both employer and employee, we are able to get a sense of the experienced structures and of how the individuals have acted on these structures.       

The advantage of using the occupational biographical method is also that we are able to capture different variations of occupational biographical profiles and coping strategies, elements which can show a more facetted structural description of the current conditions. This is not possible to gain only by looking at national frame conditions for health care work or by exclusively using the work leader’s description of the current conditions in the working field.

Conceptual frame of reference as to the Danish labour market regime
Flexibility might be considered as negative by the employees in most cases, but positive in others, depending highly on the origin for as well as the degree of employee involvement.
    Basically, you cab find three main interest behind flexibility practices and the personnel policies of enterprises:

· Employers trying to adopt to changing competitive environments within different sectors of the economy

· Employees and there representatives trying to develop more autonomous work practise, better working conditions and suitable retirement strategies.

· Those actors and public institutions responsible for labour market governance at different levels, usually with the aim of balancing the labour market, reducing unemployment, increasing supply and employment and in enchanging the skills structure within the labour force.
Usually, the concrete forms of flexibility are results of common decision- making, products of “antagonistic cooperation” between these actors. The nature and shape of these compromises depends to a large degree on the institutional framework of the labour market regime and on the “cyclical” position of the economy. In Denmark, a cooperative industrial relations system has formed the basis of relative peaceful adaptive processes, framed during the last four decades by public labour market and educational policy makers. Cooperative adaptation (Jørgensen 2002) might be a good explanation for these conflicts ridden but consensual practices in Denmark.
Conceptual elements regarding

sector characteristics

A point of departure in selecting which sectors to focus on, we were inspired to use Kees Meijers idea, presented at the Danish partnership meeting (November 2005) on replacement demand and bottlenecks. A slightly altered model allowed us to select sectors which have very different needs for recruitment and in the end of that, also different personnel policy strategies for retainment and dismissing of elderly employees. The idea is graphically presented below, containing the chosen sectors:

Figure 1: sectoral differences as to recruitment needs.
	
	Relatively specialised/high skill needs


	Relatively general (/low) skill needs

	Relatively high replacement demand


	Social and healthcare sector
	

	Relatively low replacement demand


	
	Stone, clay and glass sector


The sectors were chosen both for their differences according to their different needs for recruitment, but also to try to get as wide a spread in the empirical material, we have also chosen these two sectors because one is highly dominated by female employees, and the other is highly dominated by male employees. This distinction will give us a picture of any gender related differences in what is needed to keep elderly workers longer in the labour market. Furthermore statistics shows a growing part of the existing labour force in these two sectors are “greying”, this means that it is especially needed in the enterprises, in these sectors, to form personnel policies to retain some of the increasing number of elderly employees, and, on the other hand, also influences recruitment strategies to replace those who leave the labour market.

      With the above in mind we now turn to our pilot case, where we have tested our instruments and been seeking for coping strategies on both sides of the industry. Our point of departure is Health Visitors in the Social and health care sector. As to the fundamental traits of the public health sector, its origin and institutional arrangements, reference is given to chapter 7 in Jørgensen (2002), written by Peter Kragh Jespersen and Henning Jørgensen.
3. A Case story about Health visitors

in a Danish Municipality

The pilot case

The municipality is situated in the northwest part of Jutland. It has 35. 475 inhabitants and they share 311.37 km2 of land i.e. low population density. The municipality administration consists of different subject sectors and a large number of decentralised institutions, such as public schools, day-care institutions, water companies, electricity and so on.

The object of this case is a part of the central administration concerning “Children and Family counsel” (here after shortened to CFC). The workforce in CFC consists of psychologists, audio and speech therapists, administrative staff, social workers and health visitors. The total number of staff in this part of the administration is aprox. 100 people. The primary focus of the case is on the health visitors. 

The health visitors and their work
The health visitor division of CFC consists of 10 health visitors, 1 subject leader of the health visitors, who is also a professional health visitor. The health visitors are responsible for the health promoting work concerning all children ages 0 to 17. In the year of 2005 this group consisted of 9437 children and young adults.

     The current legislation on the field is a set of guidelines made by the National Health Service. All municipalities in Denmark are obliged to hire and run a health visitor department that offers service in accordance to the issued guidelines. These guidelines form a frame in which the health visitor must work. The organisation of the health visitors’ daily work, how she performs the demands of the guidelines, is not formalized, but is left to the decision of health visitors themselves. 

      Health visitors offer counselling to families with newborn babies, young children and children until the age of 17. The health visitor offers visits in the family’s homes, according to the needs of the family, to all families who have children in the age of 0 to 1 ½ years of age (normally 7 visits during this period). When the children are old enough to go to school they will receive regular contact with the health visitor trough out their primary school years. The work in the schools consists of assessment of the children’s health and also subjects such as nutrition, physical exercise, the relationships between classmates (mental health) and age appropriate guidance in matters of puberty, sex, alcohol and drugs. Apart from the general counselling, the health visitors are also responsible for identifying children who have special physical or mental needs and, when doings so, also to contact social workers or other appropriate institutions/ authority’s.

      A health visitor is a trained nurse who in addition to her education has to take an extensive education in the field of children and families. The education as a nurse is a professional bachelor education, and a health visitor education is a master degree. The health visitor education consists of a mixture of theory and practice. To enter the health visitor education one needs to have:

· A Danish authorisation as a nurse

· 2 years of full time work experience as a nurse divided in to; 18 months in a specialized paediatric ward, and 4 month as a homecare nurse.

Management of the health visitor division

Management responsibility of the health visitor division is shared between the leader of the CFC and the leading health visitor. The leader of the CFC is responsible for the overall economy in the whole CFC department, and it is also his responsibility to ensure that the different skilled workers in the CFC are able to work together. In case of disagreement within the staff, if the division leaders are not able to handle it, he has to solve the disagreements. From an economical point of view, the health visitor division is easy to run, because the main expenses in the division are the health visitors monthly pay check. The difficulties in this division are how to give as much service as possible with the recourses present within the working hours of the staff. 

Recruitment

When recruitment is needed in the CFC, it is usually the leader of CFC and the leading health visitor who share the responsibility. The current leader of CFC has had this job in 1 ½ years, and during his time in office, it has not been necessary to hire more health visitors. It is the understanding of the CFC leader that the division of health visitors entails a high level of esteem, and consequently therefore it is not difficult to recruit new health visitors, as it is in the majority of the social and heath care sector.

The needs of recruitment in the CFC are illustrated in figure 2:

 Figure 2: CFC staff
	
	Relatively high/specialised skill needs 
	Relatively low/general skill needs

	Relatively high replacement demand
	· Social workers

· Psychologists


	· Administrative staff

	Relatively low replacement demand
	· health visitors

· hearing and speech therapists 
	· students

· trainees


It is policy of recruitment in the CFC, that they do what it is possible in order to avoid suspicion about nepotism, the practice of employing friends and family of the staff already employed. It is very important for the leader of the CFC to ensure that there cannot be any doubts about the CFC always employ the person who is most qualified for the job, and therefore sending a message, that he has a professional aim when he hires new staff. This stands in contrast to former research experience in the private sector, where it is common for leaders to recruit new staff among friends and social networks. 

      In the CFC there is at the moment, due to the restructuring of the Danish municipality’s (reducing the number from 271 to 98), a special situation where it is common practice that staff gets a chance to apply for the jobs in the municipality before the positions can be applied for externally. In the CFC it is almost always people who apply by the external job advertisements, who are hired.

      In one of the other field groups in CFC, the social workers, there is a constant lack of applicants to fill the positions. This lack of social workers, due to almost no unemployment for this group, results in poaching between different parts of the administration in the municipality and especially between the municipalities surrounding the municipality in focus. Another consequence of this is, when employing, it is not possible to choose between a number of qualified people to ensure the correct match between worker and needed qualifications, but instead they have to hire whoever applies for the position (who has the general qualifications). 

Retaining staff

There are different strategies of retaining staff in the CFC, but the most important one, according to the CFC leader, is salary. In the municipalities there are very little space in the economy to reward the staff with more money, but the little space there is each year is now spend on the social workers to try to prevent them from seeking job elsewhere. In general there is no room for spending economical recourses on the other groups of staff in the CFC. The leader of the CFC wants to be able to reward those who do something extra, but there is a limited room of manoeuvre.

     The CFC also tries to maintain staff by offering the staff a large degree of trust and autonomy, and a good psychological and physical work environment, ex in the form of “adjustable tables/chairs, temporary education and general leave”. In other words, the CFC is trying to implement a retainment personnel policy which gives the employees a sense of access to disposition, interaction and qualification in their daily work. This strategy is an attempt from the employers to enforce the STAY factor, making the job attractive on both a professional and personal level, there by reducing the power of the Pull and Jump factors
Work environment

Specifically for the CFC is that it consists mainly of “examiners”. It is the social workers who are responsible for using the largest part of the budget in the CFC, this is so because it is this group who initiates the treatment programmes and counselling where it is necessary. They do so, on the request from teachers, day-care workers and especially from health visitors becoming aware of social problems. Often the social workers are not able to reward all children in need of help, and this gives a working environment which is often stressful and frustrating both for the social workers, but especially for the health visitors who have contact with the children who needs help. 

