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Executive Summary 
Because of the ageing population in Italy and increasing expenses for the pension system, a report of the European Commission claims that the retirement age needs to increase in order to serve the pension systems. As a result, the Italian government currently tries to maintain older workers (age 55-64) in the labour market. However, many companies prefer younger employees because these workers are considered cheaper and more flexible. This is a threat to the position of senior employees.  Therefore, the central question of this report is: What can Senior Uitzendbureau learn from the way in which Italy handles its ageing population and promote the position of Italian senior employees in the Italian labour market?

Chapter 1 clarifies the extent of the ageing population in the Italian labour market. Nowadays, Italy's fertility rate is together with Germany the lowest in Western Europe. Furthermore, the life expectancy of the population in Italy increased steeply. A combination of these two factors clarifies Italy's current issues with its high old-age dependency ratio
. The old-age dependency issues put an increased burden on Italy's public expenses. To release the pressure on the working-age households and the public expenses, the Italian government currently strives to keep older workers in the Italian labour market in order to improve economic growth and financial stability. 

Chapter 2 describes the position of older workers in the Italian labour market, which is currently low. The main reason is the disadvantaged position of senior employees due to age discrimination. Older workers used to be excluded from any promotion campaign of Italian labour institutions. Until recently, senior employees were often also excluded from opportunities to receive vocational training, (Sonnet, 2006, p.114). Another factor is that older workers in Italy and other EU countries are currently more conscious about the value of free time and which subjects are important to give time to. The negative perceptions about older workers in the labour market do not encourage senior employees to invest time in remaining in the labour force. Moreover, it is reported by the Organisation for Economic Cooperation and Development (OECD)
 that, the lower the educational skills, the more risks on long-term unemployment. This is especially the case for Italy where the average educational skills are low in comparison to other countries in the EU. 

Chapter 3 describes the way in which Italy promotes the position of older workers in the labour market. Italy has already several institutions and associations that are focused on the promotion of older workers in the labour market. For instance, the Biagi law, created in 2003, promotes an easier way to enter the labour market. This chapter also describes contract and salary related policies, active work policies and Italian associations regarding the promotion of older workers in the labour market. The most prominent associations described in this chapter are “ATDAL”, “Lavoro over 40” and “Donna Lavoro Donna”.

Chapters 4 to 6 contain empirical research in the form of an interview. The interviews are held with nine Italian employment agencies, one Italian association and fifteen Italian companies. The outcome was that all parties were aware of the fact that older workers have a disadvantaged position in the labour market. Another outcome of these interviews is the fact that there are no employment agencies such as “Senior Uitzendbureau” that are specifically focused on senior employees. Nevertheless, several Italian employment agencies have already introduced special departments for the promotion of older workers in the labour market. 

This report concludes that the ageing of the Italian population is an issue that needs a lot of attention. The old-age dependency ratios and the low participation of older workers in the Italian labour market need more concern than in other countries. Presently, Italy is becoming more and more aware of the fact that better promotion campaigns are needed in order to improve the position of senior employees in the labour market. Furthermore, active change in the negative perceptions of Italian organisations is needed to maintain senior employees in the labour force and decrease unemployment rates of people between the age of 55 and 64. 

Finally, this report recommends that Italy spreads more awareness about the advantages of hiring older workers. There are currently still too many Italian older workers unemployed. To increase the number of senior employees in the labour market, it is important that Italy changes its focus from the promotion of younger workers towards the promotion of older workers. The Ministry of Social Development discovered that remaining on the work floor improves the well-being and health of older workers. Italy's employers need to be convinced that the entire society benefits if senior employees remain on the job in order to stay financially independent for several more years. Additionally, this will decrease the pressure on the expenditure of the working population in Italy.

Preface 

This research report presents the research, findings and recommendations resulting from the final project, “The position of older workers on the Italian Labour Market”. It is assigned by the employment agency “Senior Uitzendbureau”, and written by Meskerem Ritmeester, fourth-year student of The Hague University. 

Senior Uitzendbureau is a component of the overall organisation “Seniorgroep”. It is a senior employment agency for people over the age of 40 and 65 and strives for a better image formation for older workers on the labour market. Senior Uitzendbureau also wants to improve the working conditions of senior employees.
The purpose of this final project was to investigate the way in which Italy handles its ageing population and the position of the older workers on the Italian labour market. The main idea behind this project was to present the assignment provider, “Senior Uitzendbureau”, a clear picture about the ageing issues of another EU country. This subject came into existence for the reason that “Senior Uitzendbureau” has little knowledge about the ageing population abroad and what kind of position older/senior workers have on the labour market abroad. Therefore, “Senior Uitzendbureau” assigned to research the position of older workers on the labour market in another country and how that country deals with the ageing population and its older workers on the labour market. “Senior Uitzendbureau” was especially interested in the country Italy because of the fact that this country has a much higher ratio of ageing population than in The Netherlands (this is proved in the body of the report). Through this report, “Senior Uitzendbureau” is convinced to gain more knowledge about the position of older workers on the labour market abroad and how another country deals with the same aging issue.  In this case the labour market in the whole country will be analysed and this final report will only focus on the formal sector and only paid labour.  
This report came into existence with the collaboration and support of several Italian employment agencies, Italian companies and with the help of the association for older workers “Associazione Lavoro Over 40”. These bodies provided a lot of data, facts and documents which were relevant to the subject of this final project. A few documents and data are put as appendices to the report. Furthermore, this report acknowledges the following individuals for their contribution: Madam Georgette Brunink (The assignment provider and guardian), Misses Milou Visscher (The translator of several Italian documents and texts) and Mister Paul Nixon (Supervisor and guardian). All of whom contributed significantly to the writing of this final report. 
Meskerem Ritmeester, January 2011.
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Introduction
The ageing of the population in Europe is an actual issue in this 21st century. Not only European countries have to deal with a large amount of ageing populations, but also the United States and Japan. The low birth rates in comparison to the ageing population are a threat to the pension systems of the countries in the European Union. According to the European Commission, “the shrinking working population in many countries of the European Union makes it almost impossible to serve the pension systems” (“EU launches public debate on the future of pensions”, 2010). 

