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Workforce ageing is an issue of vital importance to everyone in the European Union. Future economic growth, competitiveness and efficiency will increasingly depend on how effectively employers can utilise their ageing workforces. 

The guide to good practice in age management (Naegele & Walker 2006) which is the basis for this presentation, has recently been published by the European Foundation of Living and Working Conditions (Dublin). It aims primarily at the organisational level and is intended to be a practical tool to assist all of those with responsibility for corporate age-management and employment of older workers, such as managers, policy makers and social partners, in ensuring that workforce ageing is managed successfully and that age does not become a barrier to employment. The guidelines are derived mainly from the findings of the project “Employment initiatives for an ageing workforce” which follows up the pioneering project ‘Combating Age Barriers in Employment’ (Walker 1999) (also funded by the European Foundation for the Improvement of Living and Working Conditions) which produced the first guide to good practice in managing an ageing workforce in 1999. 
The new guide updates and extends the earlier one: it incorporates the latest thinking and practice and includes experience from organisations that demonstrates the development of good practice over the previous decade. As core elements of age management the following dimensions could be identified:

· Job recruitment;

· Training and lifelong learning;

· Career development; 

· Flexible working time practices;

· Health protection and promotion, and workplace design;

· Redeployment;

· Employment exit and the transition to retirement;

· Comprehensive approaches that strategically encompass a wide range of different coordinated measures.
The presentation will deal solely with the aspect of training older workers and life long learning. 

Good practice in training and lifelong learning means ensuring that older workers are not neglected in training and career development, that opportunities for learning are offered throughout working life, training methods are appropriate to older workers, and that positive action is taken where necessary to compensate for discrimination in the past.

The paper deals with the following sub-issues:
· A short list of possible interventions;

· The benefits of good practice for companies;

· The preconditions for effective implementation;

· General requirements for success and sustainability in terms of training and lifelong learning;

· Essential ingredients of integrated age management strategies.
Organisational initiatives to combat age barriers must be at the heart of any strategy of responding to work force ageing. However, the most successful outcomes are likely to occur within an overall context that is conducive. Age management is not simply a matter for employers and employees: ideally, it should be embraced by all relevant parties. The aim is to combine all relevant actions and policies into an integrated age management strategy. Integration, in this context, involves the horizontal connection of measures within companies and beyond as well as the vertical integration of policy and practice.
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