     At the moment, due to the restructuring of the municipalities in Denmark, it is considered to move the group of health visitors from the CFC to the department of health care in the municipality. The argument for doing so is that it is only 5 % of the children, which the health visitors are dealing with, who has special needs, so they do not need this close co-operation with the social workers. Adding to the frustration in the CFC, and especially among staff, is that the re-location might be carried out in one or two years, but the health visitors is dependent on being able to talk about the prioritising of help for the children with the social workers.

The elderly employees

The leader of the CFC does not feel that he is able to do enough for the elderly employees. He estimates that the possibilities for using the “senior agreement”
 are not good enough. The municipality has participated in a project, where different types of models of the “senior agreements” were tested, but this has not resulted in more frequent use of the agreement. The reason for this is, that the leaders are not given the economical foundation to finance the implementation of the agreement, but has to finance it out of the existing budget. According to the leader of the CFC, the average age for the staff to retire is 63 years of age.

      The health visitor division is special because it does not recruit young people. As described earlier, admittance to the health visitor education is only possible, if you have a prior formal education as a nurse plus special work experience, work experience which is often also difficult to acquire. This means that the average age of newly educated health visitor is approximately 38 years. The health visitor division is also special because the staff tends to stay in their first job as a health visitor until they decide to retire – so the replacement rate is very limited here. In consequence, the leaders do not have to do anything special for the health visitors to make them stay. Some of the elderly health visitors have got an agreement about reduced working hours, in form of a four day week of work. This agreement allows the elderly health visitors to be part of some of the activities which their spouse (whom might have retired) – it could be seen as the “JUMP factor in action once a week” – preventing the health visitor from “JUMPING” all together. This is true for one of the health visitors. For others, the weekly day of, means that they can build their “third age career as owners of their own businesses. In these cases we could talk of strong “STAY” factors – not in their current jobs, but in relation the labour market as such.  
Developing staff qualifications

The budget which pays for the staff to have CVT is very limited. Each division leader must prioritise who should go for skills improvement, and what kind of CVT is needed? The psychologists are able to finance curses through selling “chairs” at their courses to other psychologists and institutions. If larger reforms are issued from the politicians, there has to be investments in CVT, and measures to ensure the implementation of restructuring reforms, will be prioritised above all.

     The leaders are interested in upgrading the best qualified staff, but on the other hand, it is a constant job of deciding “how much quality are we able to by each year?”. The CFC budget each year does not hold an amount especially pointed out to pay for CVT. If treatment for the children in need of help is too expensive, the leaders can choose to use money intended for CVT to pay for this instead.

     In the health visitor division the leader is given a sum of money each year to pay for CVT. It is given in general and not as a standard amount for each staff member. The leader of CFC thinks that a model where each staff member was given a fixed amount of money would be a problem, because then each staff member would insist on using “their” amount, and it would be impossible to be flexible. In the current model, the health visitor staff and the health visitor leader together decides who needs to go on what course this year. Not all will receive CVT each year, but the current model allows the CFC to finance more expensive curses to some of its staff each year.

     In CFC CVT courses a problem in the staff of psychologists, because they all need an authorisation which costs 50.000 dkr. (aprox. 6666,6 euro). When they have acquired the authorisation, they are also entitled to get a monthly rise. The CFC has to pay “twice”, but on the other hand they get more qualified staff. The problem is that it makes them more vulnerable to poaching. The leader of CFC describes that it is almost impossible to retain staff which is recruited south of the “Limforden”, that means from the main part of Jutland and not the Northern part of it. The labour market north of the “Limford” is not considered attractive to the majority of people who live south of the fjord. Insufficient infrastructure, making it difficult to get to work is one of the main explanations for this. 
Dismissal of staff

The older workers do not get “burned out” in this line of work according to the leader of CFC. Therefore it is not necessary to make any special initiatives to try to keep the elderly staff of health visitors. The elderly health visitors are not inclined to early retirement, and it is not perceived as a problem recruit new staff. In the whole CFC there are about 4 -5 persons who is able to go on “Efterløn”
 next year, and this is considered a natural resignation of staff. Numerical flexibility is not necessary in general do to the fact that the CFC’s field of work doesn’t decrease.

      Due to the restructuring of the municipalities, the number of staff in leading positions will be reduced. If possible these members of staff will be offered jobs elsewhere in the administration otherwise PUSH factors will come to work. This process already launched and has to be finished in 2007.

Remarks to the employers dispositions
The strategies implied by the employer, giving the employees possibilities to have reduced working hours, some access to CVT, a high level of “disposition” of how they want to perform their tasks, and “interaction” both with users and colleagues, strongly enforces the STAY factor and reduces the power of the PULL factor. The Age and Qualification project is based on the assumptions that the employers have to implement this kind of prospective personnel policy in order to maintain their employees. The pilot case shows us that this kind of personnel policy strategy is working and also shows the importance of adding the STAY factor to our conceptual elements. 
Being a health visitor

In this case we have performed interviews with 4 health visitors + their immediate superior in accordance with the double approach to skill needs which we are applying. The health visitors are all in the age between 50 – 59 years. They are all interviewed
 by using the occupational biographical method, however in the following analysis they will not stand out as 4 single biographies, but their stories will analysed in common themes.

The health visitors

In the following analysis of the occupational biographical interviews, the point of departure is the perception and assessment of life in the present time, followed by a journey trough past strategies and dreams, and ends with expectations and dreams of the future. Along the way, we look at the elements of disposition, interaction and qualification in the descriptions of the day to day job as a health visitor. The theoretical elements form a basis for developing and maintaining an occupational identity as a health visitor, a factor that plays an important role in the level of maintaining staff at the health visitor division.

Present time

The four health visitors all describe their workplace as a good working place. The tenure among the health visitors varies between 9 and 25 years. This is along tenure which normally is rather low in Denmark. They have all more or less been in the same position in their occupation as health visitors. The daily work in it self, is described as having both periods of work overload and more quiet periods. It is not always possible to foresee when the periods of work overload are placed in the calendar; it depends a lot about how many children are born in a specific period, and how many of these children are born with special needs? The level of children born with handicaps or sickness combined with the level of older children who gets physical, mental or social problems determine the level of workload. The health visitors are always stressed in the period where the public schools begin a new school year. When there is a high level of workload, the department applies temporary flexibility instead of substitutes, which is out of question, due to the very high specific skill needs to perform the job. 
The health visitors feel that they are trusted with an extensive amount of trust, in the way that no one interferes in the way they plan and carry out their daily work. Clearly, they have grate discretion in their daily work. Summing up they all feel that the occupation as a health visitor has a high level of possibilities for disposition in autonomous planning and performance of tasks.

      Between the colleagues there is, most of the time, a positive climate, and it is stressed as important in the health visitor division that the health visitors tries to help each other when there is a pressure of work. The interviewed health visitors described that, in practice, most of the colleagues find it difficult to ask the others for help. The mutual model of explaining this is, that the difficulties of asking for help is connected to the  former identity as a nurse – that nurses are trained to and expected to the job on their own, handling pressure of work is perceived as a personal responsibility.

      In the health visitor division, the leader has taken initiative to formalize the supervision between the colleges. The staff is divided into two groups, who meet once every five weeks to discus and help each other with current cases. The professional sparring is something that everyone appreciates, and it is amplified as an element that is crucial and very satisfactory for everyone. The element of  professional interaction is in other words important to the health visitors.

    The health visitor division has a flat hierarchical structure, and the staff has the opportunity to join each other in smaller teams of colleges, sharing the same professional interests. Summing up, the interviewed persons agree that the jobs also contain a large degree of possibilities for interaction. 

The use of Qualification utilization

and Qualification development

The health visitors do in general feel that their work continues to hold new challenges. The repeated meeting with new families is in itself a daily challenge, because each time the health visitor has to do everything necessary to ensure a good and trustful contact with the families. Sometimes it happens that a family calls the division leader and asks for another health visitor; this is accepted then. When it happens, it always starts a reflection about the reason why the family wants another health visitor, especially for the health visitor which is being rejected. The work with the families always takes place in the families’ private homes, this call for the health visitor’s discretion and professional and personal communication skills. 

       The interviewed health visitors all express that they need more CVT. They feel that it is necessary to have renewed their qualifications, but they also describe the opportunity to develop themselves personally and professionally as a crucial factor in their job satisfaction. They all share an understanding and accept of the fact that there is a very limited budget to pay for the CVT, and they all support the democratic prioritising of the budget i.e. they do make a collective recommendation to their immediate supervisor of who should participate in what kind of CVT the coming year. The money is spent on the most important qualifications, and it is given to those who need new qualifications the most. The CVT courses always have to have dedicated professional aim. 

     There have been no incidences where young colleagues automatically are given more opportunities for qualification than the elderly colleagues. 

