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Preface

With its project - launched with the
support of the European Social Fund
and the Ministry of Labour and
Employment - the Centre de Formation
Sociale Jean-Baptiste Rock has truly
broken new ground.

Indeed, for people aged 45 and above,

Luxembourg records an employment rate
that lies below the European average. An

awareness campaign of the measures
implemented by the association

complements the policies adopted by the

government in a bid to meet the

objectives set within the Lisbon Strategy.

In view of the inevitable demographic
changes outlined in the Commission’s
Green Book on demographic

development in Europe by the year 2050,
one of the key options being put forward
to European societies is the extension of

working life. Active ageing will
nevertheless need to go hand in hand

with another vital theme, which will remain
that of immigration. Our productivity and,
consequently, our societal model depend
to a large extent on these two
phenomena, which our politicians will
have to pay increasing attention to over
the course of the following years.

The objective of the media campaign
launched by the Centre JB Rock is to
target employers, the people affected and
the greater public alike. The main
objective being to trigger a change in the
perception of workers aged 45 and above.
Too often, these people are thought of as
being too old and not dynamic enough,
and in particular as being too costly. The
fact that these so-called "mature” people
are in possession of a great many assets
and particularly skills, which they have
acquired over the course of their working
life, is all too often ignored. Inevitably
thus, these people will be called upon to
play a more significant working part in the
societies of the future.

Currently, "mature" workers have a
tendency, whenever feasible, to want to
leave their working life as early as
possible in order fully to benefit from a
well-deserved pension. This reflex, which
has become natural in our society, was
not present 30 years ago. When the steel
industry was undergoing major
restructuring, the social partners and the
government drew on the social security
system and above all the early retirement
system in order to compensate the
negative effects generated by mass
layoffs in the pillar sector of the
Luxembourg economy.

Early retirement and pre-retirement in
general used to be considered a real



failure by these "mature” workers, a kind
of permanent impoundment. They felt
superfluous and, above all, useless.

Over the years, this feeling has changed
and mature workers really do want to
leave their working lives behind them as
early as possible!

The underlying reasons are numerous. In
particular technical developments,
changes in production processes, the
effects of globalisation and very often also
a lack of adaptability to new methods
render the life of older workers especially
difficult. And this in addition to the often
negative image that employers harbour of
"mature” workers. The latter are accused
of being less productive and less flexible,
criticised for incurring higher salaries and
are believed to be more prone to requiring
sick leave.

The 45 + project launched by the Centre
de Formation Sociale Jean-Baptiste Rock
concentrates precisely on these issues,
actively countering the stereotypes
embedded in the minds of both workers
and employers. | wish in particular to
congratulate the project’s authors on this
initiative, which will help not only to raise
the awareness of all those involved but
furthermore to trigger new and promising
political thoughts, also in terms of the
personal development of mature workers.

This initiative will also help sustain the
debates between the social partners and
the government, prompted in particular
through the study published back in 2003
by the OECD on the subject of mature
workers.

It will help play down the subject of
working life extension and broaden minds
in the search for alternative and
innovative work structures for this target
population. It will trigger fresh thinking on
the feasibility of implementing flexible
systems of part-time work and part-time
pensions.

Fran ois BIL TGEN
Minister of Labour and Employment



““Personne nest jeune aprés quarante ans

What IS In terms of discrimination, the distinction
. . ; . must be made between direct and
discrimination ? indirect discrimination, as stated in the
two European Directives prohibiting
discrimination, which were ratified by all
the EU Member States in 2000.

Direct discrimination occurs when a
person is treated less favourably than
another in a comparable situation on the
grounds of race or ethnic origin, religion
or belief, disability, age or sexual
orientation.

An example of direct discriminatory
treatment: a woman aged 45 applies for
a secretarial position within a company.
While she has all the qualifications and
experience required for the job, the
recruiter tells her that the company
employs only younger people.



mais on peut ttre irrésistible d tout &ge.””

Indirect discrimination occurs when "a
neutral criterion is used, which places
certain persons at a particular

disadvantage compared with others."

This type of discrimination generally
affects a group of people and is usually
not the result of a deliberate intention,
but that of a process, a system.

For instance, people who work on a part-
time basis generally stand a lesser
chance of being promoted within a
company. Since the majority of these
part-time positions are held by women,
this is an example of indirect
discrimination against women.

Coco Chanel

European Directives against
discrimination

Two European Directives prohibiting the
above two types of discrimination were
ratified by all the Member States in
2000.

Luxembourg transposed these
Directives into its national legislation in
November 2006. This European
legislation prohibits discrimination in
employment and vocational training on
the grounds of age, ethnic origin or race,
sexual orientation, religion or belief, and
disability.

Discrimination on the grounds of gender
is covered by separate legislation. These
laws apply to all private and public
employers and aim to protect all the
inhabitants of the Member States of the
European Union.

Most information on: http://www.45plus.lu/etudes_documentation/loi_anti_discrimination.html



What about
discrimination
based on age ?

Discrimination based on the
stereotypes of age has long been
considered an unrecognised form

of discrimination.

Nevertheless this is the form of
discrimination that has the most
significant impact on the labour

market, as shown in reports
drawn up by administrative and
union representatives..

““Tout &@ge porte ses fruits,

This type of discrimination affects both
young and older workers. It is often
based on the negative stereotypes
conveyed by clich@s that are unjustified.
While younger workers feel the effects of
age discrimination mainly in their
working conditions and salaries, older
workers often have difficulty avoiding
unemployment.

