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· The discussion should be wider than workplace measures to promote LLL for older workers. If training and development only takes place for workers above a certain age group, a LLL strategy will have missed its point.

· LLL goes hand in hand with a strategy aimed at ensuring employability and adaptability around the lifecycle and is crucial to the modernisation of public services, economic success and the achievement of the goals of the Lisbon strategy.

· A recognition of the importance of LLL in this strategy was the backdrop to the drafting of the social partner framework of actions for the lifelong development and competencies and qualifications in 2002. An evaluation of the impact of this framework of actions has shown significant actions are being taken by social partners at national, sectoral and company level to develop lifelong learning strategies.
· The importance of a lifecycle approach to maintaining and updating skills is also highlighted in a good practice guide on managing an ageing workforce recently published by CEEP. The guide highlights the need for regular staff appraisals to assess requirements for ongoing training and the need to provide access to ongoing relevant training to employees of all ages. Such appraisals and training provisions should be linked to business and workforce planning and take into account potential changes in job profiles. At the same time it also recognises that many misconceptions still persist among managers about the ability of older workers to learn and take on board new skills. Training must therefore also be in place for managers to assist in dispelling these myths. Similarly, older workers’ perceptions of themselves may also act as a barrier to accessing training and therefore progression at work.

· Greater emphasis should also be placed on sharing tacit knowledge and inter-generational learning through mentoring and coaching approaches. As older workers retire, a significant amount of organisational knowledge is lost and businesses are now beginning to recognise the importance of retaining this knowledge.
· Examples of inter-generational learning approaches have shown the benefits of younger and older workers working together to share their particular skills but also to overcome prejudice and promoting inter-generational solidarity.

· Good practice examples of all these approaches can be found in “Valuing age – a guide for public service employers managing demographic change in the workplace” launched by CEEP in April 2006 and available from tina.weber@lge.gov.uk

