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Active Ageing Strategies to Strengthen Social Inclusion 
 

Helsinki, 22-23 November 2007 
 
The Peer Review was hosted by the Finnish Ministry of Social Affairs and Health. 

 

 

Day 1  
 

Welcome addresses 
 
Welcoming the peer reviewers to Finland, Kari Välimäki (Permanent Secretary, Ministry of Social 
Affairs and Health, Finland) said that comprehensive social protection and welfare services play an 
important role in Finland’s version of the Nordic model. But as far as older people are concerned, 
Finland will face a problem in the coming years: the ageing of the population will be faster than in most 
other countries.  
 
Finnish social protection has three basic elements: preventive social and health policy, social and health 
care services and social insurance. It is characterised by the universality of benefits. All residents are 
covered by social security schemes and all employed persons are entitled to benefits based on 
employment (statutory social insurance). The financing comes mainly from central government, the 
municipalities and employers. 
 
The schemes for older people are very broad and cover all older people, regardless of income. 
Minimum services and minimum incomes are complemented by a range of benefits and other provisions 
for older residents. Gender equality, which is well developed in Finland and is firmly incorporated into 
the social protection system, is a crucial factor in active ageing strategies. Together with its social 
model, Finland has a very decentralised provision of services.  
 
The local authorities are responsible for all the public social services. These local authorities are highly 
autonomous. The legislation says that they have to provide the services, but it does not prescribe how 
they should produce them. They can produce the services by themselves or together with other 
municipalities, or they can buy them in from the private sector or the NGOs. The role of the private 
sector is increasing all the time. There is very close and open cooperation with the NGOs, which the 
State supports via a slot machine association. This is a monopoly which has been accepted by the EU. 
There is also good cooperation with the private sector enterprises, especially when it comes to 
employment-based pension schemes. These are organised through the private pension companies. 
Cooperation with the social partners and the NGOs is one of the reasons why Finland has been able to 
implement huge reforms of its pension system. The social partners were involved in these systems right 
from the start. They have helped the public authorities to plan them, and they are participating in their 
implementation, through private pension companies. The results achieved are not too bad. Finland is 
spending quite a modest amount of money on social protection. Total expenditures in proportion to GDP 
are below the EU average. And yet Finnish people are quite satisfied with their healthcare system. 
According to some EU studies, the Finns are the Europeans who are most satisfied with their 
healthcare, even though spending on health is less than in most of the OECD countries.  
 
Within the Nordic group, Finland’s poverty rate is low. Few people are poor, and older people tend not 
to be among them. If anybody is regarded as poor in Finland, it is the students. But even then, it is a 
very relative kind of poverty. Finland’s economy is among the top performers and unemployment is low. 
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The increase in the employment rate of older workers has been substantial, largely due to economic 
growth. Because of the extensive social security system, it is possible to create the kind of environment 
that guarantees sustainable economic growth. So social protection is also an investment in economic 
growth. It is a fallacy to think that social spending hits the pockets of the private sector. Economic 
development and social development are mutually supportive.  
 
Finland has a tradition of drawing up overall strategies for the whole of the social protection system. The 
strategic lines up to the year 2015 are: 
 
� Promoting health and functional capacity. The government has a programme for health 

promotion, aimed at decreasing the differences in health status between different population 
groups. This includes encouraging people to do more for their own health. Finland has some 
problems with alcoholism, smoking and overeating. People are also being urged to take more 
exercise.  

 
� Making work more attractive. The Finnish government is convinced that work is the best form of 

social protection. A high employment rate also ensures good pension provision. A committee has 
been established to reform the social protection system. It will be looking at the whole system, and 
will in particular be examining whether there are sufficient economic and other incentives to work 
longer.  

 
� Reducing poverty and social exclusion. This programme is aimed in particular at the well-being 

of children, young people and families. Better educational opportunities for young people mean that 
they also have more chance of finding a job.  

 
� Providing efficient services and reasonable income security. The structure of the municipalities 

and health and social services is being reformed. While the decentralisation of health and social 
services is in itself a good thing, they have now become too decentralised. There are too many 
municipalities in Finland. Some of them are very small, with a population of only a few hundred 
people. So they are not able to provide all the necessary health and social services. Efforts are 
under way to create larger municipalities, with a minimum population of about 20,000. That is still 
rather small, but Finland is a huge country with a small population (about 5.2 million). A social and 
healthcare services innovation project is also under way.  

 
Governments in Finland are always coalitions, so there is a balance between the different political 
views. This means a high degree of continuity in social policy.  
 
The Finnish government is very open to feedback – whether positive or negative - on its social 
provisions. It would therefore receive the conclusions of the Peer Review with great interest. He hoped 
that both the Finns and the peer reviewers could draw lessons that would be of benefit to their 
countries.  
 
Kadi Toompere (European Commission, DG Employment, Social Affairs and Equal Opportunities) also 
welcomed the participants on behalf of the European Commission. The Open Method of Coordination 
(OMC) is all about exchanging good practice and learning from each other.  
 
While many Member States are reforming their pension systems, their approaches differ: some have 
been going for parametric reforms, but others for paradigmatic ones. Parametric reforms could, for 
example, be simply changing the retirement age, changing the incentives to retire or changing the rules 
for calculating pensions – for instance, index-linking. Other countries have introduced major, 
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paradigmatic changes in the structure of the system. For example, they have introduced life expectancy 
conditions into the calculation of pension benefits, as is the case in Finland, France, Germany, Portugal 
and Sweden. Nevertheless, although there have been quite a number of reforms, whether completed or 
in progress, most of the countries have by now realised that no reform will work well unless people 
change their attitudes and behaviour in terms of working longer. Activation strategies have a very 
important role to play here. Finland has set a good example in this respect. It has succeeded in 
increasing the employment rate of older people, as well as changing attitudes towards older employees. 
This seminar would be an opportunity for mutual learning, and she encouraged all the participants to 
draw the maximum advantage from it. 
 
 
Finnish policies to reinforce the employment rate and the employability of older workers 

 
Marja-Liisa Parjanne (Ministry of Social Affairs and Health, Finland) reported that Finland has already 
made major investments in active ageing, due to the anticipated rapid ageing of the population in the 
near future. High priority has been given to a number of legislative reforms, as well as programmes to 
improve health and functional ability and to remove barriers to the employment of older workers. The 
cornerstones of Finland’s policy on ageing are a consistent national-level strategy and a commitment to 
implementation. The demographic challenge cannot be met solely by emphasising the increasing 
numbers of older people. There is a need to work towards the same objective in several policy areas. 
Cooperation is needed between different sectors of the administration, as well as at the national, 
regional and local levels. In particular, there should be closer cooperation between the health and social 
sectors.  
 
Active ageing policies consist of a variety of reforms and measures, and continuity is an essential part of 
this. The biggest part of the demographic challenge is to maintain the active workforce. Otherwise, the 
financing of the social security system could become more difficult. So promoting longer working 
careers and reducing early retirement is a key target in Finland, and has gained wide acceptance.  
 
The main aims are to: 
� Raise the employment rate 
� Prolong working careers through a lifecycle approach – at the beginning of the career as well 

as at the end 
� Increase the productivity of the labour force 
� Modernise the pension systems 
� Modernise the local government and service structure. 

 
For many years, Finland has been engaged in reducing its public debt. Since the 1960s, it has 
increased the prefunding of pensions. 
 
Demographic change is also an opportunity. A longer life means more years of health and functional 
ability, which must therefore be promoted at all ages. Better health and functional capacity improve the 
everyday quality of people’s lives. Active and healthy older people are also a significant resource for 
families, communities and society as a whole. Good health in people of working age provides the basis 
for economic growth. It means longer working lives, higher employment rates and higher labour 
productivity. This, in turn, strengthens the financial base for social security. A considerable proportion of 
health problems can be avoided, through health promotion and preventive measures. If the health and 
functional capacity of the whole population continue to improve, the need for care and services will 
decrease in all age groups. This diminishes the burden of social expenditure. A high employment rate, 
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staying at work longer and reducing long-term unemployment are an effective way of combating social 
exclusion. 

 
The committee looking into social protection reform has calculated that, if retirement is postponed by an 
average of three years, Finland’s social protection expenditure as a proportion of GDP will scarcely 
increase at all. Of course, that will also depend on the level of GDP. Finland drew many lessons from 
the recession of the early 1990s, and took a whole series of legislative and other steps to recover from 
it.  
 
To extend working life, it is necessary to know which factors attract people into work. According to the 
experts, the economic motivations are not the most significant ones. People attach more importance to 
the quality of working life, occupational well-being and working conditions than to pay levels. So, while 
the economic incentives have been increased through the pension reforms, the other factors also have 
to be tackled at the workplace level. 
 
There have been many programmes aimed at increasing labour participation and productivity. The 
National Programme on Ageing Workers (FINPAW, 1998-2002) is the best-known. There has also been 
the VETO programme (2003-2007), aimed at promoting the attractiveness of working life. In a way, it is 
an extension of the FINPAW programme. The Well-Being at Work programme aims to extend working 
careers, while the purpose of the Tykes programme is to improve labour productivity and the quality of 
working life. The Kesto programme sets out to increase the attractiveness of working life and prevent 
social exclusion. The Noste programme is to raise the educational level among poorly educated older 
workers.  
 
FINPAW was assigned the objectives of strengthening the status of ageing persons on the labour 
market, improving their possibilities for staying at work and helping them to find employment. It focussed 
heavily on the concepts of work ability and employability, which would be discussed in more detail in the 
next presentation. FINPAW’s ultimate aim was to raise the employment rate, in the long run, to 75%. 
The main responsibility for the programme was borne by the Ministry of Social Affairs and Health but 
there were also many other key actors, including the Ministry of Labour, the Ministry of Education and 
the Finnish Institute of Occupational Health (FIOH). This is a research and specialist organisation which 
enjoys a high reputation both nationally and internationally. The employers and the employees 
highlighted different aspects of the programme. The trade union organisations emphasised the need to 
improve the quality of working life and promote working capacity. The employers stressed the 
importance of economic incentives. The FINPAW programme was comprehensive in its approach and 
implementation. It comprised some 40 different measures. The emphasis placed on the different types 
of action varied across the programme period.  
 
Information campaigns played a central role. The slogan was “Experience is a national asset”. The 
campaigns were aimed at the population as a whole, political decision-makers, employers and 
employees, occupational health and safety personnel etc. The objective was that measures should 
cover both the individual workplace and social levels. All the information disseminated in this 
programme was based on research. The FIOH produced very valuable studies on how to preserve work 
skills and improve well-being at work. Later, education specialists increased the supply of appropriate 
training for various target groups, such as occupational health and safety staff, regional occupational 
safety authorities, labour administration staff, workplace management and older workers themselves. In 
addition, the programme carried out comprehensive practical workplace promotion and set out to 
improve the effectiveness of public employment services in serving ageing customers. Information and 
training campaigns were also directed towards middle management and small and medium-scale 
enterprises. It was important to convince middle management that maintaining work ability is essential. 
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A cornerstone of the programme was the promotion of ageing workers’ on-the-job learning. Training the 
trainers was another important element. Now, there is a network of trainers in age management.  

 
Gradually, the focus shifted towards legislative reforms. The most important was the pensions reform of 
2005. FINPAW and many other working life programmes prepared the ground for it. Its main aim is to 
delay the age of retirement and adjust the pension system to the increase in average life expectancy. Its 
main effect is to postpone the average effective retirement age by 3 years in the long run. Following this 
reform, the pensionable retirement age is now flexible, between 63 and 68 years of age.  
 
The results are, she said, convincing. It is always difficult to demonstrate cause and effect within a 
society, but these programmes and reforms do seem to have had a very important impact. The 
employment rate for the oldest workers in Finland has clearly risen the fastest among the EU countries. 
The rate itself is still lower than in Sweden and Norway, but the increase is very rapid. The employment 
rate for those aged 55-64 has increased from 35% in the mid-1990s to 53% by 2006. So it has added 
18 percentage points within 10 years. For those aged 58-63, the increase is more than double that for 
prime-age workers. This demonstrates that the programmes and reforms have had some influence. Of 
course, the economic growth of the past 12 years has also had a major impact, but the difference 
between the employment rate increase for older workers and that for prime-age workers is significant. 
Moreover, the effective retirement age has been postponed by almost half a year since 1 January 2005. 
This is a big increase, and it looks as if the objective of postponing retirement is being achieved even 
more effectively than expected. There had been no way of knowing how older people would react to a 
trade-off between economic incentives and leisure time, but the first results are very positive. This 
shows that it is possible to achieve a major change of direction, as long as the work is carefully planned. 
 
The Finnish active ageing strategy is a work in progress. The main targets of the committee to reform 
the social protection system are to: 
 
� Make work pay and reduce incentive gaps by improving incentives in both directions 
� Alleviate poverty  
� Provide an adequate level of social protection in the future too. 
 