Reducing of the PULL factor and enforcing the STAY factor, means that the employees has to fell that his or her job contains a strong sense of disposition of how to do ones tasks, a high level of interaction with colleagues and access to CVT. The limited access to CVT is a minus, but the high levels of disposition and interaction, properly means that the job still seems attractive.
The route to become a health visitor

The four health visitors all have in common, that they are trained nurses, as it is the only qualification that gives access to the health visitor education. They have all worked as nurses in hospitals, and they all come from leading or very demanding positions in the health care system. They describe that the choice of shifting career was a conscious strategy to gain possibilities for disposition, not only in their professional life, but also in their private lives (Career JUMP).  As a health visitor they have all gained a great amount of autonomy, they work in a flat hierarchic  structure and last but not least, they have much better working hours than most nurses have. In the hospitals, working conditions are often negative, the staff is always stressed, and there are little opportunity to gain further education and working hours cut across nights, weekends and holidays. A health visitor works Monday to Friday, 8.00 – 16.00.

      They all have in common that the shift in career was motivated by reflections about not being able to handle the job as nurses when they grew older. They have all in their own way acknowledged that they would not be able to work in their former jobs as they grew old. The shift in career can therefore be viewed as “age incurrence”. 

     Only one of the interviewed health visitors has had a dream of becoming a health visitor before she started reflecting about her past working conditions. The others feel that these reflections started when they reached the middle of their 30’es. 

     In relation to the cases in other sub sectors within the health and social services,  it is quite interesting that these former nurses, with a lot of personal recourses and highly qualified, all used the career shift as a coping strategy to deal with the fact that they presumed that they would not stay in their current jobs as they became older. What happens to the ones who stay and grow old in their jobs at the hospitals and nursing homes? 

     To choose a career in the health system is for some of the health nurses done out of coincidence and for others a result of a conscious choice. The oldest health visitors describes that, in her youth, there was only, for young women, a choice between becoming a nurse or a teacher. The others give comparable explanations of their motivation. 

      The transition from nurse to health visitor was not an easy one. Two of the interviewed describes that they experienced a loss of status in relation to their former colleagues, and in relation to their near relations as well (family, friends, neighbours and so on). This was so, because at the time when they made their career shift, the health visitor field was not yet an established and socially recognized field. This is no longer the case, but it is still very difficult for the former nurses to transform their occupational identity. For nurses, the tasks of the job are mainly instrumental and oriented around treating an illness or disorder in the mind or body. As a health visitor the main aspect of the job, is to offer guidance to families and to identify children with special needs. This means that the health visitor has started her career by forming a new occupational identity to manage her new job and its tasks.     

The future as an elderly health visitor employee.

The four health visitors all articulate ambivalent feelings about the possibility of continuing working as health visitors when they pass the age of 63. The problem, as they see it themselves, is that they fear that, as they get older, the young mothers will have increasing difficulties in identifying themselves with, and respecting the health visitors. At present time, the elderly health visitors are the same age as the young mothers own mothers, but as the health visitors gets older, they are worried about what will happen when they be visiting young mothers who could not only be their daughters, but their grand daughters? This understanding is widespread in the health visitor division, but is it a real problem? Objectively one could state that the fact that the average age for a women in Denmark to have her first child, nowadays is close to 30, the problem should not be so extensive – in the sense that the majority of young mothers are not that young, and a lot of the mothers of these young mothers could easily be more than 60 years old themselves. We think that it is possible that this common understanding of an “age problem” could be a way of legitimating an early retirement. The health visitors express that they would very much like to keep on working until 62-63, but no longer (at this age, the Danish worker get the most favourable conditions to go on early retirement as in the case of “efterløn”). To be able to keep on working passing the age of 60, they all agree that the possibilities of getting a reduced number of weekly working hours and more CVT would be important for considerations to stay occupied. Three out of the four formulates that the main reason for staying in the job is to maintain the relationship between the colleagues (interaction) and to maintain the occupational identity as a health visitor.

    Three out of four have already got an option to work less hours, two has accepted this, not because of age, but because they are starting up private business, one as an acupuncturer (55 years of age), and one as a  psychotherapist (54 years of age). They have both used a significant part of their leisure time to educate themselves, and they are now getting ready to yet another shift of career. They both formulate that this step (to start a private business) is the only one rote open to shift career, and these are also career paths that they can continue to enjoy also after their formal retirement.

Remarks on factors at work
One of the health visitors uses the option for less working hours as a “mini JUMP”, keeping her identity as a health visitor, but on the same time having time for some of the activities that the JUMP factor contains. For others, the weekly day of, means that they can build their “third age career as owners of their own businesses. In these cases we could talk of strong “STAY” factors – not in their current jobs, but in the labour market as such. 

  The pilot case has shown us that the conceptual elements of STAY and PULL factors – strongly connected to the DIQ elements – bears an important role in understanding the impact of personnel strategies now and in the future. Giving the employees as much as possible “Disposition – Interaction - Qualification”, chances are that the PULL factor will be reduced. With this knowledge in mind we will turn to the analysis of the sector and tree additional social and health care cases, which are home help, activity centre and central kitchen.
4. Social and health care sector

We have selected the health and social sector, a choice made from observations showing that this is a sector which is growing rapidly, as mentioned earlier. Especially in the area of care for the elderly and sick, the rapid growth is manifesting itself. Even if the standard of service to individual citizens should decrease in these areas, demography shows us that the need of more employees will increase. On the one side there is a significant recruitment demand, and on the other side there is also a need for retaining those who have a lot of working experience. It is also of great importance to avoid hiring people on a short term basis, because a constant flow of people will drain the sector of people who have gained experience in the field and this would make it impossible to make use of peer training. Investments in CVT will likewise become difficult. The need for recruitment differs from other sectors due to the fact that the sector recruits both from newly educated young women, but also from life course transition, especially among women in the age of 35 - 40 years of age.  These women come from other jobs in the healthcare sector, or from cleaning jobs and from jobs in the industrial sector. 

      We have chosen the following types of work areas inside the social and health care sector, pointed in grey:

Figure 3: Work areas  

	85 11 00
	Hospitals and psychiatry

	85 14 10
	Nursing care at home and health visitors (1 case)

	85 31 10
	Treatment institutions for children and young.

	85 31 30
	Institutions for drug addicts and alcohol addicts

	85 31 40
	Institutions for adults with a handicap

	85 31 50
	Nursing homes and “protected homes” 

	85 31 60
	Reception centre

	85 31 90
	Other social initiatives involving staying at an institution

	85 32 35
	Domestic help service (2 cases
)

	85 32 40
	Day centre for the elderly 

	85 32 45
	Rehabilitation centres


The sub sectors above are chosen because, the tasks in these areas, are all traditional female care tasks. The focus of this selection has not been which kind of clients the women are doing the care tasks for, but the nature of the job functions that makes the primary part of their daily tasks. The choice of fields for the case studies is based on from considerations about variation and comparability between the different subject areas. The selection has been done so that we can embrace a lot of the levels of education among the women working in these work areas. 

This can be illustrated with the following model, by looking at the positions in the social field, a ladder of mobility appears: 
Health visitors

↑

Specialised nurses

↑

Nurses

↑

Catering officers
↑

Social and health assistants

↑

Assistant catering officers

↑

Social and health helpers

↑

Unskilled substitutes
In today’s educations system, it is possible to educate yourself from one subject area to another (except from the catering staff). The way to do so is though the primary education system, but it is possible to achieve credits for the qualifications you already have acquired. Access from one education to another does usually acquire some form of recognized work experience within the field. Despite the possibilities for the women to educate their way up though the system, it is not so common that social and health assistants move on to become nurses. So it is more realistic to talk of 3 independent ladders of mobility:
Health visitors

↑

Specialised Nurses

↑

Nurses

________

Catering officers

↑

Assisting catering officers

__________

Social and health assistants

↑

Social and health helpers

↑

Unskilled substitutes

These ladders of mobility correspond to the traffic empirically documented for the sector.
   The work areas can be differentiated according to our altered frame:

Figure 4: Social and health sector in the region of North Jutland 

	
	Relatively high/specialised skill needs 
	Relatively general/low skill needs

	Relatively high replacement demand
	· Specialised Nurses

· Nurses

· Social and health assistants 

· Social and health helpers

· Catering officers

· Assistant catering officers
	· Unskilled substitutes



	Relatively low replacement demand
	· Health visitors


	· Students 

· Trainees


The model could benefit from focussing on more aspects of personnel policy than that of recruitment. It should also be useful to apply this on the light of the other three elements; retainment, developing and dismissals the staff in each sub sector. In the following we present 2 cases in a shortened form – putting light on the findings of special interest.
4.1. Department of the elderly
and the adult handicapped (2 cases in one)

The municipality consist of 8421 inhabitants living in an area of 289,65 km2, a very low population density. The municipality is situated in the north/western part of Jutland.

     The department of the elderly and the adult handicapped, from now on referred to as EAH, covers all of the care tasks within the areas of; nursing homes, home help, nursing centres, activity centres, the public kitchen, service groups, technical handicap aid division, co-housing of adult intellectually deficient and support personal for handicapped. 