A report of the European Commission (published on 7 July 2010) claims that the retirement age needs to increase in order to serve the pension systems. Presently, for each pensioner in the EU are four people in the working age group. However, if the EU countries do not rise the retirement age, this number will be cut in half by the year 2050. According to EU Employment Commissioner Laszlo Andor, “The current situation is simply not sustainable. The choice we face is poorer pensioners, higher pension contributions or more people working more and longer” (“EU launches public debate on the future of pensions”, 2010). 

Rising the age of retirement is achievable for the reason that the life expectancy increases as well. Currently, several European countries attempt to adjust the retirement age with Italy as a leading figure. After the publication of the report of the European Commission about pension systems, the Italian government raised its retirement age. This reform was introduced without any demonstrations. An explanation is the way in which the Italian government changes its pension. It is done by postponing the effects of these changes over a longer time, so that the citizens of Italy are less aware of the impacts of these changes (“Italy floats raising retirement age”, 2010).     

The Italian pension system consists of three pillars. The Basic State pension is the first pillar and the most important source of income for the elderly of Italy.  The second pillar contains an occupational pension for a small part of  Italian employees (approximately 7%). Due to the generous Basic State pension, the second pillar is less popular among Italian employees. The third pillar is a private and voluntary pension. According to Paulli and Tagliabue, “It is seen as an alternative form of saving to other forms of financial investments, rather than an occupational or additional pension (Paulli and Tagliabue, 2005). 

Although it is important to know that Italian workers generally retire at the age of 57, the pension system of Italy works as follows. In the private sector, men can retire at the age of 65 and women at the age of 60. According to the “Istituto Nazionale Previdenza Sociale (INPS)
 ” (2010), these ages will go up to 68 for men and 63 years for women. There are exceptions for people who have worked for more than 35 years. These older workers have the permission to retire at the age of 62. Moreover, older workers who have worked for more than 40 years are able to retire regardless of age. However, these ages will rise up to 65 by 2050, (INPS, 2010). Therefore, this final project will focus on Italy and the position of its senior workers in the Italian labour market. 

Because of the ageing population in Italy and increasing expenses for the pension system, senior employees are almost forced by the Italian government to work more and/or longer days and also to work after the age of 65. This seems a reasonable solution for the current ageing issues. However, many companies prefer younger employees because these workers are considered cheaper and more flexible. This is a threat to the position of senior employees in the labour market.  Therefore, the central question of this report is: What can Senior Uitzendbureau learn from the way in which Italy handles its ageing population and promote the position of Italian senior employees in the Italian labour market?

To answer the central question, the following sub-questions are used:

1. To what extent is the ageing population present in the Italian labour market?

2. What is the current position of older workers in the Italian labour market?                                    

3. How does Italy promote the position of the older Italian workers in the labour market?

Furthermore, an empirical research in the form of an interview is used to support the investigation on the position of older workers in the Italian labour market. The interviews are held with several Italian institutions and companies that can provide information concerning the central question of this report. Additionally, this report will provide a conclusion and recommendation.

It is decided to define senior workers as all workers between the age of 55 and 64. This is not meant to view people in this age group negatively or create perceptions about being old. This decision is solely made for the purpose of this final project, for the reason that most data and graphs define older workers as all the people between the age of 55 and 64. Especially when comparing data and graphs from different countries, it is more convenient to refer to the same age group for all countries.

Chapter 1: The extent of ageing in the Italian labour market
The ageing population of Italy increases significantly and is more visible than in other EU countries. This rapid ageing has several causes and effects which this report will clarify. 

Since the 1970s, the rates of fertility have declined rapidly. Nowadays, Italy's fertility rate is together with Germany the lowest in Western Europe. Moreover, while on the one hand Italy's fertility rate has declined, the life expectancy of the population in Italy has increased steeply on the other hand. The research by Professor in Sociology Dr Uhlenberg showed that “since the 1970s the average age of the population has increased with 7 years to 42 years in 2010” (Uhlenberg, 2009). Dr Uhlenberg also expects that in 2024 the average age will increase with nine years up to 51. Furthermore, it is currently estimated that in 2024 more than a million people in Italy will be over the age of 90.

A combination of these two factors explains Italy's current issues with its high old-age dependency ratio (The number of persons aged 65 and over as percentage of the working population aged 15-64). After Sweden, Italy has the highest old-age dependency ratio of the EU countries (Arch, 2009). As can be viewed in the figure below, the current old-age dependency rate of Italy is 32% and 22% for The Netherlands.

Figure 1: Differences among EU-countries in the population     Figure 2: Life expectancy at birth (2010), 
                over 65 as a percentage of those aged 15-64 years.                  (Arch, 2009).  
                A time period of 40 years is given, (Arch, 2009).  
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According to the think tank called McKinsey Global Institute (2010), this high old-age dependency ratio has a negative effect on the growth of the Italian economy (“Italy: Aging but Saving”, 2010). McKinsey Global Institute (2010), states that it puts a burden on the expenses of households of the working-age population. As it has been said in the introduction, there is a great chance that the current four households for every person over the age of 64 will decrease to two households per pensioner. If the Italian government does not interfere in this process of ageing, it will have a negative effect on the future living standards (“Italy: Aging but Saving”, 2010). 