 
She felt that the main reasons for the success of the Finnish policy in recent years are: 
 
� Crisis awareness. The recession of the early 1990s was a wake-up call. Everybody knew that         

something had to be done.  
� A consistent national-level strategy and targeted adjustments.  
� Good cooperation between the different actors. To achieve this, people have to be drawn into 

the project right from the planning stage. That produces commitment to the reforms. 
� Information campaigns. They played a central role in the Finnish policy, at many levels and for 

many target groups. The fact that the information was based on recent research and 
development was crucial. 

� The promotion of work ability for all workers. The importance of this has been growing. 
� Legislative reforms. These have convinced people that something really is being done now. 
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Discussion 
 
Reiner Aster (GSUB – Gesellschaft für soziale Unternehmungsberatung mbH, Germany) noted the 
wide range of factors that motivate Finnish workers to stay at work until the statutory retirement age – 
as set out in Table 2 of the host country report. How does Finland set about ensuring that these factors 
are present? Marja-Liisa Parjane replied that this is achieved mainly through close cooperation with the 
social partners at the workplace level. Roy Hillers (Ministry of Social Affairs and Employment, 
Netherlands) asked about the particularly rapid ageing of the population in Finland. Could she give more 
details of this, and what will be the likely impact on social spending? Marja-Liisa Parjane answered 
that, in the long run, the ageing of the population in Finland will be at roughly the same rate as in the 
other EU countries, but at the moment it is faster. The Finnish labour force has already begun to 
decrease. It will be several years before the impact of social expenditure cuts is felt. However, it is 
already becoming more difficult to find the finance for social benefits, given the reduction in the labour 
force. So Finland has to act now. It cannot wait any longer. Nigel Meager (IES Institute for Employment 
Studies) asked about the impact of migration on labour supply. In many EU countries, he said, labour 
force numbers have been stabilised through immigration, rather than through longer working lives or 
increases in the indigenous population. Marja-Liisa Parjane said that the number of immigrants is very 
low in Finland. Nonetheless, it is expected that more will arrive in future. Of course, it is important that 
they should be suitably qualified for the jobs available. Klaus Halla (Ministry of Social Affairs and 
Health, Finland) added that difficulties are already being encountered in finding sufficient skilled labour 
for some sectors. For instance, the metalworking industries have been expanding rapidly, but they are 
having trouble in recruiting skilled workers.  

 
 

Maintenance and promotion of work ability – cornerstone of Finnish active ageing policies 
 
Tomi Hussi (National Expert – Finnish Institute of Occupational Health) said his institute is probably 
unique, even within a global perspective. While Finland has a population of 5.2m, there are 800 people 
working at the institute. So in relative terms, it is one of the biggest institutions in the world. Even in 
absolute terms, its staffing is close to that of the US National Institute of Occupational Safety and Health 
(NIOSH). The FIOH is a multidisciplinary research institute, constituted as a sectoral research 
organisation of the Ministry of Social Affairs and Health. Besides focussing on research, it also provides 
a lot of training, consultancy and expert services in various areas. He works with Professor Juhani 
Ilmarinen, who is recognised worldwide as one of the grand old men of research on ageing and work. 
Prof. Ilmarinen began his work in this field 30 years ago. He has a deep knowledge of the subject, and 
has brought the FIOH to the forefront of studies on the relationship between ageing and work. An early 
example is the Finn Age - respect for the ageing action programme which was run from 1990 to 1996. 
So the institute itself has almost 20 years’ experience of running big, influential research and 
development activities in this field. The recent book by Juhani Ilmarinen, Towards a Longer Worklife!, is 
the current state of the art as far as the institute’s output is concerned, and Tomi Hussi strongly 
recommended that the participants should take a copy of it back with them.  
 
The work ability framework is the cornerstone of Finland’s active ageing policies. It has four main 
dimensions: 
� Health and functional capacities; 
� Adjustment of the physical work environment; 
� Professional competence; 
� Adjustment of the psychosocial work environment. 
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While the first two may be regarded as more traditional approaches to occupational health and safety, 
the latter two are, he stated, new dimensions introduced into Finnish practice.  
 
The Finnish model is strongly linked to health issues. There is also an interrelationship between 
maintaining work ability and tackling disability issues. This goes back to the mid-1980s, when a general 
consensus was reached among labour market organisations1 that disability was creating more and more 
problems in terms of rising costs and that something had to be done about this development. This 
finding resulted in the generation of a framework for the maintenance of work ability. As disability was 
the starting point, health obviously became the primary point of entry. In Finnish legislation, disability is 
always related to some kind of illness. In this context, the issues of competence, work community and 
work environment are subordinate to that of health. For example, lack of competence was discussed 
mainly in terms of its being a cause of occupational stress. On the work community side, workplace 
bullying became a prominent theme. From a workplace environment point of view, traditional workplace 
health and safety concerns were included in this perspective. 
 
But, Tomi Hussi said, the framework can also be seen from another point of view, as set out in the 
excellent discussion paper by Professor Sterdyniak (see the following section of these minutes). Prof. 
Sterdyniak, among others, was calling for initiatives focussing on competence issues. The same 
framework can indeed be viewed from a competence perspective. Here, the customer, rather than 
disability, becomes the focus of interest. Every organisation, whether in the private or the public sector, 
is always dependent on some kind of customer and has to create some form of use value that relates 
the customer to the organisation. Because we are living in a world that is turning more and more 
towards intangible issues, the competence aspect is the most important to the creation of this use value. 
However, today’s work tasks are so complex that use value depends less on workers’ individual 
competences than on their ability to work together. Collective competence has become the key to 
creating use value. So in this perspective, both work competence and work community become the 
essential elements. Work health and environment issues remain important in this setting too, but more 
in the role of supporting the functional abilities of the work community. 
 
If we consider well-being at work and fluency of knowledge work, we notice a big change in the way that 
competence issues are viewed. For example, whereas organisational management previously focussed 
on individual competences, there is a trend towards discussion of collective competence. The 
recognition of the importance of tacit knowledge can be taken as an example of this development. The 
first linkage supporting this change comes from the work environment aspects – for example, the advent 
of information technology tools and the more recent approach of consciously developing work 
environments in a way that supports creativity. The work community linkage emphasises, for example, 
that simply placing a computer on everybody’s desk will not change work practices very much unless it 
is accompanied by changes in working relationships. Key characteristics of this approach include a 
changed leadership style (a shift away from bureaucratic management towards empowerment) and also 
a greater general emphasis on the importance of collaboration. Under this approach, the health 
dimension really is an issue, because if an individual’s health level is absolutely poor, he or she is 
unable to participate in the activities of the work community. But within this approach, the attitude to 
health is ambiguous. Some authors of management studies are unwilling to discuss the health 
dimension at all, while others adopt sophisticated approaches – for example, talking in terms of 
occupational stress and burn-out as hindrances in the move towards collective competence. When all 
four dimensions are up and running, this combination promotes well-being at work but also the fluency 
of knowledge work. So the Finnish framework for the promotion of work ability also fits in well with the 
requirements of knowledge work.  
                                                
1  Labour market organisations: a common Nordic term equivalent to “social partners” – i.e. trade unions and employers’ 

organisations. 
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To help provide a basis for discussion over the two days, he had drawn together some points from the 
peer countries’ papers. Many of these mentioned employment, so he would give the Finnish view of the 
relationship between work ability and employability. Work ability is one part of employability, but a policy 
dimension is also needed. And of course, if employability is to be relevant, a further step has to be taken 
into actual employment, which has positive impacts on economic well-being but also on human well-
being, both individual and collective.  
 
Concerning Finns’ attitudes to their work lives, he cited a representative study of EU citizens in the year 
2000. He divided its outcomes into three geographical groups: the Scandinavian countries, Middle 
Europe and Southern Europe. As regards individual resources, the survey showed some differences 
between the three groups concerning health and safety, but generally the level of satisfaction is quite 
high. The same goes for job satisfaction. But if we turn to the probability of people’s working at the same 
job at age 60, the study shows that active ageing policies still have quite a way to go in all three regions. 
The importance assigned to work skills is high, and broadly similar, in all three. On the other hand, when 
people were asked if they think that their work promotes their health, the response was almost entirely 
negative in all three groups. In fact, there is a lot of evidence that the health status of the employed is 
better than that of the unemployed. Nonetheless, the subjective impression that work is bad for one’s 
health is, he felt, an alarming sign for us all. Turning to the requirements of work, almost 100% of 
respondents in all three regions believed that age discrimination does exist. The survey figures also 
showed that considerable work is still needed on other factors under this heading (the physical 
environment, the physical workload, the social environment, the ability to regulate, tight work schedules 
etc.)  
 
A strategy run by the FIOH on age management issues is on the theme of life course and work. “Age 
management” does not mean focussing exclusively on the last parts of working life. The early 
programmes concentrated solely on employees aged 45 and over, but the present ones cover the whole 
course of working life. Programmes include those for pupils in primary and vocational education, for the 
unemployed and for workers entering the senior phase of their careers. Occupational healthcare 
services are also being developed from a life course point of view. These focus on shiftwork, critical 
transitions and age management training. Age management is a matter of combining age-related 
knowledge with general leadership activities within an organisation. If they are kept separate, there is no 
real benefit to the organisation in terms of its day-to-day activities.  
 
The goals of the age management training programme are: 
� Increased knowledge of issues relating to work and age; 
� Improving age-related attitudes; 
� Enhancing the ability to create solutions.  
 
The first two goals are the prerequisites for the third. 
 
In his view, the reasons for the success of the Finnish policy are: 
� A national programme, facilitated by the fact that Finland is a small, homogeneous country with a 

Nordic welfare state and well-developed competence in occupational health and safety. The Finnish 
occupational health and safety system is very much built around the work ability concept. Health 
and safety experts are therefore powerful agents of change within Finnish working life. 

� A political consensus, based on a broad political spectrum within successive Finnish governments 
(“rainbow government”), strong tripartism (joint decision-making by government, trade unions and 
employers), central collective bargaining agreements and cross-ministry cooperation. 
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� A favourable backdrop – notably the tailwind from the economic upturn, the success of a number 
of key Finnish industries (ICT, paper and wood etc.), Finland’s highly competitive economy and 
good rates of later retirement, exceeding the European and OECD averages.  

 
Remaining challenges include: 
� Unemployment in general, and more particularly long-term unemployment among older people 
� The need for a better transition from working life to pensionable retirement 
� Demographics: successive generations will continue to be smaller in number, so this is not just a 

temporary problem caused by retirements in the baby boom generations 
� Continuing labour shortages 
� The need to develop immigration 
� Implementing nationwide the good practices that have been created within individual 

organisations. 
 
So although the statistics show many positive developments in the Finnish situation, there is still a lot of 
work to do. He therefore welcomed the Peer Review as an important opportunity to learn from 
everybody’s experience. 
 
 
Discussion 
 
Reiner Aster wondered about the distinction made between the concepts of “employability” and “work 
ability”. Is the difference perhaps that “employability” is more concerned with people who are outside 
working life, whereas “work ability” relates more to those who are in work? Tomi Hussi replied that he 
would not distinguish them in those terms, because even people who are in employment have to have a 
sufficient level of employability. The important point is that policy has to go beyond work ability. It also 
has to take account of employability.  
 
Zsombor Cseres-Gergely (Institute of Economics, Hungary) was keen to know how an institute as big 
as the FIOH is financed. Tomi Hussi said that about 60% of its finance comes from government. The 
other 40% is the income from the institute’s provision of expertise and training. Zsombor Cseres-
Gergely also asked how the FIOH’s output is used. Is it sent to government, or published directly by the 
institute itself? Tomi Hussi replied that the institute has strong connections to all the parties within the 
Finnish labour market. Apart from being a sectoral research institute of the ministry, it cooperates with a 
wide range of organisations and institutes. For example, its training activities are conducted in close 
cooperation with Finland’s central training organisations. Klaus Halla added that the FIOH is steered by 
both the Ministry of Social Affairs and Health and the Ministry of Labour. The ministries have 
performance agreements with the FIOH and other agencies. These set out common goals. For the 
ministries, the advantage of the close ties with the FIOH and other institutes is that the ministries can 
use their outcomes in the drafting of policy guidelines, specific policies and reports.  
 