Indeed, the risk of longer periods of
unemployment is three to four times
higher for a person aged 50 and above
than for a person who has just
completed his or her education.

A comparison of the average age at
which the majority of the working
population would like to retire (60 years)
and the age at which most of them
actually do finish working (around 58.7
years) suggests that their professional
goals are not being met.



il faut savoir les cueillir.””

Nevertheless, it is becoming increasingly
vital that companies include among their
workforce a significant proportion of
more mature workers. The mass
retirements and early retirements that
have been occurring for the last several
years highlight how the reservoirs of
professional experience and superior
expertise of the "seniors" are being
drained.

While nobody can confidently predict the
future of our society or how our
population will be organised from a
demographic point of view, forecasts can
draw a relatively clear picture: current
figures suggest the most likely
hypothesis being that of a sharp
increase in seniors.

Over the last four decades, Luxembourg
has benefited from a substantial working
population thanks to the strong presence
on the labour market of members of the
baby boom generation. This strong birth
rate, however, did not last: with the first
baby boomers retiring, the situation will
be very different from 2010 onwards!

Raymond Radiguet

In addition, recent assessments in
Luxembourg have revealed a startling
fact: the workforce reserves emanating
from the cross-border zones are starting
to run low.

Despite the continuous arrival of
immigrants from further afield, birth rates
are falling all throughout Europe. The
arrival of new young people on the
labour market will not be able to
continue in the same vein as today and
the young are going to be inferior in
number to the pensioners. To put it
plainly: this strong reduction in the
number of young people will have an
inflationary effect on the population
brackets of those aged 50 and above -
from 2020 onwards they are going to be
THE force to reckon with!



““Quarante ans, cest | age amoureux des choses secretes, silencieuses

The strength of the market, growth in
employment as well as economic
competitiveness, however, all depend on
the renewal of competences. At the
same time, professional practices, just
like the development of technology and
know-how, will need to undergo dynamic
rejuvenation on a knowledge level.

The very large majority of employers
believe that mature employees lack
sufficient versatility and have trouble
adapting to the demands of new
technologies. Yet they also feel that
mature employees perform just as well
as young ones, thanks to their capacity
of anticipating situations, their personal
commitment, their eagerness to work
and their ability to structure the
organisation.

Employers whose opinions have been
collected emphasise the fact that mature
workers have a sufficiently good
educational background. While 85% of
them acknowledge that more continuing
education opportunities should be
targeting mature workers, within their
own companies fewer than 7% of
employees aged 40 and above have
benefited from a continuing education
course during the last three years.

Employers generally hold their mature
workers in high esteem and many are
aware of the undeniably positive effects
brought about by the presence of
seniors within a company: their most
sought-after assets include their ability to
perpetuate corporate knowledge and
their capacity of relaying the wealth of
their experience and specialist skills.

In turn, people aged 40 and above
maintain a positive image of their job
and enjoy their work.

For these reasons, they do not wish to
retire prematurely. The majority of them
thus pursue their professional life in the
same job, short of harbouring plans for
the future that are incompatible with
professional activities.

The will to work and to make a name for
themselves on the labour market is most
often spurred on by an attitude of
commitment. It is a known fact that the
quest for financial gains is no longer a
priority for mature workers. On the other
hand, performing a job, which provides
opportunities for increasing one’s social
worth even more, ensures additional
motivation.



Michéle Mailhot

et intenses. L age interieur, le golt de se replier.

It is undoubtedly up to the employer to
make sure the competences of mature
workers are put to good use, to wisely
bring into play their additional
experience and to prevent a shortage of
qualifications. This of course cannot be
achieved without an implementation of
practices resolutely aimed at . . . T

. . . Average exit age from working-life
surmounting age barriers with the help in Luxembourg
of an efficient management of working
conditions in parallel with an anticipation
of the age structures.

Nevertheless, it is up the workers to

build up their own assets and to take
stock of their qualities, in order to show

them off to their best advantage. '

Being better informed is already a step 008 3003 3003 3004 /3008
in the right direction: almost 60% of
Luxembourg residents acknowledge Source : Eurostat, 2005.
being unaware of their rights, should

they need to defend themselves against

discrimination.

People over 50 are often
considered as being no longer

capable of working efficiently

W Ty Lol 21 T (oM R Awaed ¥
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Source : Eurobarometer, 2007.



Combat prejudices
and push your
assets to the fore!

In your quest for a new job,
the fact that you are aged 45 and
above will sometimes play against
you, since numerous prejudices
exist regarding seniors
and these are not always
openly expressed by recruiters.

So here are some tools
to help you thwart them

“ Prendre des anneés n ’est pas tres grave,

First of all, never argue about age, as you
will always lose. It is impossible to fight the
"young is best" syndrome, which pervades
all aspects of society.

Talk of yourself only: your achievements,
your experience, your abilities... Show
that you are able to do more, better and
faster... without any risk to the employer.
Emphasise your assets, starting with your
vast experience which will inspire
confidence in recruiters, especially if
dealing with a small company. It is this
expression of confidence which
sometimes makes the difference to the
employer, in negotiations with a banker or
a hesitant client, for instance.

Then break down each prejudice by
presenting yourself the way you are.

Ther ecr uiter assumes tha ty ou
aresetiny ourw ays, inflexib le
anduna bletoada pttoc hang e?

A constant fact encountered on the
employment market is change and you
have been confronted with this all your
life: new colleagues, new superiors, new