The process of ageing also puts an increased burden on Italy's public expenses. According to the McKinsey Global Institute (2010), these public expenses are already higher than in most other EU countries because of Italy's expensive pension system. Moreover, the Italian government still encourages older workers to retire early which results in a early withdrawal of older workers from the labour market, earlier than in other EU countries (Italy: Aging but Saving, 2010). This is also caused by the high unemployment rate among older workers in Italy. According to the OECD Library (2010), Italy's rate is 64.3%, against 47.4% for The Netherlands and approximately 50% for the EU. Furthermore, in no other country exists such a wide gap between the percentage of unemployment of older women and men as in Italy. Two-third of the unemployed older workers in Italy are women (Employment rate of older workers, 2010). 

In addition, the Italian economy will receive fewer savings from the working-age population to support the increased number of pensioners. Furthermore, it will also become harder to save money to support economic growth and domestic investments.

To release the pressure on the working-age households and the public expenses, the Italian government is currently striving to keep the older workers in the Italian labour market in order to improve economic growth and financial stability (“Italy floats raising retirement age”, 2010). 

The next chapter of this report shows the findings about the current position of the older workers in the Italian labour market. 

Chapter 2: Current position of older workers in the Italian labour market

This chapter is written as an introduction to the empirical research (the interview that can be found in chapter 4 to 6) and describes the position of the Italian older workers in the labour force. This position will be compared to other EU countries, including The Netherlands. 

2.1.
Participation rates of Italy’s older workers

The Bureau of Labour Statistics (2008) published the graph below (Figure 3) about the participation of older workers in the labour market. The graph shows workers in the age between 55 and 64 and workers aged 65 and over. This graph also shows less participation of older workers in countries as Austria, France and Italy. According to The Bureau of Labour Statistics (2008), the variation in the participation of older workers exists because of the differences in the economic need for older workers to have a job (Bureau of Labour Statistics, 2008). 
Figure 3: Participation of older workers in the labour market (2008). The difference between the participation of age 55-64 in Italy and The Netherlands is 17.2%. 
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However, the countries with the lowest participation of older workers are currently those with the most issues concerning old-age dependency. Especially in Italy, it seems that the overall participation of older workers over the age of 55 is the lowest. 

2.2. The disadvantaged position of older workers

There are many reasons for the low participation of older workers in the labour market. The main reason is the disadvantaged position of senior employees. The prominent causes that influences this disadvantaged position will be described below.

2.2.1. Age discrimination

There are a lot of stereotypical thoughts by employers and job agencies about workers between the age of 55 and 64. Most of these thoughts are based on prejudices that often result in age discrimination. Two examples will be given in the next paragraphs.

The first example of age discrimination is given by Anne Sonnet (2010), who claims that for a long time older workers were excluded from any promotion campaigns of Italian labour institutions. Anne Sonnet is a well-known report writer for the OECD and argues that there have been many promotion campaigns to increase the participation of younger workers and other disadvantaged groups in the labour market. However, older workers were most of the time excluded because of the alternative income sources (such as retirement funds and all sorts of Social Security benefits) that are available (Sonnet, 2006, p.80). The lack of focus on older workers leads to a higher unemployment rate. According to the English Professor in Labour Law, Malcolm Sargeant (2007), a higher unemployment rate among older workers leads to an increase in retirement funds for older workers who, as a result, are almost forced to retire at a younger age (Sargeant, 2007, p. 83). 

According to Anne Sonnet, “the second example is the exclusion of senior employees from opportunities to receive vocational training” (Sonnet, 2006, p. 114). The reason for this exclusion is that employers consider older workers as too old to be trained, because these workers are seen as less able to learn new skills and use these new skills on the work floor. Therefore, employers do not want to invest in training senior employees, because it is seen as a waste of money and rather spend on younger workers in the organisation. However, according to well-known scientists Davey and Cornwall (2007), “the continuing exclusion of older workers by employers does contribute to the remaining stereotypical thoughts about older workers”. This contributes to an unchangeable position for older workers in the labour market and will therefore not increase the employability of this age group (Davey and Cornwall, 2007). 

Two other factors also influence the low number of senior employees in the labour market. One factor is a cultural aspect and the other factor is the low level of skills among older workers in Italy. 

2.2.2. The cultural factor

Many Italian employees are discouraged to remain in the labour market because of the cultural perspective that older workers have the right to retire and enjoy the benefits of a retirement fund. Retirement has always been seen as the peaceful phase in which one can rest after a long period of intensive labour (Department of Labour, 2010). Furthermore, older workers in Italy and other EU countries are currently more conscious about the value of free time and which matters are important to give time to. The negative perceptions about older workers in the labour market do not encourage senior employees to invest time in remaining in the labour force. 

2.2.3. Low level of competencies

The  Bureau of Labor Statistics demonstrated that workers who accomplished a lower degree in education have more risk to become unemployed when entering the age group of 55-64 (Educational attainment, 2007). It is furthermore concluded by the OECD that, the lower the educational skills, the more risks of long-term unemployment (Sonnet, 2006, p.54). This is especially the case for Italy where the average educational skills are low in comparison to other countries in the EU (besides Portugal and Spain). This can be seen in Figure 4 on page 13.

The Netherlands have, for instance, an amount of 27% of adults who did not complete high school and an amount of 31% who graduated from college or university. However, Italy has amounts of 47% and 13%, respectively, which are obviously completely different. This graph shows, through its data on educational accomplishments, an insight in the educational construction of the labour markets in different countries. According to Anne Sonnet, this general low level of educational attainments among Italian people in the working population can become a problem for two reasons. On the one hand, there is a higher risk of unemployment and on the other hand, the retirement ages need to rise due to the ageing of the population (Sonnet, 2006, p. 54). 