Roy Hillers asked what information is provided by Finland’s work ability index concerning the level of 
productivity. The Netherlands is also working on the concept of work ability, but from a different angle. 
One Dutch concern is that, when people grow older, employers face a productivity problem. That is 
seen as a problem that has to be faced when promoting active ageing. Tomi Hussi replied that the 
work ability concept really does not focus on productivity. Other tools would have to be used to deal with 
any productivity issues. Both the concept of work ability and the instrument of the work ability index are 
based on very solid research spanning 27 years.  
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Hans Bosselaar (Meccano policy research, Netherlands) asked how many employees attend the 
training elements of the Finnish programme, and what motivates them to do so. Tomi Hussi said the 
institute has its own centre for the provision of training services, with about 30 full-time employees. The 
promotional framework for occupational health and safety is one of the cornerstones of the institute’s 
activities. It would be difficult to give an overall figure for attendance at training sessions because, as 
well as the training given directly by the institute itself, it also provides similar services via other 
organisations. A very rough estimate would be that 10.000 people per year attend one or other type of 
course.  
 
Presentation of the discussion paper 
 

Prof. Henri Sterdyniak (Thematic Expert – French Observatory of Economic Conditions, OFCE) said 
this was a difficult topic for a French expert to discuss. At the time of Peer Review, there were 
widespread strikes and social unrest in France because the employees of the big public enterprises 
were opposed to having their retirement postponed. So, he stated, France is not a model of social 
discussion on pensions reform.  
 
Nonetheless, it is clear that over the coming years, the proportion of older people will strongly increase 
in all the EU countries. Every country therefore needs to implement a social inclusion strategy 
targeted towards older people. This strategy needs to include: 
� The maintenance of pensioners’ income level. This raises sustainability issues. 
� Postponement of the retirement age, in order to avoid increasing the burden of pension costs. 
� Improvement of the physical condition of older people. 
� Involvement of retired people in social activities. 
 
Finland is a particularly interesting example to study in this respect, because it has succeeded in 
strongly raising older workers’ employment rates through extensive programmes to promote active 
ageing and keep older people at work. So the Peer Review should analyse the impact of these 
programmes on older workers’ activities. Could they serve as a model for the other European countries? 
 
Active ageing has become an issue in all EU countries, due to increased life expectancy, declining 
fertility and the fact that the baby boom generations are now reaching retirement age. European 
Commission projections show that many EU countries will see potential employment decrease 
significantly because of the ageing of the population. There are huge discrepancies between 
employment rates for the 55-64 age group in EU countries (in 2004, the figure ranged from 23.5% in 
Slovenia to 68.8% in Sweden). Poor performers in this respect include Belgium, Italy and Austria, while 
the good ones include Denmark, Sweden and the UK.  
 
Since the 1970s, the trend in most European countries had been to lower the retirement age and 
introduce early retirement schemes. It will not be possible to do this in future. The European countries 
have to move from an “early exit” culture to an “active ageing” policy.  
 
Most EU countries have already undertaken significant pension reforms, generally including three 
components:  
� Measures to reduce the amount of public pensions. But these measures may push many people 

into poverty, which is not socially desirable. 
� Measures to induce workers to supplement their public pensions with private pension funds. But 

there is a risk that only a part of their salaries would be covered, and so there would be poverty 
among older people. 
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� Mandatory or incentive measures to postpone the retirement age. This is a better strategy, as it 
can generate a triple dividend: 
- higher output; 
- higher tax revenues and social contribution receipts; 
- lower pensions spending. 

 
This is the strategy proposed by the EU’s Lisbon Agenda. However, it raises two risks: 
 
� That older workers who are no longer entitled to a pension will be unable to find a job. They will 

therefore experience long periods of unemployment and will be obliged to retire on a very low 
pension. Here, “supply” measures must be taken to induce firms to maintain older workers in their 
jobs or to hire older workers. 

 
� A widening of inequality among pensioners, as white-collar workers will be able to work longer and 

build up a reasonably good pension, whereas manual workers will not be able to work longer and 
will have to retire on a small pension. So differences in life expectancy, work ability and work 
burdens between different occupational groups need to be taken into account if a reform is to be 
both effective and fair to manual workers.  

 
Five European countries can be considered “successful” in this field: older workers’ employment rates 
are high in three of them (Sweden, Denmark and the UK), while two of them (Finland and the 
Netherlands) have succeeded in achieving increases in older workers’ employment rate that are faster 
than those in the general employment rate. In general, there is a relationship between the overall 
employment rate and the employment rate for older workers. Countries with a high employment rate for 
older people generally have a high employment rate for people in general, and more especially for 
women.  
 
However, countries with a high employment rate for older people tend to have less generous pensions 
than other EU countries. This is because: 
� Work incentive strategies also create losers – those ageing workers who fail to keep a job. They 

end up with lower pensions. 
� A low level of pension is an incentive for employees to work longer. 
� A good level of pension is an incentive for workers to retire as early as possible (as may be seen in 

France and Italy). 
 
Interestingly, in the Finnish case, although older people’s employment rate decreased during periods of 
depression, it has increased by 17 percentage points since 1995, the most rapid rise in the EU, despite 
the fact that the general Finnish unemployment rate has remained rather high. This suggests that the 
increase in the employment rate for older Finnish workers, while certainly attributable in part to the 
improvement in the economic context, is also due to institutional reforms (initially the reform of early 
retirement schemes and later the reform of retirement schemes) and to the Finnish specificity of having 
undertaken substantial active ageing programmes. Demographically, Finland is in an intermediate 
position. The age ratio will worsen less than the EU average. But it will worsen earlier. Relative to the 
average wage, Finnish pensions are not particularly generous. There is a relatively high level of poverty 
among older people, for a country which has a very low overall poverty rate.  
 
One specificity of Finland is that there are few available choices for increasing the labour force. The 
female participation rate is already particularly high, and there is unlikely to be a large influx of migrants, 
for the reasons already cited by other speakers – Finland’s remoteness and climate, and the difficulty of 
the language. So the only solution is to increase the participation rate of younger or, more particularly, 
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older people. In a way, this is a fortunate thing for Finland. In Italy, for instance, the large influx of 
migrants is likely to postpone consideration of the need to increase older people’s participation rate. 
Another Finnish particularity, compared for example to France, is its tradition of negotiation between the 
social partners.  
 
The “last in, first out” system generally implemented in Finnish workplaces is, at least in principle, 
favourable to the continued employment of older workers. On the other hand, employer contributions to 
pension, incapacity and unemployment schemes are higher for older employees, at least in companies 
with more than 50 employees (18% for a 22-year-old employee; 23% at age 48; 26% for those aged 52 
or over). This can lead companies to refrain from hiring people of a certain age, or presenting certain 
risks. Individually, however, companies are interested in maintaining the work ability of their employees, 
thus avoiding early pension pay-outs.  
 
Finland has high levels of vocational training. This is generally considered beneficial to employability, 
which would be a prerequisite for working longer. However, the correlation is unclear. The EU country 
with the highest levels of vocational training is Austria, which has poor performances in terms of older 
people’s employment.  
 
Generally, Finland has a very low level of part-time work. However, the number of part-time workers 
increases considerably in the age group 55-64, due to the part-time retirement scheme which is one 
element of Finland’s success.  
 
One contradictory result emerged from the 2005 European Working Conditions Survey: it is in the 
Nordic countries that workers complain most about the effects of their work on their health, although it is 
in these countries that governments and the social partners pay most attention to occupational health 
and safety. Within the EU-15, it is in Finland that the proportion of people declaring a chronic health 
problem or a disability is the highest (32.2% of people aged 16-64, as against 16.4% in the EU-15 and 
6.6% in Italy). He suggested that this might reflect the particularly high level of incapacity benefits in 
Finland. While life expectancy in Finland matches the EU-15 level, i.e. 78 years, Finnish life expectancy 
in good health is the lowest in the EU-15 (57 years in Finland; 65.2 in the EU-15). A problem in Finland, 
he felt, is that people complain a lot.  
 
Like most European countries, Finland has reformed its retirement system. Some schemes were 
abolished. Some were postponed. For instance, the minimum age for part-time retirement has been 
raised. The specificity is to have first introduced the active ageing concept, with a broad programme 
involving all social partners and administrations. The first programme, Finn Age – respect for ageing, 
was aimed at the promotion of healthy workplace conditions and health maintenance. Then came 
FINPAW - the National Programme on Ageing Workers, followed by the Well-Being At Work 
programme, with the same focus, then the VETO programme, conducted by the Ministry of Social 
Affairs and Health to increase the attraction of working life, then the Tykes workplace development 
programme piloted by the Ministry of Labour and the Kesto programme to increase the attractiveness of 
working life. The Kaiku programme did the same for the public sector. Then there was the Ministry of 
Education’s Noste programme, and the Motivo and Evita programmes introduced by insurance 
companies to give employers incentives for action in favour of longer careers. In the past, there have 
been a lot of programmes, mainly about health in the workplace and how to modify workplace 
conditions in order to enable people to work longer. Finland’s last National Report on Strategies for 
Social Protection and Social Inclusion (2006) no longer mentioned this policy, which he found 
surprising. Comparing the situations in Finland and Sweden, it can be seen that Finland has made a lot 
of progress, although it has not yet reached the Swedish activity rate for older people. So there is still 
some way to go. 
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There is one surprising development in Finland: an increase in the poverty rate over the past ten years. 
According to data from the Ministry of Social Affairs and Health, Finland’s global poverty rate increased 
from 7.3 in 1996 to 12.0 in 2005 (from 4.3 to 8.1 for men aged 65+ and from 8.9 to 15.7 for women aged 
65+). He had not read any official Finnish explanations of why the poverty rate has increased so much, 
especially for older people. This is a problem.  
 
There appears to be a consensus on the Finnish policy. Finnish people wish to maintain the Nordic 
model, but they do not want to raise the social contribution rate, nor to bring in more foreign workers. 
The recession had a great impact and people are now more aware of budgetary constraints. The 
consensus was facilitated by three factors:  
 
� The programme was implemented in a situation of rapid growth and decreasing overall 

employment. So a choice between increasing the employment rate of older people or that of 
younger people did not arise. It would be interesting to see what happens if Finland ever 
experiences another economic crisis: will the older people remain in activity?  

 
� The “active ageing” programmes have helped to create a new social culture – the idea that 

ageing people should have a job and that society, companies and trade unions should become 
committed to changing work organisation in order to enable ageing people to work. 

 
� The reform was accepted because it substantially improves the level of pensions. So people 

have accepted that they should work longer in order to receive a higher pension.  
 
The programme benefited from the cooperation between ministries. He finds it strange that the 
programme was run and implemented by the Ministry of Social Affairs and Health and that the Ministry 
of Labour was less involved. The programme is concerned mainly with health issues, and less with such 
matters as career patterns or the transfer of older workers from one sector to another (from 
manufacturing to services), which are also important issues. It appears that older Finnish people are not 
massively involved in this policy. He has not noticed that any Finnish pensioners’ organisation has taken 
part in the debate. So what is the role of older Finnish people themselves in this policy decision?  
 
The Finnish programme is generally considered a success story, because the aim was to prepare the 
reform. The reform was implemented without provoking a social crisis, and the employment rate for 
ageing workers has risen faster in Finland than in any other EU Member State. However, it is difficult to 
distinguish the effects of economic growth, the early retirement reform and the active ageing strategy. It 
would be interesting to know if there has been specific evaluation of the impact of each element of the 
strategy. He was surprised by the accumulation and succession of similar programmes. Why is there 
not more continuity within Finnish administrations? Why is there a specific need for five-year 
programmes, rather than a continued effort?  
 
The mobilisation seems to be driven more by the administration than by the social partners. Was the 
postponement of the retirement age the choice of the political parties, or only of the administration, or of 
the Finnish workers? How important are economic incentives, in comparison to the “active ageing” 
strategy, in preventing early retirement? Would it be possible to maintain a high employment rate for 
older workers in times of low economic performance?  
 
The strategy focussed on workers’ health, the maintenance of work ability and the improvement of 
working conditions. How can we explain this emphasis on health? The programmes seem to have been 
less concerned with issues such as training or adaptation to new technologies. They do not seem to 
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have financed substantial training schemes. Was this a deliberate choice? What is the strategy? Should 
we try to prepare older workers for new technologies, or should we accept that ageing workers will work 
in the service sector and concentrate the training on younger workers?  
He had not noticed any reflection on workers’ careers. Should we organise second careers with less 
responsibility and lower earnings? Or are the health promotion programmes sufficient to enable older 
workers to remain in the same jobs? The Finnish government has not introduced subsidies for older 
workers. This point might be discussed: Is it necessary, or dangerous, to give firms subsidies if they hire 
or keep older workers?  
 
From the French point of view, he finds it surprising that the Finnish programmes do not address the 
issue of the inequality between categories of worker towards the end of their careers. For blue-collar 
workers, it is difficult to keep working after a certain age, while it is easier for white-collar workers and 
executives, who have a longer life expectancy. How are these disparities taken into account in the 
Finnish reforms, which run the risk of exacerbating inequalities? Do we need specific arrangements for 
manual workers who have physically demanding jobs?  
 
What can be done to increase older people’s involvement in social activities and associations, so that 
they become actors and not only objects of the policy? 
 