     In the following case analysis, we will focus on four different divisions in this municipality, the divisions are, visitation, home help, public kitchen and an activity centre.

The municipality needs to spend some of the budget from care to “road time” because of the low density in population, which means that the home help assistants and helpers and home help nurses have to use more time on driving from one user to another.

    This problem will only increase in 2007, where the “structural reform” in Denmark to get fewer and larger municipalities, steps in to effect. In 2007 the municipality will be going through a fusion with two other municipalities, with a population of 39.000 inhabitants. The new municipality will cover an area of 873 km2 – the old municipalities lie like pearls on a string, hereby creating a new large municipality, with quite long distance from one end to another. The fusion between the municipalities will not solve the problem with the additional “road time” expenses, but create new challenges to meat the demands.

The main job for the EAH leader is to implement the politically decided level of service for the users, and to do inside the frames of the given budget. The administration is working with enveloping budgets. The leader is also responsible for the employees, which consist of many different subject groups, such as home helpers, social and healthcare assistants, nurses, ergoterapeuts, physiotherapist, assistants in the central kitchen, catering officers, assistant catering officers, social educators and other staff such as craftsmen, electricians, janitors and service staff. The leadership function, therefore, is most decisive as to personnel policy and flexibility strategies.
Recruitment

The EAH advertise after new employees in the newspapers, on the internet or at the social and healthcare schools, but they always tries to offer their students/trainees a job when possible. There is a social and healthcare school close to the municipality, so there are quite a few people in the community, who has an (or has easy access to an) education in this field.

   The EAH leader does not have a recruitment problem in the division of healthcare helpers, but has difficulties of employing sufficient social and healthcare assistants. Some of the problems of recruitment can be due to the fact that the EAH has a relatively large percentage of nurses in the staff. The qualification profile is limiting the leaders field of action, an element of the embeddednes concept, that problems in recruitment can be influenced by actors outside the institution whom have other interests to secure. This means that the social and healthcare assistants do not have as many “nurse” tasks, as they do in municipalities who have relatively few nurses in the staff. The EAH has a strict division between the tasks of each profession, in order to avoid conflicts between the different professions.

   It is very important for the EAH to have experienced staff, who can handle various situations on their own. It is also important to have loyal staff, which in order to, due to the fact that most of the staff is people who live in the community, and who do not like to shuttle to work.  The EAH need for recruitment can be illustrated:

 Figure 5: EAH staff- recruitment needs
	
	Relatively high/specialised skill needs 
	Relatively low/general skill needs

	Relatively high replacement demand
	· Social and health care assistants


	

	Relatively low replacement demand
	· Nurses

· Catering officers

· Catering assistants

· Ergoterapeuts, 

· physiotherapist

· social educators
	· Social and health care helpers


Six years ago, the EAH employed their own students and was sending the ones the wanted to continue to employ to the social and health care school. The strategy was then to hire mature employees who were living in the community – the philosophy was that this kind of employees were easier to retain, are loyal and do not have problems with sick children etc. Now, after reforms in the school system – The educational system forms another barrier in the leader’s action field, again the embeddednes of the institution in the outside world has an impact on internal difficulties. The students initially begin the education at school and then seek employment in the municipalities. The reforms were done to make the percentage of young students much larger. This means that a lot of the newly educated social and health care helpers and assistants do not live in the community, and they are not perceived as being easy to maintain, poaching between the municipalities have become a new problem.

    The EAH leader feels that his employees are people who like to work in this sector, but he knows that other municipalities have employees that are pushed into the sector by the unemployment system, and this kind of recruitment result in employees who might not like their job. In his municipality there are no unemployed social and health workers so there is not plenty of supply – but he feels that those who enter this sector wants to stay. At the same time he also states that alternative carrier opportunities are few in this part of the region – the institutions relationship to the labour market in the outside world means that recruitment and retainment of employees have special conditions in this region. The sector represents one of the few sectors in the area where, especially women can get a job.

Retaining staff

Through the last 3 years the EAH has prioritised using a lot of resources on developing the employees’ personal competences and personal development – the choices between occupational development and personal development courses changes constantly, so that the employees get both kinds. This development of staff skills and qualifications is a strategy to retain the employees, as the EAH leader expresses strategies to prevent the power of PULL factor and enforce the STAY factor:

“and it has been in demand among the employees, and it is also something of the things we do to try to make it more attractive to stay here. Try to get people to develop themselves in their occupation, so they think that they have better…..have more influence… experience of having more influence on their working situation. And they get better at cooperating, this we think gives the best result in the end (s 13/linje 30-35).” 


Working environment 

The EAH has a lot of division leaders, about 20. This is to ensure that work gets done with a maximum of control and a minimum of conflict. Most of the staff in the EAH is working outside the office building, in teams of autonomous workers working inside the users’ homes. This makes it necessary to have a leader in every team, because the EAH leader can not be mindful of all the groups and is situated away from where work is done. A lot of resources is also put into educating the division leaders to be able to handle conflicts – both between staff in the EAH, but also between unsatisfied users and staff. If conflicts can not be solved by the division leaders, the leader of EAH has resources to call in psychologists, therapists or the occupational health service. 

Elderly workers

The percentage of elderly (between 55 – 65 years of age) employees in the EAH is about 15-20%, so the EAH leader is expecting a lot of his staff to retire within the next years. The EAH leader highly values his elderly employees because they, in his eyes are very stable and experienced group of employees. He would like to keep the elderly employees employed in the EAH, but he has no special funding to pay for “senior policies”. On the other hand, he has means to do special things to plan work so that the employee gets speared for to much strain. These policies do not just apply to the elderly employees, but also to the remaining staff. Most of the staff in the EAH is employed in part-time positions – average about 28- 30 hours a week – so reduced working hours is not really an attractive offer to the elderly.

Development of staff qualifications

The leader of the EAH feels that the budget for CVT could be more ambitious. He mentions that his department has had some resources to spend on development of staff qualifications and that he has employed a training co-ordinator. Decisions about which courses to offer the employees are made by the EAH leader and the division leaders. The most frequently used provider of training programmes is AMU, this is mainly because the EAH can get most of their expenses from offering CVT to the staff refunded. This is part of operational practices of the Danish CVT system.
Dismissal of staff

It is very uncommon to dismiss staff, and it only happens if an employee is unable to perform his or her job satisfactory. This option is an exception as to use.
Flexibility 

In the EAH almost none of the staff – besides administration staff – is employed in full time positions. This is a strategy to meet the varying need of staff during the day. In the morning and during lunch the need of social and health staff is much larger than in the afternoon where a lot of the users are sleeping or do not need so much help. The strategy means that most of the social and health staff goes to work early in the morning and work until 13. 00. In the evening a similar pattern is used. To categorise this form of flexibility we use the concept of temporary flexibility. At the same time the social and health staffs use functional horizontal flexibility, understood as the staff with the same type of job helps each other in situations with a heavy workload. It is important to stress that the staff in question is core staff and not substitutes. 

Remarks on flexibility forms 
The main problem in the case of the EAH, is recruitment combined with the use of temporary flexibility, using horizontal flexibility to some degree – thus without using CVT to promote the horizontal flexibility. Using CVT to promote horizontal flexibility could give the employees a higher degree of D-I-Q, but would interfere with the traditional lines between the different professions. Reducing the effects of PULL factors seems to be the overall challenge in the future.
4.2. Central kitchen

The kitchen delivers meals to the following: the municipality’s senior citizens, all the elderly centres, one nursing home, and the activity centre’s café. Every day, the kitchen cooks for 200-220 people in total. The employees have no steady routine but the kitchen has rotating posts so that each employee gets new tasks. The kitchen prepares two hot meals at noon for lunch and in addition, the users can buy a packed lunch that may be eaten for dinner in the evening. The residents at the nursing homes and the elderly homes are given 24 hour-meals. The kitchen employs nine kitchen assistants, one trainee, one chef, and one person on light duty. The employees go to work early in the morning and leaves shortly after lunch. The staff appreciates the working hours, to be able to go to work early and leave early.  The leader of the EAH wants to make this system less rigid, but it is not possible because of the variation in need of staff during the day. Flexibility in this respect is also a want by the employees. The leader has discussed another solution with the shop stewards, changing working hours for some of the staff to 11-18 or similar, but this has been rejected. He also acknowledges that changing the time frame for working hours will make it more difficult to recruit new employees. The kitchen leader finds that it is hard to find trainees for the kitchen. Therefore, they have to headhunt trainees from other kitchens, a task that is not easy, since there is lack of trainees in most kitchens in the region, which leads to a general lack of people to recruit from.