Although there are high numbers of inactive people in the age group of 55-64, it is necessary to clarify that many of these inactive older workers are capable of participating in the labour market. According to the OECD (2006), “Italy has a labour supply rate of 22% of the working population” (Sonnet, 2006, p.45). This labour supply is able to reach a quantity of one-fifth higher than the current amount. This means that Italy has space in its labour market to improve the participation of more employees. In particular senior employees, who account for almost 40% of the inactivity among the Italian working population (Sonnet, 2006, p. 45).
Figure 4: Educational accomplishments of the adult population in several countries (2007). In this graph, people in the age between 25 and 64 years are considered as adults.
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According to labour-market expert Philip Taylor (2005), “it is therefore necessary to promote the advantages of hiring older workers, because of Italy's ageing population”. To increase the number of senior employees in the labour market, it is important that Italy changes its focus from the promotion of younger workers towards the promotion of older workers in the labour market (Taylor, 2005). Italy's employers need to be convinced that the entire society benefits when senior employees remain on the job in order to stay financially independent for several more years. This will decrease the pressure on the expenditure of the rest of the working population in Italy. The Ministry of Social Development discovered  that remaining on the work floor improves the well-being and health of older workers. Furthermore, senior employees can be a mentor or an example for the other employees in an organisation, because this age group is expected to have more work experience and attained more insight into people's characters. According to Davey and Cornwall (2006), “this might contribute to an increase in intergenerational solidarity, because of these kinds of mutual benefits between younger and older workers” (Davey and Cornwall, 2007).
Chapter 3: Italian bodies which promote the participation of older workers
Although Italy currently changes its focus to older workers in the labour market, it used to particularly promote the young generation in the labour market. A reason for the promotion of workers up to 29 years, was to decrease the relative high rate of youth unemployment in comparison to the older workers. According to Brugiavini and Peracchi (2007), “the welfare gains of the elderly are large, both in absolute and in relative terms, that is relative to particularly the youth”, (Brugiavini and Peracchi, 2007). As a result to the promotion of the youth in the labour market in the 1980s and 1990s, the Italian government encouraged older workers to retire early (in the age between 55 and 60). Union leaders and several labour market policies claimed that early retirements would reduce the rate of youth unemployment. However, according to Brugiavinni and Peracchi (2007), these claims turned out to be untrue for two reasons (Brugiavinni and Peracchi, 2007). 

The first reason is that there is no direct relation between the youth unemployment and the work force for older workers in Italy. It namely varies with the business cycle and gender, because of the significant gender gap in the labour market. The second reason is proved by Brugiavinni and Peracchi and contains that pushing older workers to retire earlier has a negative effect on the overall employment rate in Italy (Brugiavinni & Peracchi, 2007). Since approximately two years, Italy therefore changed its policies in order to promote older workers in the labour market. 

As showed in the previous chapter, the position of older workers in the labour market still needs a lot of promotion. Age discrimination and stereotypical perceptions contribute to a disadvantaged position for older workers. However, there are already several institutions and associations that are focused on the promotion of older workers in the labour market. A couple of Italy’s prominent institutions, policies and associations will be described below.

3.1 Biagi Law
The Biagi law is created in 2003 in order to promote an easier way to enter the labour market. The initiator of this law was Marco Biagi who stimulated to focus on increasing employment opportunities for labour-market outsiders such as older workers. Although older workers are not specifically addressed in this law, older workers are definitely included which was strongly advised by the European Commission. The Biagi law states that job agencies are forbidden to discriminate in age by recruiting its applicants. The integration contract that is included in the Biagi law also provides financial support for hiring a worker from a disadvantaged group such as older workers (Phd. Del Conte, n.d., para. 8.2.)

3.2. Contract and salary related policies

Currently, the increase in salaries of workers is related to the years of service regardless of productivity. This is an important reason for businesses not to hire older workers even when these workers have the competences. Therefore, Italy wants to look for more effective tools to promote older workers in the labour market. An example is suggested by two well-known economic scientists Patrick M. Liedtke and Orio Giarini. According to these two scientists, it would be effective to convince older workers to accept lower wages in order to remain attractive for businesses. “Together with lower wages, older workers should get other advantages such as vocational trainings” (Liedtke & Giarini, 2008). Liedtke and Giarini claimed “that eventually, part-time jobs will become attractive for older workers and companies” (Liedtke & Giarini, 2008). The employee would enter a different work model which is age-related. This means that strict rules but also abstract rules have to be avoided in order to achieve a smooth implementation of this model. In addition, negotiations between the worker and the company are the foundation to make this model an effective tool to promote older workers. The Italian government and several Italian institutions (such as the INPS) are currently researching the possibilities to make part-time jobs attractive for older workers and businesses in order to let the older workers remain in the labour market (Taylor, 2005).   

3.3. Active work policies

Active work policies discuss the bureaucratic approach of job agencies and the job market.  The reason of the Italian government to address job agencies and the job market is because these bodies need to contribute to the promotion of the position of older workers (Liedtke & Giarini, 2008). The purpose of discussing the bureaucratic approach is that this approach is seen as too impersonal and with unclear objectives. That should change to a more personal approach towards the workers, clearer objectives and more structure. Furthermore, the job market and job agencies need to reduce the regulations that facilitate early retirement, redundancy funds and company funds for the dismissal of older workers. According to labour-market expert Paul Taylor (2005), “this is however somewhat complicated to achieve because since the 1980s, the job market has been increasingly focused on young employees in the labour market” (Taylor, 2005). 

The Italian government wants to achieve an alternative to support both the businesses and the older workers. Italy is therefore researching the possibilities to give the businesses an incentive to hire or keep older workers in the organisation and to convince the older workers to remain working until the retirement age has been reached (65 years and over). In addition, the reform legislation of the social security system includes the launch of a bonus system for those who remain working, even when the age of 65 has been reached. These active work policies are at the moment an important tool to promote older workers but are expected to play an even more important part in the future of ageing Italy.          