 
Discussion  
 
Nigel Meager suggested that the Finnish policy’s concentration on health issues might not necessarily 
be a negative thing. It could be the result of the great efforts that Finland has made over the years to 
stimulate awareness of occupational health and safety and their relevance to other employment issues. 
He also asked participants to be aware that comparisons of national experiences in this field might be 
complicated by differences of terminology.  
 
Magda Zupančič (Ministry of Labour, Family and Social Affairs, Slovenia) felt that, in addition to policy 
continuity and intersectoral cooperation, the increase in productivity was probably a factor in the 
success of the Finnish policy. One of the conditions for achieving high productivity is the availability of 
good competences and skills. Postponing retirement also presupposes a certain skills level. How, 
particularly in the case of small and medium-scale enterprises (SMEs), does Finland tackle the task of 
changing employer attitudes to low-skilled older workers? And how is the financing of vocational training 
organised? Is there cost-sharing with employers? Do they see older workers as a cost in the short term, 
but a potential asset in the longer term? She also asked if people’s criteria for judging a job “good” or 
otherwise might vary according to age, gender and education, and whether this should be factored into 
policies. In reply, Tomi Hussi noted that SMEs are Finland’s major employers. But they obviously have 
fewer human resource management specialists at their disposal than large firms do. So issues around 
ageing and work are indeed much more challenging for smaller organisations. The FIOH has initiated a 
specific action programme for SMEs. That is one of its key initiatives in this field. The specific aim of that 
programme was to design a promotional work ability framework in such a way that it would fit the needs 
of the SMEs. One finding was that SMEs have a great need for tailored approaches, and this really is a 
job for the kind of experts whom SMEs usually do not have at their disposal. Hans Bosselaar asked if 
the programme makes an appropriate professional available to each SME. Tomi Hussi replied that it is 
mainly aimed at stimulating the interest of a particular SME, so that it then starts seeking help for 
design. The Tykes programme, as well as Finland’s Work Environment Fund, can provide funding for 
organisations to set up a development programme. The usual ratio is that the company bears about 
50% of the cost, and the rest comes from subsidies. Klaus Halla said it should be borne in mind that 
the central employers’ organisations were heavily involved in all of the programmes under discussion. 
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So they spread the word about how to benefit from these activities. In this context, one of the main 
financial contributors has been the Ministry of Labour. It has special funds for training activities of this 
kind, which it conducts in close cooperation with the social partners. That is the usual framework for 
such activities in Finland. Tom Hussi added that the criteria for “good” work were set at the European 
level by a consultative panel. He agreed with Nigel Meager that there is always a risk that survey 
questions of this kind will be understood differently in different countries. Nonetheless, he found it very 
valuable that the EU is seeking solutions that can be used in more than one country. There need to be 
common criteria, as the EU is now one economic unit.  
 
Zsombor Cseres-Gergely argued that, before assessing whether the Finnish experience is 
transferable, it would be necessary to separate out the success of each programme – namely, the 
activation policies, the legislative change that increased the retirement age, and the economic growth 
that ensued. He appreciated the difficulty of this, given their simultaneity, but there are nonetheless 
techniques available: pilot schemes, for example. Such evaluations are necessary, because a country 
with limited resources and a huge task needs to be able to select the correct tools to deal with the 
problem, and to rank them according to effectiveness. He also wondered if Finland has investigated the 
impact that higher employment of older workers has had on youth employment. Theoretically, there are 
solid arguments against a “crowding out” effect, as output is still growing. Nonetheless, people in many 
countries, including government officials, are concerned about this issue. Marja-Liisa Parjanne replied 
that there has been no evaluation report on the programmes, because it is indeed very difficult to isolate 
these effects. Another reason is that a major part of the programmes consisted of information 
campaigns, and that is something that cannot really be measured. A specific evaluation of the VETO 
programme has been made. However, the person concerned had unfortunately not been able to attend 
the Peer Review. She would try to provide more information to participants later. Tomi Hussi added 
that evaluation is a growing issue at the FIOH, and there will be more focus on this in future.  
 
Nigel Meager asked if the increased employment of older workers has been a positive sum game or if 
there have also been some losers – particularly in terms of opportunities for youth. Marja-Liisa 
Parjanne replied that working life is going through great change, and the industries that older workers 
are leaving are totally different to those that young people are coming into. So she really did not think 
that older and younger workers are competing for jobs. When looking at the youth unemployment rates 
in Finland, it should be borne in mind that many students also work at a job and therefore, they are 
registered as employees, not as students - even if they worked only for one or two hours a week. If they 
leave or lose that job, they are then registered as unemployed. So the youth unemployment figures are 
not very meaningful. Most of the increase in the employment of older workers, on the other hand, has 
been due to their staying on longer in jobs that they already held. It is still very difficult for older workers 
to find new jobs if they get unemployed. Only 3-5% of older workers who have been unemployed do 
come back into work. Eila Tuominen (Finnish Centre for Pensions) added that there is evidence that 
the baby boom generation has been able to hold jobs down for longer than previous generations. This 
trend is likely to continue: the overall employment rate will continue to rise in the coming years. The 
pensions reform of 2005 affects those who are now over 60 years of age, so further increases in the 
employment rate for older people can also be expected.  
 
Reiner Aster noted that Henri Sterdyniak had confirmed that a substantial increase in the retirement 
age will be needed throughout Europe. The question is how to achieve this. From the morning’s 
discussion, he had understood that Finland has opted for a flexible retirement age of 63-68, on a 
voluntary basis, whereas Germany for example has brought in a mandatory system under which the 
retirement age will be postponed step-by-step, reaching 67 in 2029. What system would Henri 
Sterdyniak recommend? As most people consider work to be unhealthy, is it likely that they will 
voluntarily work longer? Henri Sterdyniak said he did not think that Germany will succeed in getting 
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everybody to work until the age of 67. It will have to develop an early retirement system for at least 
some people, so there will nevertheless be some degree of freedom. The main question is how to 
achieve fairness in the system, given the disparity between life expectancies in different types of work. 
Klaus Halla felt that people should, to some extent, be free to decide. But if they opt to work longer, 
there must be some rewards. When Finland created the flexible retirement age, those incentives were 
built in. If you have a longer working life, you will get a better pension. That incentive has already been 
seen to be functioning. For that reason, he felt it might be better to have a flexible retirement age rather 
than a gradual but mandatory raising of the age. But the incentives are key to this. Eila Tuominen 
confirmed that the increased pension accrual rate has indeed become an incentive to work longer. 
Regarding Henri Sterdyniak’s comment, in his presentation, that the Finnish pension reform gained 
acceptance because it substantially raised pension benefit levels, she pointed out that according to 
recent long-term projections issued in November 2007, the benefit level will indeed be increasing 
somewhat over the next few years, but this will be due not to the 2005 pensions reform but to the fact 
that the pension system is still maturing. In the long term, the benefit level will actually decrease 
somewhat. At the moment, benefits are about 50% of the average wage. In the long term, the figure will 
be a little over 40%. This is due to the application of the life expectancy policy. However, the system will 
make it quite easy for people to compensate for this decrease, because of the high accrual rate for 
those working beyond the age of 63. Henri Sterdyniak was sceptical about long-term pensions 
forecasts. He suggested that it is difficult to know what the situation will be in 20 years’ time. Tomi 
Hussi noted that Prof. Juhani Ilmarinen, based on his knowledge and experience, has suggested that 
there should be a flexible retirement age between 58 and 68. That ten-year flexibility would give enough 
scope to take account of individual differences in the ageing process. The reason for Finland’s current 
narrower, five-year range is, he said, that no political power has so far felt able to advocate a ten-year 
range. Reiner Aster clarified that his question had not been whether any flexibility is needed – there are 
also various flexible exits in the German system – but whether statutory regulation is also required. 
Tomi Hussi said the problem with legislation is that it is unable to take account of individual differences, 
which are quite remarkable in nature. Marja-Liisa Parjanne reported that research conducted in 
Finland showed that most people who are aged 63 and who could retire want to stay on the labour 
market. The pensions reform provided serious incentives to remain in working life. If you continue after 
age 63, you get an accrual rate of 4.5% every year. That makes a huge difference if you continue for an 
extra 5 years.  
 
Michel Laine (European Commission, DG Employment, Social Affairs and Equal Opportunities) said 
this was an interesting discussion because Finland is facing a problem some years before other 
Member States. Finland was confronted with this issue slightly sooner due to an earlier baby boom and 
the fact that immigration is low. Clearly, the solutions chosen by Finland have produced very positive 
results, and it is important for all the Member States and the Commission to understand the reasons for 
this success. One factor, in his opinion, is the Nordic model. Can we export the results without exporting 
the model? Clearly, the model is not exportable within the space of two or three years. One 
characteristic of the model is an integrated, holistic approach. Another is the fact that Nordic societies 
are consensual. They differ very much from France or Italy. What are the reasons for staying at work? 
According to the surveys conducted, the average answer is quite clear: people are motivated to stay at 
work more by the working conditions than by the level of pay. There seem to be two contradictions here, 
although they may be only apparent. One is the fact that the average wage in Finland is quite high 
compared with the rest of Europe, while Finnish pensions as a percentage of wages are quite low. And 
yet people say that their motivation for staying at work is not primarily financial. That does appear to be 
contradictory, although as long as the economy and society are prosperous, it may not be a problem. 
The other apparent contradiction is that, while Finns say that they are staying at work for longer 
because the working conditions are good, they are at the same time complaining about working 
conditions and their effect on health. Awareness-raising campaigns are no doubt one reason for that, 
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but they are not a sufficient explanation on their own. So there is something that he does not quite 
understand here. This is not just a matter of perceptions. The statistics for sick leave and for registered 
disability are high in Finland and are a problem. So are these contradictions real or apparent? They lie 
at the core of the discussion about the need for statutory regulation and/or incentives. Marja-Liisa 
Parjanne commented that work is also a form of inclusion. People want to remain part of society, and 
that is an important function of work. Michel Laine agreed, but work is not the be-all and end-all of life. 
If people join societies, look after their grandchildren and so on, they also remain part of society. Eila 
Tuominen felt that the questions raised by Michel Laine could really be answered only by asking the 
people directly concerned why they decided to stay on at work. Very soon, the results of a new Finnish 
survey on that issue would be in and would be read with great interest. Previous surveys among older 
people and employers about the best ways of keeping people at work showed that both employees and 
employers put good working conditions and good working atmosphere at the top of the motivating 
factors, together with good management and the possibility for people to have an influence on their 
work. On two issues, however, the opinions of employees and employers diverged. Employees placed 
higher importance on pay than employers did. The other difference was that older employees were not 
so keen to take part in training, whereas employers felt that it was important that older workers should 
do so.  
 
Torben Hede (Ministry of Social Affairs, Denmark) commented that Denmark, like Germany, has raised 
the official retirement age to 67 years, from 65. At the same time, it has indexed the retirement age to 
life expectancy. Denmark decided against introducing a flexible pensionable retirement age. The reason 
was the risk that it could lead to a number of old age pensioners with insufficient pensions, which in turn 
could lead to a demand for a rise in public expenditure. In the Danish case, it was felt that treating blue-
collar pensions in the same way as white-collar ones is no longer unfair, as life expectancy over a 
number of years has been rising about the same for all occupational groups. As regards pension levels, 
the Danish system, like the Finnish one, is still maturing. Pension funds take a long time to mature. 
Henri Sterdyniak asked what Denmark does about people who really cannot work until 67, for health 
reasons or others. Torben Hede replied that Denmark has a public disability scheme for people 
between the age of 18 and the old age pensionable age and also labour market schemes which enable 
people to retire at 60. However, this last scheme has given rise to lively discussion, because there are 
perfectly fit people who are retiring at 60, simply because they are members of those schemes. Roy 
Hillers asked whether, in Denmark and Germany, the fact of raising the pensionable age to 67 means 
that social benefits entitlement has been extended to 65-66-year-olds. Reiner Aster confirmed that this 
is the case in Germany - so the total cost of raising the statutory age is probably much the same as the 
total cost of providing incentives under a voluntary scheme. Tomi Hussi commented that, in the Finnish 
experience, success in achieving longer working lives depends both on pensions reform and on 
improvements in the quality of working life. These are two sides of the same coin, but only the pensions 
policy side can be determined by government. The improvements in the quality of working life take 
place at the organisational level. As mentioned, Finland provides subsidies to help companies to 
organise these initiatives, but what is then actually done inside a company is up to its management.  
 