Working at the kitchen

In this case we have interviewed the kitchen leader and a kitchen assistant they are  53-57 years of age. 
    The employees’ main task is to cook in the municipality’s communal kitchen. The employees have no steady routine and as explained, the kitchen has rotating posts so that each employee gets new tasks every second week. The employees like this way of working very much, and see it as something that improve their job motivation. By making job rotation routines, the otherwise monotonous tasks of the single employee can become part of a “multitask qualification” for the entire kitchen staff. Changing workstations also improves the possibilities of interaction between the colleagues, passing on information about the tasks and changing “next door” colleague.
      One of the employees tells us that she works 35 hours a week, she used to work 30 hours a week but wanted to increase her working hours. When a job position became vacant in the same kitchen, she applied, not to get another type of work, but to get extra working hours. She also tells that it is a 25 minutes drive from her home to her workplace, and she often works during the weekend shifts but she does not mind; she knows what it is like not having weekends off as she is used to farm work.

“Well, you know, I feel like I have never had as much time off as I have 
now.” (p. 15/ l. 39)

For this employee the quality of working life now in her 50’es is not a question of access to senior policies, but to have a full time job. For her, and for the majority of the other employees at the kitchen, the work here is satisfying, and they see no problems in continuing working here until the age of 65, in other words, the PULL factor do not play a significant role in the kitchen, the STAY factor is dominating.

     The leader of the kitchen describes how there used to be a lot of gossiping; she says that it is a typical problem at a workplace with a lot of female employees. In order to solve the problems, the employees have participated in a course on how to solve conflicts and assist each other instead of setting themselves against each other. The leader of the kitchen does a lot to solve these problems but she thinks that this particular task is one of the major downsides of a leading position. One of the employees explains that it is great place to work but she also tells that one of her colleagues is absent for the moment owing to conflicts. The kitchen assistant believes that the person in question is absent due to private life conflicts rather than work environmental conflicts in the kitchen.

      The kitchen has got a new leader and the kitchen assistant thinks this has changed things to the better. In particular, the user’s diet has been altered and in addition, there has been an alteration of work routines, management forms, and of the way computers are used etc.

     The leader is really glad that she got the job as head of the kitchen. When she was fired in her previous leading position, she was not at all ready to retire. She feels lucky that she managed to get a new job at the age of 56. The leader avoided the consequences of being PUSHed out of her previous job, and succeeded in getting another job as a leader. Her new job might not be as prestigious as her former job as leader in a larger central kitchen, but her new job was a way for her to re-enter the labour force. 
     In particular, the kitchen assistant would really like to participate in courses that could give her further qualifications. She explains that a greater knowledge could help provide her with a more lenient job (e.g. management), which would enable her to STAY in the labour market for even more years. The kitchen assistant describes that computers have been introduced into the daily kitchen tasks. Recently, she has participated in a computer course and soon she is going to participate in another one. The kitchen assistant experiences first hand how computers improve the work tasks. The lack of possibilities for CVT could mean that the kitchen assistant gets PULLed out of the labour market, if she is not able to get a more lenient job as a consequence of more CVT. 

      The leader of the kitchen has participated in many relevant courses besides her management training. She emphasizes that she would like to receive additional in-service training, even if this means that she has to spend her spare time. She is interested in anything that may lighten her tasks and keep her up to date with the latest developments. For the kitchen leader the STAY factors are obvious. She has a high level of disposition, interaction and access to qualification. For the leader, the Pull mechanism has no effect. 
The employees
In the early 70’es, the kitchen assistant was trained to be a housekeeping technician. This training appealed to people who had practical kitchen experience but lacked the theoretical knowledge. One could acquire this theoretical knowledge through a 15 months school stay.   


 The kitchen assistant has been employed in the kitchen for two years; before that, she worked part time at a butcher’s for four years. Prior to both mentioned jobs, she and her husband worked as independent farmers for 15 years. Eventually, they sold the farm as they could not make ends meet.      T
          The leader of the kitchen has worked as head of the communal kitchen for a year. The leader of the kitchen is a trained catering officer. During the past year, she and her husband has moved to a shut down farm on the outskirts of a minor town as their small detached suburban house had started to bore them.   Prior to that job she worked one of the major nursing homes, situated in the region’s largest municipality. She lost her previous job due to the merger of different kitchens; this left room for only one head. She was unemployed for six months and in this period she worked as a cleaner because she got bored. After six months of cleaning she got her present job in the communal kitchen. The leader lives in a neighbouring municipality which means that she has got 20 kilometres to work. The leader’s main tasks are to be in charge of the employees and to administer the finances. 

     The leader of the kitchen and the employee has in common that they both have been combining a life as farmers with a part time or full time job, this is not uncommon in this part of the region. 
Retirement and senior policies
The kitchen assistant has no specific plan for retirement. She expresses that she is not really looking forward to retirement. She would not mind working till she turns 65, if her health condition allows it. The kitchen assistant tells that recently she had a colleague who retired at the age of 69. According to the leader of the kitchen, there is a general tendency that kitchen assistants retire early when they turn 60. She does not believe that this tendency is caused by the kitchen assistants being worn-out; she states: 

“I don’t know, well, no, you can’t really call it a trend but it’s just that 
people whine about being worn-out, you know?! And when they turn 60, 
they can’t stand the work no more…. and you’ve just heard that story a 
million times before.” (p. 14/ 1. 25-27)

The leaders attitude towards the available kitchen tools is that they are in such good condition that the kitchen assistants should not be worn-out; however, she acknowledges that there might be individual differences. The fact that the kitchen assistant wants to continue working and that another employee stayed until she was 69 years old, indicates that it is not always so that kitchen assistants wants to retire at 60, but some of them wants to stay employed. In case of the kitchen assistant, she states that it is important for her to be a wage earner. She does not indicate that she is dependent on having an wage income, so the STUCK factor is not in play. It seems that her identity as a wage earner and possibilities of getting an even better job later – STAY factors bears the explanation.  She  would like to continue working for as long time as possible; yet she explicitly mentions the retirement-age of 62 as an alternative if she should happen to develop any physical disabilities or if she should happen to dislike her potential job in the new large-scale municipality. She would not mind someone else being the head of the kitchen but then she would at least like to be the assistant head.

    The leader of the kitchen thinks that the municipality ought to pursue a senior policy and establish light duty jobs. Also she thinks that it should be socially acceptable to work on part time. However, these actions are not supposed to affect the remaining employees such as it often is when an employee leaves for maternity. She emphasises that a senior policy must neither result in discrimination nor in decrease of wages. 

Remarks

In this case, we se that the access to CVT play an important role in relation to the employees motivation to STAY in the labour force, and being able to maintain mobility to change jobs despite of their age. Disposition and interaction also plays a role in combination or as affects of job rotation routines in the kitchen. Lack of CVT can increase the effects of the PULL and PUSH factors.
4.3 Activity centre

We have interviewed 3 employees in the activity centre. They are all women and between 50 - 63 years of age. They have in common that they all come from other sectors and job situations before entering the social and health care sector. Two has stayed at home taking care of their children and helped on the farm, and one has been employed as a needlecraft teacher. 
    The activity centre is an offer for the elderly above the age of 60 and for disabled persons who need to spend a few hours a day out of their home. The offer gives elderly and disabled people a greater opportunity to remain at home rather than moving to a nursing home. The tasks range from reading aloud the paper, serving coffee and food, participating in card games and taking care of personal hygiene in connection with toilet frequentations etc. The primary goal is to socially engage with the users of the centre. The users are in such a bad health that it is not possible to do other activities than the ones mentioned above, except from a few social engagements and excursions each year. 
     The activity centre has four employees plus kitchen and cleaning staff which is shared with the built together central kitchen and a nursing home. Compared to  the other professional groups in the whole building, there is once and a while  incidents where  the nursing home and the home help fails to pass on important information about new users to the staff at the activity centre. Often, the users are too ill to inform about medical conditions such as diabetes and also they are often too weak to tell their personal stories, e.g. weather they used to be farmers, whether they have family etc. This type of information is essential in order to ensure that the user receives the service that her or she needs and is entitled to. The employees in the activity centre fells that the occasional lack of information is coursed by the fact that their job does not hold “high status” among the health and social workers. The tree employees all state that their reasons for choosing to work in the activity centre is that it is possible here to give attention and care for the old and disabled, something which there is not time for in the other parts of the sector. In the activity centre the employees also have a high degree of disposition and interaction because the four colleagues do not have an immediate leader, but functions as a team who takes responsibility and operate autonomous. Major decisions are made in collaboration with the head of the EAH.