3.4. Italian associations 

3.4.1. ATDAL 

ATDL (Association for the preservation of the Acquired Rights of Workers) was introduced in 2002 to address the contradictive messages from businesses. On the one hand they preach that every employee can be productive until the age of 65, but on the other hand the same businesses are trying to push the older workers to exit the labour market before the age of 65. (Sometimes even at the age of 45 or 50 years). According to Philip Taylor (2005), “the ATDL wants to give older workers a voice, because these contradictive messages put them in a disadvantaged position in the labour market” (Taylor, 2005). This situation is currently an issue for a lot of older workers. In particular the smaller companies are a problem for senior employees, because these businesses do not have to notice Art.18
. This means that these small businesses have the right to dismiss employees without a reasonable motivation, which also puts older workers in a disadvantaged position. Another current issue for older workers is that when the age of 50 years has been reached and older workers have been dismissed without having served enough years, these workers need to wait for years, without any income, to achieve the rights for social security through early retirement.    

Philip Taylor states that “the method used to defend the rights of older workers is lobbying by politicians, labour unions and journalists. Media channels are also important tools that are used by the ATDAL to send messages to the public” (Taylor, 2005). Through these lobby activities, ATDAL has created a network that includes over 1500 members from important Italian organisations in the whole country.         

3.4.2.    Lavoro over 40

 Lavoro over 40 means “Work over 40”. This association has been introduced to promote the position of older workers and support the older workers who are being excluded from the labour market. This association has been launched by a group of people who have faced this situation of exclusion and experienced the disadvantage of age. This group therefore strives for changes for the position of older workers in the job market and in organisations (“Lavoro over 40”, 2010). 

The objective of Lavoro over 40 is to achieve training and psychological and financial support for older workers which can make them more attractive in the labour market. To reach these goals and create more employment possibilities, Lavoro over 40 cooperates with ATDAL and related unions, associations and public institutions. Furthermore, Lavoro over 40 lobbies to create a bigger network of support and public understanding in order to solve these economic and social issues which Italy has concerning older workers. Many members of Lavoro over 40 are older workers themselves and the association is therefore also a tool to get in contact with other people who have difficulties with re-entering the labour market. They gather themselves to be a strong voice against unfair treatment of businesses and job agencies. In addition, Lavoro over 40 organises events, seminars and projects to inspire businesses to give its older employees the chance to join vocational trainings at the work place (Taylor, 2005). 

Members of Lavoro over 40 are ensured of better opportunities to re-employ themselves because of the experimental investigations done by several experts for Lavoro over 40. According to Lavoro over 40 (2010), “these experts are continually searching for more effective tools to promote the position of disadvanted workers in the labour market”, (Zaffarano, personal interview, December 2, 2010).  This association is well-known among institutions in Italy. Its actions and development projects are therefore recognised and highly appreciated.

3.4.3. Donna Lavoro Donna

The association called Donna Lavoro Donna, which means “Woman Work Woman”, is an association focused on women over the age of 40. This association is introduced by the Social European Fund and the Ministry for Work in order to strive for employability for women in this age group (Donna Lavoro Donna, n.d., para. 1).

Earlier in this report has been written about the huge gap between men and women in the labour market. Two-third of the unemployed older workers in Italy is a woman (“Employment rate of older workers”, 2010). Since the last two decades, Donna Lavoro Donna supports women who have difficulties to re-enter the labour market after being dismissed. The support given to these women through training and active counselling increases the possibilities for a job. 

Donna Lavoro Donna strives to create a change in the perceptions towards women and focuses on the qualities and competences of women in this age group. According to Donna Lavora Donna, “the weaknesses of this age group can be turned into strengths through specific training programs and guidance for these women. This will make women over 40 more attractive to the employers (Taylor, 2005). 

The three associations that are described in this chapter are not the only promotion bodies focused on disadvantaged groups in the labour market. However, these three bodies are the most prominent and experienced associations in Italy. According to labour market expert Philip Taylor (2005), “The other associations, support groups and labour unions that are focused on older workers in the labour market have three objectives in common” (Taylor, 2005) , namely:

· Older workers need to be informed about the content of the labour market, to share their experiences with other members of the association and to evaluate their own weaknesses and competences.

· Older workers need to get trainings in the skills required for a particular branch or post, and effective guidance, in order to increase the chances in the labour market.

· Older workers need to start working on self-employment and personal development to understand their own capabilities and work interests in order to achieve more success in the labour market and to be more attractive to employers (Taylor, 2005).

This chapter is the last chapter that is created through desk research. Chapter 4 to 6 will give an insight in the actual position of older employees in the labour market by means of empirical research. 

Chapter 4: Empirical Research

To strive for a well-argumented answer to the central question of this report, empirical research was done to support the completed desk research. (See chapter 1 to 3). The reason to include this type of research in the report is to make the investigation more realistic and up to date. The interview is particularly based on the question what kind of perceptions Italian employment agencies and Italian companies have about senior employees. This will be clarified in chapter 5 where the results are written down. 

4.1. Research method 

The method used for the empirical research is interviewing. The interviewing was particularly done through e-mail contact and/or by phone. According to Valenzuela and Shrivastava (2005), there are two quotations of different experts that show why an interview can be useful to a research report: 

A qualitative research interview seeks to cover both a factual and a meaning level. It seeks to describe and find out the meanings of central themes in the life world of the subjects. The main task in interviewing is to understand the meaning of what the interviewees say. (Kvale, 1996)

Interviews are particularly useful for getting the story behind a participant’s experiences. The interviewer can pursue in-depth information around the topic. Interviews may be useful as follow-up to certain respondents to questionnaires, e.g. for further investigation based on the responses. (McNamara, 1999)  

4.2. Target group

The target group for the interview were 10 Italian employment agencies (focused on older workers), 20 Italian companies and three Italian associations that are focused on older workers in the Italian labour market. 