Kadi Toompere felt that the Finnish policy contains more sticks than carrots. She had noted that the 
slight rise in pension benefits is likely to disappear due to the linkage to life expectancy. So what had 
been the main selling points in favour of the policy? She commented that a low level of pension is 
undoubtedly a motivation to work longer. This has been seen in Denmark and also in Estonia, where the 
employment rate for older workers is very high. The 4.5% accrual rate for extra years worked in Finland 
is certainly high, but she wondered how far people are actually aware of this and how far it actually 
affects their decisions. In Estonia the accrual rate is 11%, which is the highest in Europe, but despite 
that fact, many people retire early, because they are simply not aware of how much extra pension they 
can acquire by staying on at work. Eila Tuominen commented that, although the Finnish accrual rate is 
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high, it does not entail any extra costs if people work longer. She also pointed out that, without the 2005 
pensions reform and previous reforms, contribution rates would now be several percentage points 
higher. As there are now few possibilities for retirement before age 62, she felt that the pension reform’s 
contribution to raising employment rates among older workers has now more or less reached its limit. 
Any future improvements will have to be achieved by focussing on working conditions. Marja-Liisa 
Parjanne conceded that there may well be a problem of fairness in the flexible retirement system: 
people who are still fit can continue and receive a higher pension, while those who have functional 
problems will have to retire earlier on a lower pension. This unfairness may become clearer to people at 
a later stage. 
 
 
NGO statement 
 
Dušana Findeisen (AGE - the European Older People’s Platform) said AGE welcomed the Peer 
Review and the opportunity to comment on the host country paper. The document provides a good 
analysis of the challenges facing policy-makers concerned with making appropriate responses to 
demographic change, accommodating the impact of an ageing population on the employment rate and 
public finances, and implementing active ageing policies. AGE read with great interest about the various 
programmes and practices presented in the Finnish document. 
 
Finland is one of the few countries that have put into practice such an integrated approach to active 
ageing, and the Finnish example should be valuable to others. However, AGE does have some 
hesitations. It feels that such practices may not be easily transposable in other countries which have 
different social, political and historical backgrounds. The very high degree of consensus across the 
Finnish political parties and population makes for a sustainable social model. In many other European 
countries, visions of social development and the role of the welfare state differ greatly between right, 
centre and left parties. This makes any reform less sustainable. Finland’s “natural” barriers to 
immigration, such as the language and climate, also make the situation rather different. In other 
European countries, more migration may be expected and this could have an impact on the 
sustainability of the social model.  
 
The Finnish active ageing strategies have clearly been very successful, but a number of questions 
remain open, particularly as regards the potential transferability of such policies to other European 
countries with different social models and different cultural attitudes towards the employment of older 
workers. At the Slovenian Third Age University where she works, she asked the students, who are 
mostly aged between 58 and 60, why they had retired. They said that it was mainly for cultural reasons. 
There is a culture that prevents people from carrying on working. Countries also have diverse 
approaches to active ageing and economic migration.  
 
In AGE’s view, employment-focussed active ageing policies are sometimes not very well conceived and 
can only result in hurting the most vulnerable social groups. For example, in Germany when the 
government proposed to fight unemployment among workers over 50 by threatening them with a 25% 
cut in basic social security benefits if they refused to accept a “one euro job”, did they really consider 
such measures to be aimed at promoting “good work” for all? And in Slovenia, long-term unemployed 
workers are supposed to accept a job which is one or two levels below that of their education. Does this 
really mean “good jobs” for all? In some regions of France, similar measures were tried a few years ago: 
employers could employ long-term unemployed older workers free of charge. This initiative met with a 
marked lack of success and literally no employer used this opportunity. So there are other dimensions 
to be considered in relation to the employment of older workers. In France again, the government 
adopted a law in 2006 to enable employers to employ older workers under limited contracts for a longer 
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period than younger ones. After eighteen months, the French government announced, just before the 
Peer Review took place, that this measure has not delivered the expected results. Only 20 older 
workers were hired under this new law, and the measure has been abandoned.    
 
When reforming their social protection systems, Member States need to pay special attention to those 
most at risk of social exclusion and poverty: women, single parents, older workers, the long-term 
unemployed, migrants, etc. An assessment of the impact on these groups of all proposed measures 
should be undertaken prior to adoption. 
 
AGE fully supports the Lisbon objectives of maximising the employment rate of older people and calls 
for measures to be adopted to help those who want to remain in the labour market. Otherwise, older 
workers will be squeezed out of the labour market and will end up ill or unemployed, waiting for their 
pensions and really not productive for society. This requires a fully integrated and comprehensive 
strategy which pulls a range of policy levers, combining actions to create quality jobs for older workers 
and to provide incentives and support individuals to seek work, with changing the attitudes of potential 
employers to ensure they hire and value older people and remove discriminatory barriers. That entails 
education of employers, and public campaigning over a long period of time. At least six months or a 
year would be needed, in her experience.  
 
As the background paper says, it is important to ensure that jobs are available to older workers before 
adopting incentives to encourage them to seek employment. Otherwise, the actual impact of the 
strategy will run very much counter to the original good intentions. Furthermore, in their reforms to 
postpone the age at which workers will be entitled to claim a pension, Member States should keep in 
mind that the age at which people entered the labour market, the total number of years worked and the 
nature of their work strongly influence their capacity and willingness to continue working. What is 
needed to raise the employment rate of older workers is the introduction of more flexibility into 
employment contracts to suit the changing lives of older people; high-quality working conditions which 
enable older workers to reconcile work and family duties and help maintain their physical and mental 
health; skills development through opportunities for life-long learning and education; and the promotion 
of a positive approach among employers to older workers. After attending training courses, older 
workers often feel empowered. But then they go back to the workplace and find that the employers still 
prefer younger workers. So changes in favour of older workers have to be effected at different levels in 
their social environment: among the older workers themselves, among the employers and in society as 
a whole. When the Slovenian Third Age University was launched 24 years ago, Slovenia was an 
industrial country with no jobs for retired people. So it was realised that change would have to be 
achieved in society as a whole and not just in older people. Huge campaigns are needed for this.  
 
The real gains are to be made not by forcing people to wait longer, often in unemployment, before 
receiving their pensions, but in enabling them to work productively as long as they wish and then move 
into a productive and active retirement period. This is all about the physical and psychological 
conditions at work and in society as a whole.  
 
The European labour market is ageing rapidly and employers face increasing difficulties in finding and 
retaining the skilled workforce they need in order to remain competitive. The example of Finland should 
convince other Member States of the need to run information campaigns to convince employers of the 
need to change their attitude towards older workers and to stop discriminating against them. Most 
employers are not even aware that their behaviour is discriminatory. The Finnish campaign was well 
designed and tailored to the needs of Finnish employers. On the other hand, the campaign launch last 
year by the French government to promote a more positive image of older workers missed the point 
completely because it stressed performances that were not relevant to employers, using slogans such 
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as “I can make love longer than you”, “I can beat you at computer games”, “I can run faster than you”, 
etc. Such campaigns actually reinforce stereotypes about ageing rather than promoting a more positive 
image of older workers. A very good campaign was conducted about ten years ago by the German 
Federal Employment Agency. Its advertisement featured two shopping-bags, labelled as being of 
different ages, and the slogan was “They both bring in a lot”. It drove home the point that each 
generation has age-related advantages which should be brought into companies’ employment policies.  
 
In most Member States, older workers face discrimination on the grounds of age. Combating age-based 
discrimination in the workforce is unfortunately not always at the heart of Member States’ employment 
strategies. This would require action to remove age discrimination from policy and organisational 
procedures throughout working life - in recruitment, training, reward and retirement. In some countries, 
the situations of older workers and of younger workers are very similar – they depend on the generation 
in the middle. Age is still often used as a proxy for health and competence in human resources practice 
and unjustified upper age limits or mandatory retirement ages are preventing older workers from 
remaining active in the labour market. In view of demographic ageing, Member States should engage in 
an in-depth debate about upper age limits preventing access to some professions and mandatory 
retirement ages, to challenge the traditional boundaries of the “working age” population so that those 
who wish and need to work beyond pension age are enabled to do so and inflexible policies which 
restrict such choices are removed. Boundaries and limits should also be removed for people who are 
already retired. For example, in Slovenia, university teachers are not allowed to be employed after 
retirement age. Their “research number” is withdrawn, which makes it difficult for them to continue doing 
research professionally.  
 
Employment policies need to break down barriers between age groups in the workplace. There should 
be a holistic approach to the needs and wishes of all workers, and to the age-related advantages of 
workers in all age groups. In-service training is a good way to make different generations within a 
company relate. It promotes the integration of all generations, and not only older workers, into the 
company. Better psychological and other working conditions are also needed, and the prevailing attitude 
towards work must be modified, either through job flexibility, status and wage cuts, or through education 
or career management piloted by social partners. 
 
More research is needed into active ageing and what it means. After thirty years of listening to 
discussions about active ageing, she has been surprised to see how the concept has changed recently. 
Politicians now tend to restrict it to employment issues, but active ageing is much, much more. Asked 
what “active ageing” is, students at the Slovenian Third Age University gave a whole range of different 
answers. They said it means feeling well, feeling useful, being able to use the knowledge that older 
people gain, giving one’s knowledge value, and being integrated into society in various different ways, 
whether through paid work or voluntary activities. They also feel a need to acquire new knowledge. So 
active ageing is not just remaining in the labour market or getting back into it. AGE would like to stress 
the need to take a broader view of the definition of “active ageing”. It considers that this should 
encompass the promotion of healthy ageing; support to activities such as volunteering, political 
engagement and civil participation; and the facilitation of a full and active participation of older people in 
all areas of society, including through the exchange of experience and cooperation with younger age 
groups and opportunities for lifelong learning and continual skills development. 
 
Our social protection systems need to recognise the contribution citizens make to society outside of 
paid work and which are as useful to our society as paid employment. Employment policies should 
promote such involvement by making special provision for informal carers and volunteers. AGE expects 
the contribution of older people to social cohesion to increase significantly in the future. Policies to 
support a more active transition period between paid employment and old age dependency are urgently 
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needed. It should be recognised that there is a transition period between the ages of 50 and 70, and this 
should be managed in a different way than it has been up to now. Millions of older citizens can be 
empowered to play a more active role in society for their own benefit and for that of their community. 
Even if older people do continue to educate themselves, this is often regarded as being purely for their 
own sake. This is not so. It has a wider impact on other generations and the community as a whole. 
 
AGE believes that the demographic challenge cannot be met merely by increasing the employment rate 
of older workers. Several dimensions need to be simultaneously addressed. Closer cooperation is 
needed between the employment, social affairs, health and education sectors. In addition, in our post-
industrial, service-based economy, a strong investment in educational and vocational programmes 
focussing on the development of information, communication and technology skills for older age groups 
is indispensable, as is a culture geared towards lifelong learning, so as to enable older people to remain 
socially active and live independently for much longer than is the case today.  
 
It is clear that there is a real added value in discussing the Finnish approach and its transferability to 
other Member States, and AGE welcomes this Peer Review. However, one cannot ignore that there are 
very different national contexts and very different approaches to active ageing. Businesses in other 
countries will need to be convinced that such direct intervention by the State will yield benefits to them. 
Trade unions and older people also have to be convinced of the need to extend working lives.   
 
All Member States of the European Union are facing the same challenge of a rapidly ageing population. 
Coordinated actions are needed not only at national and local level but also at European level, bearing 
in mind the principle of subsidiarity. There is a demographic angle to most EU policy areas. For that 
reason, AGE feels that the various Open Methods of Coordination (employment, social inclusion, 
pensions, health care and care for the elderly, lifelong learning) should be well coordinated with other 
policy areas such as transport, housing, research, education and citizenship to develop a realistic and 
accurate understanding of what demographic change means, so as to be able to support the right policy 
responses.  
 
AGE members have raised the following points for discussion: 
� The impact of sustainable development on pensions and on the employment of elderly persons; 
� How much current national policies can have a bearing on the activity of seniors; 
� The role of the civil sector; 
� The need for massive and coordinated public campaigning. 
 
AGE would welcome it if Member States would consider: 
� Strengthening efforts to make more and better jobs available to older workers and to undertake 

research on the changes needed to encourage older workers to work longer. 
� Promoting more flexible work organisation and part-time work associated with good security and 

quality of work. Removing obstacles to part-time work must include measures to retain pension 
rights when in employment. 

� Improving the social protection of the self-employed and facilitating more targeted support, including 
access to finance to aid start-ups for older workers. 

� Taking the issue of age and multiple discrimination forward by formulating the necessary policies 
and ensuring that these are effectively and systematically implemented as part of a comprehensive 
strategy addressing demographic change. 