Retirement and senior policies
The three activity centre employees have different attitudes toward early retirement. Employee A expects to remain in her present job until retirement. She would like to go on early retirement “Efterløn” possible, but she does not expect this option to be available when she turns 60 years of age. She likes her job very much and the interaction with the colleagues and the users means a lot to her. The STAY factor could be even more enforced for A if she was offered a chance to go on reduced working hours later on in her working life

    Employee B is certain that she will go on early retirement when she turns 60. She explains that her and her husband will not have any financial difficulties, because her husband works full time along with their engagement in agriculture. Her arguments for leaving the labour force are that she does not want to be older than the activity centre’s users. Employee B is already on reduced working hours, so this kind of senior policy will not have any significance to her choice. She really likes her job and her colleagues, so the conclusion must bee that even so, the PULL factor does PULL elderly workers out of the labour market.
      Employee C has joined the labour market at a relatively old age, and this means that it is not possible for her to attain an early retirement scheme. Therefore she will continue working till she turns 65 years of age. She can easily manage a 37 hour week and she does not want to be on part time. She thinks that she would like to spend more time at her private life, but on the other hand she enjoys every single day at work. In C’s opinion, early retirement and regular retirement may lead to loneliness and laziness, this she does not want to happen to her. Here we have a case of “happy STUCK”, in the sense that the employee does not have the option to go on early retirement, at the same time she is also happy about her job. It is not to say if she would have been PULLed out of the labour market if she had the opportunity to go on early retirement, but she indicates that her job also represent a strong STAY factor.
CVT
The activity centre employees are offered CVT, and they do all want and enjoy having acces to this, but it does not have an immediate significance to there reflections to stay or leave the labour market.

Remarks to retirement strategies
In this case we have seen three people with the same tasks, who have different reflections on when and how they want to retire. In each case a different factor has dominated – outlining the need for a conceptual analysis that can capture all the variations and not only focus on for example access to CVT in order to discover how to retain elderly workers in the labour force. In this case, acces to CVT does not play a significant role to weather the employees wants to stay in the labour marked or not.
5. The stone, clay and glass sector

We have selected the stone, clay and glass sector because it is a secondary sector, which over the last two decades has experienced a decline in the total numbers of employed. In the same time the number of employees in the ages between 55-66 has remained stable (se national report table 13 and 14). These elderly employees represent an increasing part of the labour force in this sector. The sector is male dominated in contrast to the social and health care sector which is female dominated.

   The stone, clay and glass sector is a part of the big/heavy industry, which has traditional been employing an over-average share of un- or low-skilled labour.  At the same time this industry is the most endangered by globalization and outsourcing or offshoring. In the light of this, the labour marked situation of the elderly employees would most likely be endangered by outsourcing. The need for the employees to have access to CVT is obvious, not only to help them keep their jobs, but also, if they loose their jobs, make re-entry in other sectors possible.

      We have selected the following types of work areas in the sector:

Figure 6: Types of work areas within the stone and glass sector.
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The point of departure is the analysis of the concrete element factory, again we represent the cases in a short form, directing the light on the findings of special interest:
5.1.The concrete element factory

The factory is a part of a large group of companies which is owned by a large Irish construction factory. In all the companies have 65.000 employees in 2200 companies around the world. The factory in focus is managed as an independent factory with its own leader and independent personnel policies, but connected to a main administration that handles purchasing raw materials for all the companies situated in Denmark. 

  The concrete element factory has 110 employees, consisting of skilled and semi- skilled workers, carpenters (who makes the moulds) blacksmiths, iron binders, laboratory technicians (for testing concrete) engineers, technical drawers and administrative staff. There are only 5 female employees; a cleaning lady, a secretary, a canteen leader and two in the drawing department. It is not possible to hire women in the production itself, because the factory does not have the facilities - changing room, toilet and bath facilities for women - to do so. Only one woman has ever applied for a job in the production, she was turned down with reference to the lack of facilities for women.

   There are no evening and night shifts in the factory this is due to the fact that it is only possible to fill the moulds once every 24 hours. The concrete has to dry before the moulds can be removed, so it is not possible to increase production. All of the employees in the production are paid a monthly salary, but supplemented with a bonus if they can speed up production when needed.

    The factory is specialised in constructing large load bearing concrete elements, roof constructions, columns and beams. The method of doing so consists of enormous moulds with steel wire strapped out inside – the moulds are then filled with concrete. When the concrete dries a steel enforced concrete element is created, which can be used for bridges, roads, buildings etc. The difficult part of this production is for the engineers to calculate how to construct concrete elements which is able to endure the strain that they are exposed to.

Recruitment

The leader of the concrete factory has had negative experience with using private/public recruitment organisations. The workers the factory receives from here are not motivated for the job, or do not show up at all. The ones that do show up, and begin working, soon leave again. Reasons for this, given by the leader, is that the new employees are not skilled for the jobs that they want in the factory – they have unrealistic ideas of what they can do – or they them selves ask to be sent back to the recruitment organisation because they would have to commute. The recruitment procedure is very traditional. Over all, the factory finds it difficult to find qualified employees, qualified in the since that they are interested in the job, and has realistic expectations in what the job requires.

     The work in the production is primary manual and do not require a lot of general skills. The employees are trained inside the factory by older experienced employees, to get the specialised factory dependent skills.  This means that it is difficult to recruit employees who, from the very beginning, have the skills required in this factory, and job mobility for the employees is also limited.
   As a retaining strategy, the factory offers very cheap massage so the employees can get a massage in the changing room in the working hours. The factory also pays a large amount of money to the canteen, and if the employee wants to go to a fitness centre or swimming pool, this is also paid for. The clothes the employees were when working is handed out, and gets send to a laundry so the employees are free from having to wash it themselves. 

CVT 

The leader thinks that the CVT system is much to rigid, he complains about the courses often consisting of a combination of things that his employees need and things that they have already had, and it is not possible to pick out only the elements that his employees needs.

Some of the new young staff are put trough an education in “concrete constructing making”, a two year education, which is formal education, but is not equivalent to educations as skilled carpenters etc. for courses in truck driving, crane certificate etc, the factory uses the AMU system, primarily because they can get most of their CVT expenses refunded.

   The engineers can generally participate in any form of CVT that they ask for. 
Retainment 

    It has been tradition for employees in this line of work to stay working in the factories for many years. Some might have shifted from one factory in the area to another, but a lot of the elderly employees can celebrate their 25 - 35 years jubilee before they retire. Here we see extremely long tenures. The leader tries to match the elderly employees with the new and young employee to try to retain the knowledge and experience inside the factory. 

    The factory has problems with retaining engineers, poaching between production factories is a substantial problem, and the leader has made a ceasefire with one of the neighbour factories to try and stop employees from moving back and forth. 

Senior policies

There are no senior policies in the factory. It is not needed according to the leader, but he also states that they try to adjust the workload if an employee has problems keeping the speed of work or has a temporary physical problem. But there are no formal senior policies connected to the work in the factory – they do however promise to ensure that the elderly employees gets the minimum amount of working hours needed to earn the right to go on early retirement “Efterløn”. In effect, the PULL factor is very strong in the factory and it seems that the future importance of changing this pattern is not become clear to the factory leader just yet.
Dismissing employees

This happens very seldom; if it happens it is because of to much sick leave from the side of the employee or because the employee often does not show op for work. 

  If the factory has to fire employees they begin with firing the group of substitutes. At this point the factory is holding on to people who normally would have been fired, but because of the extreme demand for concrete elements, the factory has to hold on to the employees they can get. In a lack of supply, the enterprise will pursue a personnel policy oriented towards the employees, also maybe because the employees historically have formed a strong collective, but now a more modern approach by the side of the firm is being formed.
The employees

The four employees we have interviewed are all between 55- 59 years of age and they all work in the production. Two of the workers are “iron binders” which means that they bind together the iron skeleton inside the concrete elements before the concrete is purred into the moulds. The other two employees are working as a production supervisor and a controller of the concrete. They both have a lot of responsibility for the production, the employees and the training of the employees.

   The four of them all come from different kinds of employment before being employed in the factory and common for them all is that they have employed in the factory more than 10 years.

Retirement and senior policies

The two iron binders agree that they would like to retire when they turn 60 or 62. It is clear that the PULL mechanism is the main factor. They both state that if they can get better tasks and a larger salary, they would consider staying in their jobs otherwise they will retire gone as soon as they can. The iron binders have no disposition to decide how, when and why to do their jobs, they only have interaction with each other, and they have never had any CVT. They do not identify with their work so the PULL mechanism has no competition.

In contrast, the production supervisor and the concrete controller would like to keep working until they turn 65 if it is possible. The production supervisor would like to have his working hours reduced, but he is also currently working 10 hours a day because of the high demand for the factories’ products. Both of them were initially employed as “ordinary workers” at the factory, but have continually been offered other jobs in the factory. Each time they have changed tasks they have also been trained to be able to handle the new tasks. For the two the STAY mechanism is the strongest because they have a strong occupational identity due to the disposition, interaction and qualification available in their job functions.

Remarks
There is no question that the concrete element factory needs to find some way of retaining or recruiting qualified employees now and in the future. All the experience between the elderly workers has to be passed on to a younger generation before the employees retire. In case of the two iron binders, it might not be difficult to find new employees who can learn this skill, but it might be difficult to find employees that wants to have this monotonous physical hard job for a longer period of time, so access to CVT, interaction with other employees or job rotation could be instruments worth investing in.  There is no indication that access to CVT in the present time and future has any influence on the two iron binders’ decision to retire.

      In case of the concrete controller and the production supervisor, the future problem can be that the two men can not keep up the pace because of their age – here reduction of working hours and a process of training a younger substitute to take over eventually could be a solution. CVT which could make tasks easier would probably assist in retaining these two employees.