4.3. Questionnaire for the interview

4.3.1. Questions for Italian associations and employment agencies:

1. Are there any employment agencies specially aimed at older workers?

o
- No (please, continue with the third question)

o
- Yes, namely….

o
- I have no idea 

2. Do you know if there are any differences between the operation methods of senior employment agencies and the operation methods of other employment agencies?

3. Do you have many older workers (40+/65+) who register at your employment agency

    in search of a job? (If you are not sure, could you do an estimation?)

o
– No, less than 20 %

o
– Yes, between 20%- 35% of the registrants 

o
– Yes, between 35% and 50% of the registrants 

o
Yes, over 50% of the registrants

4. What is your opinion concerning the position of older workers in the labour market?

o
Disadvantaged position 

o
Average position

o
Advantaged position 

Why?........

5. How does your employment agency promote older workers in the labour market? On which qualities of older workers do you focus?

6. What are the main motives for companies in Italy to hire older workers?

o
More work experience

o
More loyal 

o
Other, namely….

7. The companies in which sector hire the most amount of older workers?

o
Private sector

o
Public sector

o
Service sector 

4.3.2. Questions for Italian companies

1. Because of their age and higher loans, older workers are often seen as a disadvantaged group in the labour market. What is your opinion about older workers in the labour market? 

2. What are the motives for this company to hire older workers? What are their advantages

    against younger workers? 

o
More work experience

o
More loyal 

o
Other, namely….

3. This company is particularly occupied with:

o
young employees (18-34 years)

o
medium-age employees (35-55 years)

o
older workers (over the age of 55)

    Why?............................ 

4. Because of the aging population and the increasing expenses on the pension system, the Italian

    government encourages older workers to remain in the labour market for a couple more years.

    Are you willing to hire more workers over the age of 55 in the future? 

o
No 

o
Yes 

o
Maybe

   Why?......

Chapter 5: Results 

In this chapter, the results of the interview questions are shown.  Nine Italian employment agencies and one Italian association "Lavoro over 40" were involved in the interview. Furthermore, there were 15 Italian companies involved. Table 1 shows the organisations by name:  

         Table 1. The organisations involved in the empirical research

	Italian companies and their fields
	Italian employment agencies
	Italian association

	Pirelli (cables and rubber)
	Manpower
	Lavoro over 40 

	Sisvel (mp3 player)
	Experteer 
	

	UFO Plast (plastic)
	Kelly Services 
	

	Artemide (design)
	Randstad
	

	Berloni (furniture)
	Adecco
	

	Onda (telephones)
	Ali Spa 
	

	Carpano (drinks)
	Job 4 Italy
	

	Birra Moretti (drinks)
	Vedior
	

	De Cecco (pasta, food)
	Risorse Italia 
	

	Parmalat (snacks and dairy products)
	
	

	Dalmine Fabriano (paper)
	
	

	Beghelli (mechanics, electronics)
	
	

	San Filipponeri (Roma Hospital)
	
	

	Universita Degli Studi di Napoli Federico II (Education)
	
	

	Alessi (Design factory)
	
	


There were also questions asked to 15 Italian companies in different industries. However, the questions for the Italian companies were somewhat different, because it is a different target group than Italian employment agencies. Nevertheless, the results of these interviews can be compared easily and a conclusion will be drawn in chapter 6. 

5.1. Interview results of Italian employment agencies and association

5.1.1. Are there any employment agencies specially aimed on older workers?

Table 2 (page 32) shows that six out of ten respondents answered with an "I do not know". Furthermore, four respondents claimed that there are no employment agencies specially aimed at older workers. However, the temporary employment agency "Manpower" argued that "we have a special business unit within the agency that is focused on the recruitment of older workers" (Cottie, personal interview, December 2, 2010). In addition, the employment agency “Adecco” has launched a foundation called “Fondazione Adecco” to promote the participation of employees over 40 in the Italian labour market (“Adecco Foundations”, 2010, para. 4). 

5.1.2 Do you know if there are any specific differences between the operation methods of these senior employment agencies and the operation methods of other employment agencies?

This question could not be answered because of the fact that no Italian employment agency knew an employment agency aimed at older workers.

5.1.3. Do you have many older workers who register at your employment agency in search of a job?

As can be seen in Table 3 (page 32), six out of nine respondents
 estimated that less than 20 percent of older workers registered by the respondent’s employment agency. Two of the respondents estimated that the amount of older registrants by the respondent’s employment agency is between 20% and 35%. Only employment agency “Experteer” has an amount that comes close to 50%.  According to “Experteer”, “the reason for this amount is our focus on people with a lot of work experience and professionalism. Most of our registrants are therefore senior employees that are in search of senior-level positions, and that is what we can provide” (Experteer, personal interview, December 2, 2010). 

5.1.4. What is your opinion concerning the position of older workers in the labour market? Why?

As can be seen in Table 4 (page 32), seven out of ten respondents claimed that older workers have a disadvantaged position because of the age discrimination which is highly present among Italian companies. According to “Lavoro over 40” (2010), “Age discrimination is sometimes difficult to recognise because companies do not want to be open about this subject. Although it is true that age discrimination is decreasing, the unemployment rates among older workers are still high.” (Giuseppe Zaffarano, 2010). Three employment agencies claimed that older workers have an average position in the labour market, for the reason that senior employees have more work experience and enough other qualities that make these employees attractive to companies. 
5.1.5. How does your employment agency promote older workers in the labour market? On which qualities of older workers do you focus?