� Adopting active labour market policies to promote active ageing, particularly where governments 
have provided for exemptions or exceptions in the scope of the legislation under Article 6 of the 
Employment Directive.
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Continuing discussion 
 
Magda Zupančič agreed that active ageing is about much more than employment. In striving to fulfil the 
Lisbon objectives, we should try to combine both the economic and the human aspects of ageing. 
Similarly, promoting the employability of older people is about more than simply finding them jobs. It is 
about ensuring that they have decent work. Do any Member States monitor whether older workers stay 
in a job once they have one, or do they jump around from one employer to another? This could be an 
objective indicator of older people’s level of satisfaction with their jobs. Tomi Hussi said the FIOH runs 
a Promotion of Work Ability Barometer for each three-year period. This involves a quite extensive study 
of work ability status in Finland. Although the barometer is not age-specific, it is possible to draw from it 
analyses that are focussed on senior workers. These show very positive developments as far as senior 
workers are concerned.  
 
Carmen Manu (Ministry of Labour, Family and Equal Opportunities, Romania) wished to underline the 
differences between Finland and her country. Romania is making great efforts to overcome the past and 
develop a strong economy. It is in this context that it is thinking about activation and how to keep older 
workers in employment for longer. This specific issue has only very recently come to the attention of 
Romanian policy-makers, because priority has gone to keeping everybody in the labour market – in 
other words, to preventing mass unemployment. So the first initiatives were directed towards younger 
workers. Between 1990 and 2000, to avoid unemployment, many people aged between 50 and 60 
agreed to go into retirement earlier, because in that way they were sure of receiving at least some 
money – more than they would have received if they had been on unemployment benefits. Now, things 
are changing. Romania is facing a demographic situation similar to those in most other European 
countries. About 18% of the population are over 60 years of age. Another problem is the emigration of 
Romania’s younger people. Until a few years ago, that was not really a problem, but now their labour is 
needed back in Romania. Intergenerational relations are difficult in Romania. Young people currently 
tend to take one of two attitudes towards the older generation. Either they think that old people are good 
for nothing, that they are a drain on society, or else they think that older people should be respected 
because their efforts went into building the country back up. The Romanian media also take very 
outmoded attitudes. Often, young TV newsreaders will say things like “An old woman aged 55 was killed 
in a car accident today”. In her view, Romania’s attitude to active ageing (in relation with labour market 
only) will depend on overall economic developments and the demographic evolution. Right now, if 
Romanians aged about 55 are asked if they want to retire at 60 or 62, the unhesitating answer will be 
“yes”. And if they are asked if they would like to stay on longer, it will be an equally vehement “no”. But if 
you ask somebody who is two months away from the retirement age, they will say “I want to stay”. This 
is linked to the fear that they and those around them will not be able to go on living in the same financial 
circumstances. It is to be hoped that the economic situation will become more secure in the near future. 
 
Anka Tominšek (Slovene Federation of Pensioners’ Associations) was pleased that the AGE 
representative had emphasised that active ageing and social inclusion policies must also take full 
account of older people’s unpaid activities. So far, the discussion had not touched upon the voluntary 
work that older people do for each other and for society as a whole. She hoped this point would also be 
discussed. Klaus Halla agreed that the concepts both of “age” and of “ageing” require more discussion. 
We are all getting older, but is 50+ “old”? To him, the limit seemed a bit low. 
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Presentation of the Duuri Network - “Active labour market inclusion: how to reach the groups 
furthest from the labour market” 
 
Sari Toiviainen (Employment Services Centre, Social Welfare Department, City of Helsinki, Finland) is 
the head of the Duuri network. She explained that it is a network of many different types of service 
organisations. It operates in Helsinki, which has about 564,000 inhabitants. Compared with many 
capitals, Helsinki is small. But in Finnish terms, it is a major city, as 11% of the country’s population live 
there. About 9% of Helsinki’s inhabitants are of immigrant background, originally from about 150 
different nationalities, although many have taken out Finnish citizenship since settling there. Around 6% 
of Helsinki’s population are Swedish-speakers. In Finland, people who do not have enough money to 
pay for their food, housing, medicine and other basics receive what is known as a living allowance from 
the municipal social services. 51,571 people in Helsinki received a living allowance in 2006. In about 
50% of cases, this was due to unemployment. Other allowances, such as unemployment benefits and 
housing allowances, may also be payable. Statistically, the employment situation in Helsinki is getting 
better and better. At the end of October 2007, it stood at 6.1%, or 18,374 unemployed jobseekers. But 
that is not the whole picture, because people are dropping out of the statistics. Nowadays, there are 
activation goals, so people who refuse jobs are taken out of the unemployment figures. A few thousand 
people in Helsinki have probably dropped out of the statistics. Many of these are young people who use 
drugs or have other problems.  
 
There is a lot of competition on Helsinki’s labour market. People commute several hundred kilometres 
every day to work there. Those with skills will probably find a job quite easily. Others will encounter 
serious difficulties. People who have been away from the labour market for some time, who live alone 
and have few contacts, may well have problems in finding a job. Those without vocational training will 
also have few options. Helsinki no longer has many industrial jobs.  
 
Just as microbiology has developed excellent methods to help a single sperm to reach an egg cell, so 
the Duuri network is trying to find individual ways to help people. It has more than 4,000 jobseekers as 
clients, and is trying to help them individually. The paths or processes involved may last anywhere from 
a few months to a few years. In the case of young drug users, the mentoring may continue for more 
than three years.  
 
Society’s networks and systems are not holistic. Education, health and other issues tend to be kept 
separate. For example, it may be recognised when somebody is 5 years old that they will have learning 
disabilities, but there is no follow-up on this throughout their lifetime. When they go to school, there are 
not enough resources, and things get worse and worse as their lives progress. In addition to old age 
pensions, Finland provides other allowances to those who have to stop work earlier, due to illness or 
disabilities. But many people with multiple problems cannot get a pension, because they have such 
difficulty in proving that they are no longer able to work. Helsinki’s social services assess almost one 
thousand such people each year. When they are assessed, it is realised that many of them have had 
learning disabilities, combined with other challenging situations during their lifetimes – such as divorce 
and financial problems. People aged 60 or more who are finally told that they are not stupid, that they 
have learning disabilities, are often relieved.  
 
It is very important to take a holistic view when talking about qualifications for the labour market. The 
Duuri network has that holistic perspective and it tries to gather together all kinds of different resources 
not only to help people to find a job, but also to help them in many other ways. Often, employment 
offices do not succeed in placing these people. Although the employment services provide them with job 
offers, these are not suited to their abilities and their mental strength. That is why efforts must be made 
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to find a balance between all these factors. It may then be possible to change the situation in which 
these people live, their ability to work, their skills, their financial input into society and their position in 
the labour market.  
 
As with other social relationships, people’s relationship with the labour market can vary greatly. They 
can be very remote from it, with multiple problems, they can be quite near to it, or they can be closely 
involved in it, either strongly or weakly (for example, part-timers). Employment offices try to activate all 
these people without knowing if they are close to the labour market or not. So they do not succeed with 
those who are more remote from it, because they first need care, rehabilitation and maybe assessment, 
before they go on to activation. Flexibility is also needed with people who are very close to the labour 
market. For example, it is known that immigrants are often keen to take advantage of the activation 
measures on offer, including training courses. Profiling, both in Finland and in the Netherlands, has 
shown that it is impossible to anticipate what will happen with people. Some people who seem very 
likely to find a job never manage to do so, and the opposite also applies. Here, mental attitudes such as 
commitment and trust are just as important in helping people as are practical measures.  
 
Helsinki has three main service systems:  
� WORK FIRST – mainly the employment office, plus subsidised jobs with the City of Helsinki; 
� The DUURI Network – trying to help people in many ways, and not only through single 

interventions; 
� CARE – care, clarification of pension entitlements, living allowances, a certain minimum income, 

and everyday minimum rehabilitation – provided mainly by social centres and some care units. 
 
In Finland, there are 39 networks like Duuri, which is the largest. Some are very small. Some have 
combined to cover several towns or villages. All of them were established in or after 2004, on the basis 
of a government programme that is no longer valid. The networks do not have any legislative backing. 
At the time of the Peer Review, it is not yet known what the new government’s attitude to the networks 
will be, and whether they will receive legislative support.  
 
Half of Duuri’s funding and staff comes from the Employment Office, which is a governmental structure, 
and half from the City of Helsinki - mainly from the social services department, but also from health 
centres and personal service centres. There are also rehabilitation counsellors from the Finnish Centre 
for Pensions. The private sector is involved too, through services bought in for some of the network’s 
clients, and of course the employers, so that jobs can be found for the network’s clients.  
 
Duuri arranges integrated services and individual paths for its clients. These people mainly have 
multiple problems – not only with drugs or alcohol. They may have been out of a job for some time – in 
some cases, more than ten years. The Duuri process consists of: 
� case management (assessments and a plan, psychological support, practical help and facilitating); 
� a multiprofessional network; 
� a wide menu of services – both activating and rehabilitating; 
� most importantly, the job seekers’ own action to get closer to the labour market.  
 
Both when assessing people and when arranging services, Duuri takes a holistic approach. The same 
logic has to be used throughout the process. Before even trying to place people, they have to be 
assessed and their situation documented. It may be that some of them will not be found a job. In which 
case, they will be helped to obtain a pension or a minimum income from the living allowance system. 
Duuri’s main task is to rehabilitate and activate people. Duuri does not forget a client until it has found a 
solution that fits their case. So its processes can be very long. 
 



    MINUTES 

 

 
22-23 November 2007 Peer Review     Active Ageing Strategies to Strengthen Social Inclusion,  26� 
  Finland  

The Duuri network has been in existence for more than three years now. It did not have any specialised 
teams, but from 2008, it will have one team of specialists for people under 30 years old. These clients 
often face very serious problems. They may not have either any education or any work experience 
when they come to Duuri. There will be area teams for assessment and activation and a labour market 
team to find activation places for the clients. The rehabilitation and guidance network includes health 
nurses, psychologists, psychological nurses and the counsellors from the Centre for Pensions. Duuri 
has about 100 professionals on its staff. A case manager is assigned to each client, and every client is 
entitled to use the healthcare and psychological services. So there is a nucleus team available to each 
client, and the other services are gathered around that nucleus. The process is individualised and so 
can take account of the various factors concerned, including age.  
 
Networks function differently than other organisations. There are no norms and regulations. It is a 
matter of negotiating all the time. This requires a lot of trust both within the network and vis-à-vis other 
actors outside it. The background organisations behind Duuri are usually fairly hierarchical and have 
certain expectations. There is also the market aspect: competitions have to be organised to seek the 
best tenders for the bought-in services. There can be culture clashes between the networked, 
hierarchical and market elements. For example, reporting on activities is very time-consuming, as it has 
to be in a different format for each background organisation. For that reason, it would be useful to have 
some kind of legislation and structure behind Duuri.  
 
People are guided to Duuri from the Employment Office and the social centres. After assessment, Duuri 
also guides them to other services. It decides either to prepare an activation plan with a client or to end 
the process. Sometimes, the process is ended because it is realised that the person concerned will 
need a few years of rehabilitation – for example, due to a drug problem. In the activation phase, 
different kinds of services are organised and Duuri monitors the process. However, eight different types 
of software are currently used on computers within the network, so it is difficult to gather data. The 
process ends when long-term training, a job or a pension has been found for the client, or when it has 
been determined that the client is not yet ready to move to the activation phase. 
 
The normal process in Finland is that a client is first sent to the service units, and then to a subsidised 
job. After three weeks, the client may drop back out of work – perhaps because of alcohol. And only 
then does the system realise that the client had a problem. Duuri’s holistic approach reverses that order 
of events. In the initial holistic assessment, not only employment and training are discussed, but also 
health, income and everyday life – together with special signs such as debts or prison sentences. It may 
then be realised that the person does not need activation but something else – for example, care or 
training. Almost all the clients are in need of health services, despite Finland’s high-quality health 
system. Drop-outs also drop out of the health system. And of course, it is easier for them to find a job 
once their health has been taken care of. So it is very important that Duuri has nurses on hand. But the 
network does not produce all the health services itself. The nurses send the clients on to health centres 
and specialists as necessary. Case management between these various structures is well handled. 
Rehabilitation includes peer group activities, in order to get clients used to meeting people after so 
many years of isolation. This helps to smoothe the transition to social life and work. The vocational 
training is adjusted to the fact that many of the clients have learning difficulties. Employment services 
include placement in subsidised jobs, either with the City or in the private sector. Job trainers are 
brought in towards the end of the process.  
 
In 2006, Duuri monitored what happened after people finished its activation process. More than 50% of 
the processes ended because the client found either a long-term job (defined as a job lasting for at least 
9 months) or a place on an education course lasting for several years, or obtained a pension. Other 
processes ended because the clients’ life situation changed. They had a baby, they moved to another 
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locality, they were called up for military service, or they died. Some Duuri’s clients were sent back to the 
social services because they were not capable of beginning activation. The social services ensure that 
they have a minimum income and also try to arrange care and rehabilitation. However, nobody can be 
forced to go into rehabilitation, so an important part of the social work is to try to interest them in doing 
so. 
 