5.2. The insulation factory

The factory has about 250 employees at the present. The manufacturing controllers, production workers and storage workers work in triple shifts Monday till Friday, and there are also two teams that work exclusively in the weekends. The factory was founded in 1977, and was until recently owned by a family, who had founded a group of insulation companies in Denmark and in other Scandinavian countries. The group of factories are now owned by a large international concern, and has got a new leader. The new leader has not made any significant changes in the way the factory is  operated on the employee level yet the changes has to do with administrative procedures, communicating and leading staff and inside concern as a hole.
Recruitment

The factory is experiencing some difficulties in recruiting new employees, and the HR manager thinks that the factory has to begin to do something to maintain staff. It is however not a perspective that is shared by administration to the same extent. Recruitment is most frequently done trough the employees’ network and the employees often live close to the factory. The majority of the employees live in the local area.

Retaining staff

The HR manager predicts that the factory has to become more flexible to retain staff, but at the same time she does not predict that this factory can expect to get to extensive problems with recruitment in the future. She explains that tradition in the factory is that most employees have very tenure – most commonly until they retire. But she estimates that some adjustment in terms of being more flexible in the way the shifts are planned and also to be able to offer employees reduced working hours. The HR manager do not feel that this temporary flexibility should be aimed at elderly employees alone, but also be offered to the entire staff as a “life course” policy – because the need for flexible working hours/shifts can be a need in different stages of the employees life. 
The elderly employees

The factory has initiated a “senior course” which is offered to all senior employees. The course focuses on economy and law issues concerning early retirement, pension schemes and private retirement schemes. Consultants from a local bank are invited to explain about these things and answer questions. An organization that specializes in the rights of the elderly in Denmark is also invited to give information about a person prepares him or herself for the days of retirement, what issues one has to deal with at home, if ones dreams for the retirement time is realistic and so on. The course is not only for the employee; his or her spouse is also invited along.

This factory does not face an immediate staff problem, since there are not a lot of employees that will retire in the next years, the majority of staff have an average age of late 40’ties – but within the next 10 years it could become a manifest problem.

     The factory has a senior policy, but the policy is adjusted to the single employee’s special needs. These needs are identified during a formal employee interview when the employee turns 56, where also issues in turns of “How do you want to spend your last years in the workforce, what are your wishes and possibilities” combined with an encouragement to keep on getting new/maintain qualifications.

     The HR manager explains that it can sometimes be difficult for elderly employees to develop their job specific competences further when they have been in the factory for 25 years, since the developments in technology has a relatively slow pace in this line of work. General elements of qualification must be offered and senior employees are offered the same opportunities as the rest of the employees. 
Developing staff qualifications 

The concern has its own CVT system, where employees from all the Danish and some other Scandinavian employees are send. The joint CVT School has two separate functions; one is to give the staff new/more technical qualifications, and the other is to educate experienced employees in teaching new employees through a systematic frame for on-the-job training. All the production employees are regularly sent through courses at the school, no distinction is done accordance to the employees’ age. The factory also uses external CVT providers, such as an AMU centre and a vocational college. 

    The factory has a “CVT flexibility strategy” which means, that there are always affluent employees assigned to each shift. This strategy is formed to make it possible to send all employees through CVT without having to make special arrangements such as calling in temporary employees. Temporary employees are only hired to cover the summer holidays.
The employees

The employees participating in this case is between 55 and 61 years of age, one female and three male. They have all worked in the factory for many years, each have different kinds of jobs in the factory during the years. Their current jobs are storage worker, canteen assistant, leader of a production line and leader of the nightshift in the storage. 

Working in the factory

The leader of the nightshift in the storage, has as his main tasks administrative functions, but he also helps to operate different packing machines and loading the transport lorries. He feels under a lot of pressure in this job, there are many demanding tasks and the pace and working hours is hard on him. The nature of the job means that he has a large degree of disposition, interaction and access to qualification.

    The storage worker has many different tasks, he functions as a substitute worker in the paper storage, this takes almost half of his time, and he does inventory work in the main storage. He used to work in nightshifts, but was very happy to be offered at job in the day shift. For him it is very important to have access to qualification, but he feels that the factory only offers CVT to its core employees. He is concerned that a lot of the key employees are elderly, and estimates that if the factory does not do something to qualify the younger/new employees, a lot of key knowledge will disappear. Another problem is that some of the employees have problems with spelling and writing, and he feels that not enough is done to help these employees to get CVT.

     The leader of the production line has as his primary duty to decide which employee does what in the line. He sets up the working plan and prepares the machines for production. He and his team of employees work in week shifts meaning that they work one week dayshift, one week in the afternoon and one week nightshift. He likes his job, but would like to have a job during the daytime. He is not interested in having a lot of CVT since he does not feel that it is necessary for him to perform his present tasks.
    The kitchen assistant has worked in the production in the past as a quality controller, but she was very happy to change to the job as a kitchen assistant. She has no formal education, but has been trained in the factory to perform her tasks. Her tasks are to prepare for meetings and to fill up food and beverage automats around the factory. Recently she was involved in an accident in the factory and broke her shoulder. She now work fewer hours and is assisted in heavy lifting. She is fond of her job, but in periods where there are many tasks, she does not feel that she gets the necessary assistance to perform her job.  She has had some CVT outside the factory, but CVT is not something that means anything to her decisions to stay or leave the labour market.
Retirement and senior policies

The kitchen assistant wants to keep on working until she is 62 that means for one more year. She would like to continue working as a substitute after she has gone on early retirement. Her reasons for wanting to go on early retirement are that her husband, who is also working in the factory, turns 65 this year and will go on retirement. In her case, the JUMP factor plays a significant role.  She is not directly PULLed out because of the “efterløn”, but if her husband didn’t go on retirement, she would have stayed employed.
     The storage worker questions if the factory has a senior policy, because he does not know of any employee who has been offered special measures of treatment. It is his understanding that the elderly employees who have problems with writing and spelling are pushed to consider early retirement when they turn 60. He do not think that he will go on early retirement because he would not be able to afford it economically. He is in, our conceptual understanding STUCK in his present employment. He feels that he is too old to have a new type of job and an only short CVT curse in IT has his interest.

      The leader of the storage has not decided what to do. In periods of extensive work load he consider going on early retirement. His wish is to be offered a job where he does not have to work as much as he do now. During his time in the factory, by the help of changing jobs he has acquired a lot of CVT. It is his understanding that the factory actually does a lot to ensure that the leading staff gets all the necessary CVT to perform their tasks.  
     The leader of the production line has not decided yet when he wants to retire, but he wants to keep on working until he turns 65. He would like to have a day-shift job instead, but he would not like to have other tasks. He is fond of his job and expresses that he would miss his colleagues when he retires, the high level of interaction is very important to him and in combination with a high level of disposition and access to CVT, the STAY factor is stronger than the PULL and JUMP factor.
Remarks on strategies
CVT does not seem to play a significant role for the kitchen assistant in case of deciding to retire or not. The assistant will miss her colleagues and the factory when she does, but her husband’s retirement makes her JUMP. The storage worker is STUCK in his job because he can not afford to retire. He misses both asses to senior policies and CVT, but retirement from the job is not an option. The two leaders would like to STAY employed, but they would both prefer a job that means less nightshifts and workload. CVT has given them both possibilities to have change jobs inside the factory, giving them both also a high level of disposition and interaction. In the case of the two leaders senior policies, including reduced working hours, seems to be the answer if the factory wants them to STAY. The personnel policy strategies of enterprises again show the importance of being adaptable to the coping strategies of (elderly) employees. “Flexibilization” is not a one-sided decision-making process on the side of employers.
6. Conclusion

Our case studies clearly shows that you can not stop by studying and assessing employer strategies as to recruitment, retainment, development and dismissal of employees as a unilateral exercise of the employer. The mix of flexibility forms in the concrete actions of enterprises and institutions at stake do take notice of the wants and needs of the employees as well, both on an individual and on a collective level. It is the adaptation processes involved, including negotiations and learning cases, which create combinations of factors or instruments suitable for the individual case. There seem to be differentiation in policies and coping strategies even within sub-sectors of the economy where you would perhaps expect the same or parallel choices to be made from one case to another.

     A hypothesis of elasticity in CVT policy choices is justified with the qualification that flexibility strategies of the firm or the public institution is always shaped and influenced by the wage earner preferences and priorities and by the public institutional set-up and actors involved in labour market and educational policies at the local and regional level.

     Continuing vocational training for older employees is influenced by a number of factors, options for the individual employees and his and her life course perspective, collective opportunities, as well as situation and prospects for the firm or institution involved (including labour supply). Factors on the supply side must be related to factors on the demand side, and, according to our second hypothesis, decisive is the match and institutional coupling of these wants and demands to be called “cooperative adaptation”, the result of which is different personnel policies and diversity in the use of CVT measures. No deterministic or rationalistic approaches seem acceptable. A double skill need analysis combined with a life course perspective has proven to be fruitful, we think.