Seven employment agencies claimed that older workers are promoted in the same way as other employees through recruitment and head hunting. These employment companies argue that it is not fair to treat and promote “regular” employees (<55) in a different way than older employees (>55). However, the Italian employment agency “Manpower” claimed to have a business unit specially focused on the recruitment of older workers for the reason that “we figured out that senior employees can not be recruited in the same way as other employess because of the different view towards older workers” (Cotti, 2010). None of the respondents stated that older workers have an advantaged position.   

5.1.6. What are the main motives for companies in Italy to hire older workers?

As can be seen in Table 5 (page 33), five respondents (inclusive the Italian association “Lavoro over 40”) thought that work experience is the main motive for companies. Furthermore, two respondents thought that senior employees are generally more loyal and this is a good motive for companies to hire these employees. Three respondents claimed that there were different motives than work experience or loyalty. Two respondents, Kelly Services and Experteer, claimed that “the behaviour of senior employees are more obedient to the employer” (Experteer, personal interview, December 2, 2010). Lavoro over 40 claimed that “older workers have a combination of qualities that make them attractive to employers” (Giuseppe Zaffarano, 2010).

5.1.7. Which kinds of companies (which branch) have the highest number of older workers?

As can be seen in Table 6 (page 33), six respondents argued that the service sector is the most in favour of older workers. Three employment agencies thought that it was the private sector, for the reason that “most clients of our employment agency are companies in the private sector and therefore we assume that the private sector must be most in favour of older workers” (Experteer, personal interview, December 2, 2010). The Italian employment agency “Vedior” was the only one that claimed that the public sector have the highest number of older workers. According to “Vedior” (2010), “the public sector has the most senior employees because this sector looks at work experience and professionalism, rather than the expenses that comes with the age of senior employees” (Vedior, personal interview, December 2, 2010). A good example is the profession “Teacher”. “Vedior” claims that “most university teachers are senior employees, because these senior teachers are professionals who have more work experience and knowledge” (Vedior, personal interview, December 2, 2010).       

5.2 Interview results of Italian companies

5.2.1. Older workers are often seen as a disadvantaged group in the labour market, because of their age and the higher loans they receive. What is your opinion about older workers in the labour market?

This question turned out to be difficult to answer. Most companies were rather positive and responded to this question in a general way with answers as “older and younger employees are not two different groups”. “Employees are employees” and “we have no age discrimination”.    

5.2.1. What are the motives for this company to hire older workers? What are their advantages against younger workers? 

As can be seen in Table 7 (page 33), eight companies responded that senior employees are more loyal towards employers, which is an important quality that keeps a company together. Furthermore, two respondents claimed that older workers have more work experience which is important to employers and three companies responded that “senior employees it is a combination of work experience and loyalty and that older workers are more obedient towards employers or colleagues that have authority” (Ufoplast, personal interview, December 2, 2010).    

5.2.3. Which age group is particularly present in your company?

As can be seen in Table 8 (page 34), ten out of fifteen respondents stated that the own company is particularly occupied with medium-age employees (35-55 years). Furthermore, there were five companies (three of which were food companies) that stated that particularly younger employees are present in the company. Only the University of Napels stated that most teachers and other employees are close to 55 and that “maybe in a few years the age group over 55 will be particularly present within staff of the university” (David De Simone, personal interview, December 2, 2010).  

5.2.4. Are you willing to hire more workers over the age of 55 in the future? Why?

As can be seen in Table 9 (page 34), eight companies responded that there is a chance to hire more senior employees but only if “they have the exact qualities that is needed for a particular profession” (Dalmine Fabriano, personal interview, December 2, 2010).  Four companies responded positively and did not see any difference between older and younger employees. However, three respondents predicted to lose more employees in the future instead of hiring any employee, because of “the current economic crisis in Italy that affects companies the most” (Alessi, personal interview, December 2, 2010). 

Chapter 6: Overall Conclusion and Recommendations
6.1. Conclusion

Now that the desk research and the empirical research have been completed, the central question can be answered. The central question of this report is: What can Senior Uitzendbureau learn from the way in which Italy handles its ageing population and promote the position of Italian senior employees in the Italian labour market? 

After studying the Italian labour market and the position of its senior employees, it can be concluded that a lot of new information can be shared with Senior Uitzendbureau. 

First of all, it is a fact that the rate of ageing in Italy is much higher than the rates in other EU countries. Especially when comparing to the rates in The Netherlands. For example, the current old-age dependency of Italy is 32% and 22% for The Netherlands and 25% for the EU. Two factors are the cause for the increase of the old-age dependency ratio namely, the decrease of the fertility rate and the increase of the life expectancy rate. To release the pressure on the working-age households and the public expenses, the Italian government is currently striving to keep the older workers in the Italian labour market in order to improve economic growth and financial stability. 

However, this report has shown that it is complex procedure for Italy to change its legislations and policies because Italy used to promote younger workers in the labour market and pushed many older workers towards early retirements. These youth promotion campaigns changed the position of senior employees in a negative way. Age discrimination by employers is the most prominent effect of these youth employment promotions, but also cultural (the value of free time) and educational factors (low level of educational skills among the working population) influence the position of older workers.  

This report describes that the Italian government are currently more and more aware about the need for improving the position of senior employees. Therefore, the Italian government is presently studying the possibilities to achieve an alternative to support both the businesses and the older workers. One possible alternative that Italy considers is to give the businesses an incentive to hire or keep older workers in the organisation and to convince the older workers to remain working until the retirement age is reached or even after the age of 64. There was however already a legislation introduced by the Social Security system. This legislation includes the launch of a bonus system for those who remain working, even when the age of 65 is reached. More active work policy proposals concerning older workers are coming up and are expected to play an important part in the future of ageing Italy.