Clients sent by Duuri to work in subsidised jobs tend to be more readily accepted by potential employers 
than those who are sent by the Employment Office. This is because Duuri has rehabilitation services 
and does not send people to apply for a job before they are ready to do so.  
 
She described a few individual case studies who have been helped by Duuri. 
 
Over its three years in operation, Duuri has learnt a number of lessons. It has learnt that people learn by 
experience and not by thinking; that good processes bring jobs; that people need financial support and 
guidance to services; that unemployment puts people at multiple disadvantage; that clients need 
alternative paths; that integrated, holistic services are more effective. People who need services most 
often find themselves in a revolving door – the services are all around them but they cannot get at them. 
So the first need is to stop the revolving door and give people access to the services. In the case of 
young people, this may entail going out to find them. Duuri is preventing poverty and disintegration and 
promoting active inclusion, but it is also trying to change the way in which the labour market functions.  
 
 
Discussion of the Duuri project 
 
Reiner Aster agreed that individual approaches, mixed with small group approaches, are needed in 
order to tackle the kinds of situation described. He asked how long, on average, somebody who is very 
remote from the labour market will need in order to get back into a job. And does Duuri accept that 
some people will never be integrated into the labour market? If so, how big is this group? Sari 
Toiviainen that most people would take 12-14 months to get back into work – but obviously, to some 
extent, this depends on how far away from the labour market they were. She estimated that about 30% 
of Duuri’s clients will never be able to work in the normal labour market. But that is in part a reflection of 
the present-day labour market, which no longer has jobs for those with narrow qualifications. Up to the 
1980s, some of them could have found work, but not nowadays. That is very sad, because they could 
make themselves useful to society. So what they need in present-day circumstances is sheltered work. 
Otherwise, they will drop out of everything. Zsombor Cseres-Gergely asked how long it takes to 
identify the 30% who will be unable to enter the labour market. Sari Toiviainen replied that it takes 
about 12 months if they go through the pension clarification process, and perhaps even longer if they 
are initially refused a pension. But if they come to Duuri, they can generally be identified after a few 
meetings. She felt that Finland should have some other, intermediate means of income support, and not 
just a choice between a pension and a living allowance. After being turned down for a pension, many of 
these people simply turn their backs on the system.  
 
Dušana Findeisen asked what methods Duuri uses to reach out to people who might initially be 
reluctant to contact its services. Sari Toiviainen said that people often first go to the social services and 
the Employment Office, because that is where they can get money. Those services then send some of 
them on to Duuri, but unfortunately often in a random way. Apart from that, the main method is patience. 
Even if people repeatedly fail to turn up for appointments, Duuri never tells them that it is no longer 
interested. It waits. And sometimes it goes and visits them. There are also carrots. If people turn up 
once, they are offered meals if they subsequently come to the rehabilitation sessions. And if they take 
part in activation measures, they will receive money. 
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Magda Zupančič asked how long it takes to get a first contact with a person and to activate them. And 
what is the ratio of clients to counsellors at Duuri? Sari Toiviainen said the assessment phase 
generally lasts less than three months, but generally this is enough to meet two or three times. This 
period should be very intensive, because that is the only way to get people attached to the process. 
During the activation phase, good contacts are less important. The activation phase can take anything 
from 2 to 12 months, depending on the person. On the ratio of clients to counsellors, she pointed out 
that it is difficult to give a meaningful figure, precisely because the clients have access to a whole range 
of professionals. A case manager may have up to 140 clients. The logistical nightmare is how to 
arrange time for all these people in different phases of the process. But the teams often share the 
counselling roles.  
 
Hans Bosselaar said that employers are generally unlikely to hire elderly long-term unemployed 
people. So how does Duuri tackle this? Sari Toiviainen emphasised that Finnish employers are 
currently facing labour shortages. But the problem is that they tend to go and tell the Employment Office 
that they need a lot of workers, rather than telling the Duuri network. So Duuri has to offer a credible 
alternative – for example, by training its clients in line with the employers’ needs. Duuri also helps 
employers with the paperwork involved. Many enterprises in the Helsinki area are very small and need 
that help. Also, Duuri’s wide range of professional staff reassures employers, who know that back-up 
will be available if needed. And the employers can always come back. Duuri realises that the workers 
whom it places will not always turn out to be permanent solutions.  
 
Mona Martinsen (Ministry of Labour and Social Affairs, Norway) asked about the money that Duuri 
provides to clients in the activation phase. Are these regular activation payments, which are also 
available elsewhere, or do they come from Duuri’s own budget? Sari Toiviainen said that these are 
unemployment benefits, for which people are eligible if they show a willingness to seek work. What 
often happens is that the other services send people on to Duuri precisely because they have shown no 
such willingness. The prospect of the money can be used as an incentive in such cases, but Duuri does 
not use it as the only or the main incentive.  
 
Valentin Vladu (Community Care Foundation, Romania) noted that one of the case examples cited had 
involved a Roma. Does Duuri have a specific approach towards this population group, and does it have 
much experience of placing older Roma workers? He added that Romania has some 2 million Roma. 
Sari Toiviainen said that Duuri has not had many Roma clients. Duuri does not have special 
programmes for particular nationalities or ethnic groups, because the main idea behind it is to treat 
clients as individuals. Klaus Halla added that Finland does not keep statistics on an ethnic basis.  
 
Roy Hillers asked about Duuri’s organisational status. Sari Toiviainen replied that Duuri, as a network, 
really has no status. It is made up of its background organisations and has to follow all of their norms, 
which can cause complications. As Duuri’s director, she has a management group consisting of the 
directors of the background organisations, but none of them is really aware of what the network is doing, 
because they are directors of organisations and not of networks. Supervision takes place by virtue of 
the fact that City of Helsinki and Employment Office directors are involved. Nigel Meager asked if 
Duuri’s staff are its own employees. Sari Toiviainen said that, formally, they are seconded by the City 
of Helsinki and others, as she herself is, but in practice, they work full-time for Duuri. Asked whether 
similar networks cover the whole of Finland, she estimated that about 80% of Finland’s unemployment 
areas are currently covered by such networks. Asked if Duuri has targets for each year, and if so, how 
they are set, she replied that targets are negotiated between the participating organisations. This did not 
work too well at first, but both target-setting and evaluation have improved in 2007. The network is 
developing all the time. Asked if Duuri tries to learn about its clients’ background, she confirmed that this 
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is one of the reasons why the assessment process has been developed. At first, questionnaires were 
tried, but that approach did not work very well. To a question about information-sharing between the 
network partners, she said that the organisations now have at least one computer programme in 
common, to enable sharing. Clients sign an agreement to the sharing of information by all organisations 
in the network. The problem arises when resources outside the network are used – for example, day 
clinics. That can become very bureaucratic if clients do not agree to data sharing. Asked if many clients 
refuse their consent, she said that very few of them object to the sharing of the information. Asked what 
proportion of the unemployed are referred on to Duuri, she said about 20%. About half of those actually 
need Duuri’s services. She is convinced that Duuri’s approach is the most fruitful one, and that a 
structure along these lines will need to be established in Finland in future. And, she was asked, does 
Duuri judge its success purely on job placements, or also on the other help and support that it provides 
to its clients? The problem, she replied, is that employment is the only aspect that is shown in the 
statistics. That is why it may appear to some that Duuri is not very effective. The holistic assessment 
system is not currently measured by any statistical method, but efforts are underway to develop one. 
Case studies are also being conducted which should provide more detail on the non-employment 
aspects of Duuri’s work. It certainly contributes to other forms of activation, by helping people to take 
care of themselves and to re-engage with society. Analysis of these aspects has been promised, but is 
taking some time to put into place. 
 
Reiner Aster recalled that, under an EU-supported programme, the results of Dutch initiatives to bring 
people closer to the labour market were measured by British researchers. If the people concerned took 
up voluntary work, that was counted as a success. So he suspected that indicators for the non-
employment aspects of Duuri’s achievements do exist now. Sari Toiviainen said that might be possible. 
What is needed now is some indicators for the politicians. Also, Duuri’s own professionals need this 
information in order to show their clients that Duuri really can make a difference to their lives. To gather 
the information needed, Duuri really must ensure that its IT resources are compatible.  
Klaus Halla asked if Finland’s new legislation on social enterprises is beneficial to Duuri. Sari 
Toiviainen replied that, although good in theory, this legislation is not really working in practice – as is 
also the case with similar laws in some other countries. Duuri now has just over 100 social enterprises, 
with about 200 employees. The problem is that many social enterprises are not really productive. They 
are often put together by unemployed people in a laudable attempt to do something, but these people 
frequently lack entrepreneurial skills. She thought that social enterprises in the UK and Lithuania 
probably work better, because they bring in outside managerial expertise. Klaus Halla agreed that 
social enterprises are still a very young movement in Finland, and are not yet functioning very well. 
Subsidies are probably needed. 
 
 
Continued discussion of the Finnish policy on active ageing 
 
Torben Hede asked about the Finnish experience of bringing people back into the labour market after 
they have started drawing a disability allowance or pension. Marja-Liisa Parjanne replied that it is very 
difficult to get people to re-enter the labour market in these circumstances. Torben Hede commented 
that one problem encountered in Denmark is that people with disabilities are afraid to take paid 
employment, because they fear losing their state pension. So Denmark is trying to take measures to 
make it profitable for them to work. Klaus Halla recalled that Finland reformed its legislation on this 
some years ago. Now, a person with a disability who goes back to work retains the right to a pension for 
two years. So if the job does not work out, the disability entitlement is still there. However, few people 
have been attracted back into the labour market by this reform. It may well be that it is too 
bureaucratically applied, and needs to be made more flexible. Michel Laine asked if it is possible to 
have a part-time invalidity benefit. That possibility does exist, Klaus Halla replied, but it plays only a 
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very minor role. Marja-Liisa Parjanne pointed out that disability pensions are not easy to obtain. 
Applicants have to go through a very strict medical test. So when somebody does get a disability 
pension, it is unlikely that they will ever be able to return to their previous job. A change of thinking is 
needed, however. A disabled person who is unable to return to his or her former work may nonetheless 
be able to do something else.  
 
Henri Sterdyniak asked if Finnish enterprises are advised to lengthen people’s working lives by making 
it possible to switch to another job within the firm after the age of 55. Tomi Hussi said that the pension 
insurance funds sometimes pay at least part of the cost of retraining an older worker for a new job, 
because paying for the retraining is cheaper than paying out a pension.  
 
Reiner Aster asked what the Finns themselves thought that other countries could learn from the 
Finnish model. His own feeling is that it is mainly focussed on improving working conditions and work 
ability, but that helping the long-term unemployed back into work is not one of the Finnish policy’s main 
strengths. Klaus Halla replied that long-term unemployment used to be a very minor problem in Finland 
– until the recession of the early 1990s. Since then, the number of long-term unemployed people has 
been quite high. In tackling this, Finland is very open to learning from the examples of other countries – 
for example, that of the Netherlands and, more particularly, that of Denmark. Their activation policies 
contain lessons for Finland. However, the Finnish context is a specific one. There is a long tradition of 
consensus and social partnership. This has implications for the transferability of the Finnish model to 
other EU countries, notably the new Member States. He always emphasises that it is not possible to 
create a Finnish-style social protection system within a few years. It takes decades and decades. That 
may sound like pessimism, but it is a fact of life. So the Finnish system cannot be simply exported. But 
that certainly does not mean that we cannot learn from each other. 
 
Roy Hillers commented that the Finnish approach appears to be based on a succession of 
programmes. The Dutch method, and perhaps also the Danish one, is somewhat different. First, general 
labour market measures are taken, and then specific issues are tackled by means of specific labour 
market measures as and when necessary. What is the context of the Finnish programme-based 
approach? Is everything contained in the programmes, or are they conducted against a background of 
more general labour market measures? An answer to this would facilitate comparisons between the 
Finnish measures and those in other countries. Marja-Liisa Parjanne replied that programmes have 
been rather in fashion in Finland recently. There may sometimes be bureaucratic reasons for this, but 
that is not the main motivation. Programmes imply commitment by the various players right from the 
early stages. When the time comes to implement something, they are already committed to it. Henri 
Sterdyniak had suggested that Finland perhaps has too many programmes. But that is because each 
player wants to organise its own programme. That is a practical expression of consensus. It is a way of 
showing that everyone is pulling in the same direction. And again, it promotes commitment and 
cooperation. Klaus Halla recalled that, a few decades ago, Finland did not have this programme-based 
approach. The present government works on the basis of policy programmes. So did the previous one, 
which had four successive policy programmes. This ensures a certain continuity. The previous 
metaprogramme merged fairly seamlessly into the present one. The move towards a programme-based 
approach has probably also been stimulated by Finland’s membership of the EU. However, it may well 
be asked where this approach will lead in future. It seems to be shifting more and more of the basic 
work into the various government structures and ministries. Hans Bosselaar felt that the strength of 
Finland’s approach lies in the fact that, as well as having a programme and a public campaign, it also 
ensures that the tools are available within organisations. For instance, the work ability index can be 
talked about on television, but it is also a tool for use within companies. Dušana Findeisen thought that 
the Finnish approach is above all a matter of values and traditions. Tomi Hussi said one of the real 
strengths of the programme-based approach is that it provides both a very good platform for 
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communicating about the initiatives and an excellent basis for coordinating the activities. Also, the 
programmes implemented in Finland have all included some kind of funding perspective. Hans 
Bosselaar suggested that the promotion of consensus is what underlies this whole approach. The 
Finnish participants agreed with that view. 
 