     Different levels must be brought together in the analysis and the assessments: the individual level (occupational biographies), an organisational level (collective preferences and choices), a sectoral level (branch or sub-branch conditions, work organisation and enterprise strategies), and, finally, the macro level (public policies and institutions, cyclical changes and labour market situation). Different demands have actors behind, being expressions of vested interests, while needs are to be analytically reconstructed. Development, finally, means processes of adaptation, learning and concrete skills development. It is in the cooperative adaptation processes themselves that solutions are found and where policies are constructed and implemented – and it is here objective and subjective factors form interplay in ways more or less suitable for the situation, more or less consensual, and more or less future oriented. The enterprise or the public institution is the starting point for all CVT activities – but the sub-sector and the regional and local actors are the focus for the planning and agenda-setting
     It is not enough for an option, an incentive or a policy to give meaning to the individual decision-maker: the option, incentive or policy in question must also be meaningful in an organisational and social context. Therefore, more actors, institutions and interests are to be taken into account when discussing CVT. A more qualified demand for CVT has to go hand in hand with more qualified supply and more kind of partnerships (between firms and educational institutions and between regional and local actors) must be created in order to have responsible and coordinated processes and robust results.
7. Project results
The most significant project results are the importance of interaction between supply and demand, between employees and employers, and between present and future coping strategies on both sides of industry. They are found on different levels of the project. In this chapter we will give a short presentation of the results.    
     The main analytical result of the project is that we have developed successful instruments which are able to combine findings of both the subjective perception of the objective with objective conditions of the enterprises in the sector and regional labour marked. Interviewing employees, by use of an occupational biographic method and combining this knowledge with frame conditions, not only inside the enterprise, but also with the factors at work for the enterprises in the regional and national labour marked, it is possible to obtain a nuanced and in-depth detailed picture situation of the elderly employees. 

     Another concrete result is that senior policies must be differentiated to fit the individual employee’s needs and wishes. This project illustrates that elderly employees have different needs and make different choices, even among those who currently have similar jobs and biographies. One tool for retaining the elderly employees, for example offering CVT, might be attractive for one employee, but might not be attractive for another. This calls for individual working and actions plan, integrated in the personnel policy measures of the enterprise. To be “overfed” by CVT can stimulate the PUSH or JUMP factors, in the sense that the employee flees from to much demand. To be “underfed” with CVT can also stimulate the push factor, if the employees do not get new skills or the JUMP factor because the job gets to characterized by routines without any form of challenges.

     On the basis of the whole projects results, we think that the optimum for retaining the elderly employees is for them to have access to a box of choices to suit their individual needs, an idea for a retainment instrument could be:

A box of choice

	Less daily working hours

Extra holidays

Tasks with more responsibility and recognition of competences

Less physical demanding tasks

Free choice of CVT

Economical compensation




All of the enterprises we have visited use one or more of these elements in their retainment policies, but they are offered at random, often the employee has to ask for this themselves. The choices from the box are very individual, so employees with the same job, could have different arrangements – this is not a negative thing, the problem is, if the dialog about what the employer can offer the employee, what s in the box for the employee to chose from, is characterized by incomplete information and only addressed on the employees initiative. To retain elderly employees, everyone has to be formally offered the same box of choices if possible.

     In case of the research question, if CVT makes a significant difference for the elderly employees, whether they will stay longer because of it, the projects results shows that the access to CVT does not make a significant difference, but plays an important role along with access to interaction and disposition. The project shows, that those who has had carrier paths that implies an ongoing training throughout their working life, do stay longer in the workforce, but those who has stayed in the same line of work, express that CVT does not make a difference in weighing their options to retire or not.

         Our initially choice of sectors was compatible to Kees Meiers method, illustrated below.

 Figure 7: sectors as to replacement and qualification policies.
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As a result of the project, we now have learned that even though the stone, clay and glass industry is getting more technical specialised, automated/mechanized and for some parts outsourced, the need for employees has not declined. The favourable economical situation in Denmark at the moment, and a growing export sector, has created a relatively high replacement demand in the stone, clay and glass sector. Furthermore the low unemployment rate in Denmark means that the pool of qualified unemployed from which the replacement should be taken, are almost dried out.  Even so, the employers in the two enterprises in this project do not take the demographical forecast seriously – they have never experienced lack of employees and they are unable to imagine. This might cause serious problems in the future for the sector – and for the quality of public service in these areas in the near future this. They are, however, already experiencing difficulties in recruiting sufficient supplies of employees, but do still lack a strategic personnel policy plan to counter this. 

   In the social and health branch, the problem of recruitment is taken very seriously, but the tight budgets in public administration blocks for the development and expansion of “a box of choice”.

8. Dissemination activities
Development of the instruments is ongoing process that will last throughout the project, and it is a process will probably go on as we use it in other sectors in the future.  But some fruitful results seem to be produced by the help of the conceptual frame of relevance though.
     For others to use the instruments, the concepts are explained through seminars and workshops, including handing out the two questionnaires and showing trough the pilot case, Health visitors, how to use it. One questionnaire is aimed at a personnel responsible person in the enterprise, and the other is aimed at the employees in the enterprise. The questionnaire should not be used as a checklist, but is meant to be a guide which can be adjusted accordingly to the specific sectors and enterprises. 
    The manual is, and will continue to be, distributed through a regional network of vocational education institutions and other institutions in the northern part of Jutland, which consists of;

· Teachers and consultants from CVT providers

· Labour market training centres (AMU)

· Technical and commercial colleges

· Professional schools

· Public employment service

· Municipalities 

· “Growth Forum” - a county policy unit making plans for the regional industrial growth
This network is dedicated to form a new way of uncovering needs for CVT in small and medium size enterprises. The manual will be a foundation of the work in this network, and subject for ongoing development and adjustment according to the experience processed by the network consultants.

    These experiences from the regional network will be transformed to a national network context within a program for building national centres for competence development, run by the Ministry of Education in Copenhagen. 
In addition we have also done dissemination activities at;

·  The conference; “Divergence and convergence in education and work” 23. – 26. August 2006 at Gilleleje Kursuscenter Denmark, and

· A seminar for Trade union shop stewards and officers. 
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Annex
Interview guides leader/ HR manager and Employees 

The guides are meant as inspiration, not checklists.

Leaders and HR managers

· Tell me about the company/factory/institution/ division, how big is it, are there special conditions? General development over the years – present situation?

· How many employees are there in this company/factory/institution/ division?

· What are the company/factory/institution/ division primary product/service?

· Which occupational groups are represented in the company/factory/institution/ division?

· How many senior employees are there?

· How many leaders and mid-level manager are there?

· What is the distribution of male/female workers?

· How do you handle differences in work intensity? 

· Are the employees working in 8 hour shift 24 hours a day or only day shift?

· What is the practice of recruitment? Are there different practises for each occupational group?

· Do you recruit young or old, both?

· Where do your new employees come from (other sectors or same sector?)

· Are the jobs you are offering attractive for the employees or is it difficult to recruit?

· Are you subjected to poaching?

· Is it difficult to retain employees?

· Are there differences between the occupational groups concerning retainment?

· What instruments do you have to retain the employees?

· What are the frames for the employees, how much responsibility do they have, concerning planning and carry out their tasks? To you use job rotation?

· Do the occupational groups share a work relationship – are there conflicts?

· Do you do something special to retain the elderly employees?

· How do you imagine to retain the elderly workers in the future?

· Is it realistic for the employees in your company/factory/institution/ division to continue working until they turn 65?

· Do you have some ideas of your employees’ wishes towards early retirement and retirement?

· Do you have formal senior policies? (if yes, describe them) 

· What kind of CVT do your employees have access to?

· How is the CVT characterised? Is it work related or more general?

· Do the elderly employees have the same access to CVT as the younger employees?

· Do the elderly employees want CVT?

· What do you do if you have to fire employees?

 Employees

· Describe your job, do you have different tasks/functions,?

· Have you had to learn new skills since you got this job?

· Have the job changed since you got it?

· How many hours do you work pr week, do you work in 24 hour shifts?

· How long have you had this job?

· Is this a dream job, or is it a step towards a dream job?

· How much does it mean for you to have influence on how your tasks are to be carried out?

· How is your relationship with your colleagues? How much does the social relationship to your colleagues mean to you?

· Do you feel challenged in your job? How much does it mean to you to have influence on your future working life in the factory/company/institution/division?

· Do you have access to CVT? Who decides what kind of CVT you can get?

· Do you feel secure in your employment?

· Why did you apply for the job?

· Which educations do you have, prior employments?

· Do you live near by?

· Does your job interfere with your private life?

· Your plans for retirement? When? Why?

· Does your workplace have senior policies?

· What kind of senior policies would you preferred (if he or she need such)
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� The senior agreement is an agreement that allows the worker to reduce working hours without loosing his or her pension payments from the employer. Elements in the collective agreement give room for this.


� Early retirement – possible at the age of 60.


 


� This category contains both home help, visitation to get help, and communal kitchen. 
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