Several Italian associations already promote older workers in the labour market. Most prominent are the associations: ATDAL, “Lavoro over 40” and “Donna Lavoro Donna”. Although there are more associations, support groups and labour unions that are focused on older workers in the labour market, these associations have some objectives in common. Common objectives are for example, informing older workers about the content of the labour market and to share experiences. Moreover, a common objective is to provide guidance and training programs to improve the capabilities and personal development of older workers.  

The interviews (empirical research) gave an insight in the current perceptions of Italian employment agencies, companies and one association.  All parties were aware of the fact that older workers have a disadvantaged position in the labour market. Especially employment agencies were open about this subject and explained the need for improvements concerning the participation and promotion of senior employees in the labour market. Yet, there are less older workers registered by an employment agency. An argument for this fact could be that there are less senior employees than the younger and medium-age employees together. However, the main reason for the low amount of older registrants is the negative perceptions of employers.

The service sector is seen as the sector that is most in favour of older workers.  This underlines the quotation of the AARP which is a foundation that guides members over the age of 50 by improving the quality of work and time. AARP stated “The service sector likes older workers because they are more loyal, more dependable, and can relate to customers better” (AARP, 2010). 

Although Italian companies were also aware of the low participation of older workers, most companies tried to hide age discrimination. These companies spoke rather positive about older workers and especially their “loyalty” was praised. Nevertheless, it was clear that most Italian companies were particularly occupied with younger and medium-age workers and eleven companies (out of the 15 respondents) were not sure about hiring older workers in the coming future. Another outcome of these interviews is the fact that there are no employment agencies such as “Senior Uitzendbureau” that are specifically focused on older/senior employees. However, several Italian employment agencies have already introduced special departments for the promotion of older workers in the labour market. 

6.2. Recommendations

It is therefore recommended that Italy spreads more awareness about the advantages of hiring older workers. To increase the number of senior employees in the labour market, it is important that Italy changes its focus from the promotion of younger workers towards the promotion of older workers in the labour market. Italy's employers need to be convinced that the entire society benefits if senior employees remain in the labour force in order to stay financially independent for several more years. This will decrease the pressure on the expenditure for the rest of the working population in Italy.
The Ministry of Social Development researched that remaining on the work floor improves the well being and health of older workers. Furthermore, senior employees can be a mentor or an example for the other employees in an organisation, because this age group is expected to have more work experience and attained more insight into people's characters. These qualities are all useful for a company and need to be highlighted so that Italian companies become aware of the benefits of hiring older workers. 

Active change in the perceptions of Italian organisations is needed to keep senior employees in the labour force. This is the strongest statement to fight early retirements and old-age dependency that are ultimately a threat to the stability of the Italian economy.
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Appendices
Appendix 1:  Theoretical Framework
This final project is based on the theory that the negative economic effects of old-age dependency (caused by the ageing of the Italian population) can be reduced if older workers remain longer on the labour market. To achieve this goal, it is necessary that Italy increases its focus on the promotion of older workers on the labour market, because this age group is seen as disadvantaged. In order to support this theoretical framework, the following sources are the main sources used for the theoretical framework: 

· Taylor, Ph. (April 20, 2005). Strategies to promote employability of older workers – the status of policy on age and employment in European Union Member States. Retrieved November 1, 2010, from the Mutual learning employment Website:  www.mutual-learning-employment.net/.../thematic%20apr05%20TAYLOR%20en.pdf
This document considers the issues of extending working lives and of promoting age equality in the labour market of Italy. It is in the area of employment and related areas such as pension policy that European policy makers have taken the greatest interest in older people recently, after a long period when the main focus was on early retirement.

· Marano, A. (January, 2004). Older workers and pensioners: the challenge of ageing on the Italian public pension system and labour market. Retrieved October 30, 2010, from the Department of Economic Affairs website: http://ideas.repec.org/p/crp/wpaper/32.html
Marano reviews the main challenges related to ageing in Italy. Given the key role that working longer may have in order to tackle those challenges, from both a financial sustainability and pension adequacy perspectives, he focuses upon the several issues which are relevant in order to increase elderly employment. 

· McKinsey Global Institute (2010). Italy: Aging but Saving. Retrieved October 20, 2010, from the Mckinsey Global Institute website:  http://www.mckinsey.com/mgi/reports/pdfs/demographics/ItalyChapter5.pdf
Demographic pressure is expected to continue to drive down Italian household savings flows, further slowing the growth rate of household net financial wealth accumulation, with potentially significant implications for economic growth in Italy. 
Appendix 2

Interview results shown in different graphs
2.1.Graphs of the questions addressed to Italian employment agencies and associations

Table 2.  Question 1: Are there any employment agencies specially aimed at older workers?
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Table 3. Question 3: Do you have many older workers who register at your employment agency in search

               of a job? 
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Table 4 . Question 4: What is your opinion concerning the position of older workers on the labour market?
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Table 5. Question 6: What are the main motives for companies to hire older workers?
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Table 6. Question 7: The companies in which sector hire the most amount of older workers?
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2.2. Graphs of the questions addressed to Italian companies

Table 7. Question 2: What are the motives for the own company to hire older workers?
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Table 8. Question 3: Which age group is particularly present in your company?
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Table 9. Question 4: Are you willing to hire more workers over the age of 55 in the future?
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� The number of people over the age of 65 as percentage of the working population aged 15-64.


� The OECD is an organisation that helps member states handle social, governance and economic challenges.


� The National Social Security Institute in Italy is the main social security organization and issues pensions women by the year 2050.  


� Article 18 contains that employers can not dismiss employees without a reasonable motivation.  


� This question does not apply to “Lavoro over 40”, because it is an association and not an employment agency.
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