 

Day 2 
 

Transferability aspects of the Finnish policy 
 
The peer reviewers split into two working groups in order to discuss whether aspects of the Finnish 
policy might be transferable to other countries. Each working group then reported back to the plenary. 
Reporting for one of the groups, Reiner Aster emphasised that: 
 
� The Finnish approach is firmly rooted in consensus. The situation in Denmark and the Netherlands 

is rather similar, but in the other peer countries social policy is the subject of more controversial 
debate. This difference limits the transferability of the Finnish model. That said, participants in his 
group felt that elements of the consensus-building approach itself might usefully be transferred to 
other countries. Active ageing is a widely recognised need which lends itself well to a consensual 
approach. It was generally felt that more coordination between ministries and with the social 
partners is needed in most of the peer countries. In many cases, there has been no real contact or 
discussion with the social partners on this issue. 

 
� In many countries, there is a big outflow into other systems before retirement age. Incapacity 

benefits and other allowances mean that many people do not work up to the statutory retirement 
age. And in many countries, recipients of pensions or other benefits are actually not allowed to 
engage in paid employment. 

 
� Many countries have a shortage of skilled labour. There should therefore be incentives for 

retired people to come back into the labour market. The Finnish experts said that this will soon 
become a pressing issue in their country, because the experience possessed by retired people is 
urgently needed. But also in Romania, for example, there is a shortage of skilled workers in the 
construction sector. As younger Romanians have been emigrating in large numbers, there is a need 
to get older workers back into the labour market.  

 
� There is a need for greater awareness of active ageing strategies, on the part both of the 

employers and of the employees. Information campaigns are required, in order to draw their 
attention to the need for longer working lives and to the ways of achieving this. 

 
� More active and proactive measures are needed, rather than passive transfers of income.  
 
� A more individualised, holistic approach to activation is needed in many countries, along the 

lines of the Duuri project. 
 
� Self-help groups of older workers should be promoted, through financial support but also by 

shifting more responsibility towards the groups themselves. 
 
� Some members of the working group placed a question mark over the age indicators used in the 

European employment strategy. Is the dividing line between age groups placed at the right point? 
Does a 64-year-old person have more in common with a 50-year-old or with a 68-year-old? This 
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was not discussed in detail, but simply flagged as a point for possible consideration by experts in 
this field. 

 
� The SMEs have an important role to play in absorbing unemployed people who are currently remote 

from the labour market. Stimulating employment by SMEs should therefore be a particular focus of 
labour market policy. 

 
� There should be some form of recognition of employers who make a particular effort to 

accommodate the needs of older workers. This could be through the awarding of certificates, 
perhaps by ministries, to employers who engage in good practice. 

 
 
Hans Bosselaar summarised the discussions in the other working group: 
 
� With one exception, all of the peer countries are in the process of postponing the retirement age, 

but in various ways and to differing extents. In the new Member States, it is being raised to 62. 
Denmark and Germany have also opted for statutory postponement. Finland and Norway have 
chosen to introduce a flexible retirement age. Denmark was strongly opposed to that option. Norway 
shows a marked difference to the other countries: while all the others are raising the retirement age, 
Norway is actually lowering it. However, this is within the context of a flexibilisation of the retirement 
age. (Mona Martinsen added that Norway is also introducing financial incentives to stay at work for 
longer, but the take-up remains to be seen.) 

 
� Some countries are adding private components to the pension system.  
� A social consensus is necessary for the achievement of pensions reform. In all the peer countries, 

there is an increasing awareness of the need to tackle the issues raised by the ageing of the 
population. Some countries have stimulated that awareness by organising roundtables or 
establishing committees. So there are ways of actively promoting awareness and consensus. In the 
Netherlands, when there was a lack of agreement on pensions reform, the government pressed 
ahead with it anyway, and there is now a growing consensus that it was right to do so. So that is 
another, top-down, way of building consensus. 

 
� Finland takes a holistic approach to active ageing. This includes a focus on occupational health 

and working conditions, but also many other elements. (Tomi Hussi had shown the working group a 
slide which explains very clearly the relationship between productivity and work ability. Hans 
Bosselaar hoped that the slide would be copied and distributed to the participants.) 

 
� The idea of indexing pension levels to life expectancy was viewed with interest by the 

participants. 
 
� Should the employment of older workers be promoted through direct financial incentives to 

employers or through campaigns? This question was discussed by the working group. There was 
a view that both methods should be used in combination. In Norway, companies have in-house 
agreements with the unions on this issue. However, these have not had the desired effect, so it may 
be that incentives really are needed. 

 
� The social inclusion of the retired was another issue raised. In Slovenia, for example, the Third 

Age University exists to provide retired people with educational opportunities. It also promotes 
educational tourism.  
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Nigel Meager noted that one theme clearly emerging from the discussions was the role of employers, 
and how to change attitudes and behaviour. Should this be through financial incentives or information 
campaigns or some combination of both? He had been surprised that throughout the two days of the 
Peer Review, apart from one brief mention by Norway, nobody had raised the possible role of age 
discrimination legislation. In the UK, over ten years’ experience with disability discrimination legislation 
has produced hard evidence that it has influenced employer attitudes and behaviour. One year ago, 
quite tough age discrimination legislation was brought in. Here too, there are already signs of changes 
in employer attitudes – amongst other things, because people are bringing test cases before the courts.  
 
Relevance and key learning elements for peer countries and stakeholder representatives 
 
Henri Sterdyniak noted that all the peer countries recognise the need to achieve higher employment 
rates for older workers. This is good news, because it means that there is European agreement on the 
issue. One lesson to be learnt from the Finnish experience is the importance of an active ageing 
programme. This is a way of reaching consensus. In Finland, this consensus was organised by the 
administration, which chose to launch a major active ageing programme, and so influenced the climate 
of opinion in the trade unions, the employers’ organisations and the public at large. This led to an 
acceptance of reform. The lesson from this is that an active ageing programme should be launched 
before a pensions reform, and not after. 
 
Within the reform, both carrots and sticks have a part to play. Workers must be given guarantees about 
the level and the development of their pensions if they are to accept the postponement of their 
retirement age. It would be very difficult to ask workers to accept both a cut in pensions and a rise in the 
retirement age. So, more resources will need to be allocated to pensions in future. Great care must be 
taken to ensure that pensions reform does not increase the poverty rate.  
 
The Finnish policy places great emphasis on occupational health and well-being in the workplace. That 
is a choice, although to him it seemed rather a strange one. But campaigns are also needed about 
training, so as to adapt older workers to new technologies but also to new jobs. Some workers who 
spend most of their careers in the industrial sector will have to end them in the service sector. A 
reorganisation of careers will be needed, as not all jobs are suitable for people aged 60 and over. The 
Finnish programmes are one example of good practice, but perhaps a broader comparison of national 
experiences is also needed. One lesson to be drawn from the Finnish case is the need to intervene at 
many levels. There should be a national campaign, targeted towards the general public but also more 
particularly towards managers and workers. But there should also be research, and intervention at the 
workplace level. It is important that each firm should take measures that are appropriate and specific to 
it. The Finnish programme is a way of assuring workers that they will not be left alone with their own 
ageing process, and that ageing is seen as a national issue.  
 
In many countries, the relationship between pay and productivity will need to be addressed. Seniority 
provisions induce that employers regard older workers as too expensive. The seniority element in pay 
may need to be decreased if older workers are to stand a chance of being hired. Employers’ social 
security contributions for older workers may also have to be reduced, but it may be too expensive. 
Efforts should be made to rehabilitate long-term disabled people into the labour market. Some countries 
do a lot in this respect, but such efforts are perhaps less apparent in the Finnish system.  
 
Regarding the coexistence of disability benefits, retirement pensions and early retirement, each country 
has its own solution. Some have chosen to postpone the statutory retirement age. Some have abolished 
the early retirement system. There is a need for a global system. It must be accepted that some people 
will have to stop working before the statutory age. Those people must not be left to live out the rest of 
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their lives in poverty. So there will be a need to retain early retirement for some categories of manual 
worker and for others who would have difficulty in working longer. He was surprised that the Finnish 
report made no mention of the need for special treatment of manual workers. In France, this is a big 
issue, because people who have worked in physically demanding jobs have more difficulty in 
postponing their retirement.  
 
He concluded that active ageing implies striking a balance somewhere between ensuring that people 
have a good retirement, with a high level of income and fulfilling social activity, and obliging people to 
work longer. Europe is a rich society. It does not need to sacrifice too much people’s retirement in order 
to have more workers. So the balance is a delicate one, and he thanked the AGE representative for 
drawing attention to this issue. 
 
Nigel Meager noted that the Peer Review had not yet heard much about the education and training 
aspects of the Finnish policy. To complete the picture, he asked the Finns to comment on this. Tomi 
Hussi said that the Noste programme, which was run by the Ministry of Education, was targeted at 
senior employees who had a rather low level of education. This is a key issue, because the need for 
lifelong learning is often emphasised. It is important that people who have spent most of their lives at 
work, and who have perhaps had negative experiences of education and training, should gain a feeling 
of achievement in training activities. Reiner Aster said the problem is that the people who are the most 
distanced from lifelong learning are the ones who are least attracted by lifelong learning. So an 
individual approach is vital here, as is an effort to reach out to the people concerned. Dušana 
Findeisen thought that functional illiteracy is what is being discussed here. The rate of functional 
illiteracy in some European countries is appalling – including in some where it might not be expected. 
Collective measures inside companies would be needed in order to tackle this. Not only does functional 
illiteracy mean that people are at a disadvantage in their work, it also reflects a state of mind that is very 
resistant to change. So education on two levels is needed. France provides some good examples of 
this. 
 
Carmen Manu commented that, personally, she did not like to be placed in the category of “older 
workers”. To use categories of “young and older workers” in working force analysis, as long as the 
retirement systems regulate the legal working life period, can create discrimination. The older workers 
could be considered the persons who choose to continue to work after the legal retirement age, maybe. 
What we should really be talking about is how to encourage people to treat their ageing process in an 
active way. We all age differently. So she strongly supported an individual approach to retirement and 
the development of flexible pension schemes if the subject of debate is related to the possible 
increasing of the retirement age over 62-65 years. 
 
 
Closing remarks 

 
Kadi Toompere thanked all the participants for the fruitful discussion and exchange of experience. She 
hoped the peer reviewers would be returning home with many ideas to discuss and perhaps, in some 
cases, to implement. Rome was not built in a day, and the Finnish model cannot simply be taken and 
implemented in other societies, but some aspects of it might be found useful. These include the holistic 
approach, the broad social consensus and the close interaction between the various groups involved. 
The multiplicity of programmes, on the other hand, had attracted some criticism, and a more unified 
approach might perhaps also prove to be a more holistic one. Active ageing is important in ensuring the 
sustainability of pension systems, as well as of healthcare and other aspects of social protection. 
Perhaps we should first identify, in each country, those people who are already prolonging their working 
lives. We could gain useful information from them: why they are doing it, and which incentives could 
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really work in a given country. Retraining, and new careers even within the same company, could be 
part of the solution.  
 
This Peer Review had placed great emphasis on the personal aspects of prolonging working lives. 
These go beyond the purely numerical aspects of increasing the employment rate. The contribution on 
the Duuri network was particularly valuable in this respect. The focus should also be on the mental and 
physical well-being of older people at work. Greater public awareness of the issues involved is vital, so 
increasing financial education is needed. The Commission would be working on this as part of its 2008 
work programme, and a Peer Review on financial education is planned to be held in May 2008. Early 
retirement is expensive, and the possibility of exiting earlier from the labour market tends to divert 
people’s attention from the other possible options. But of course, early retirement can also increase the 
flexibility of the whole system. There is a range of pathways out of the labour market in various 
countries: disability allowances, unemployment benefits, survivor’s pension schemes, private pension 
schemes and special schemes for certain groups and sectors, such as those involving harmful physical 
work. In addition in some countries there were or still are some premature retirement schemes for 
certain professions, especially in those formerly in the Soviet Union, as for example performing artists 
could retire much earlier than is normal. This is not a good practice. The State should put money into 
training these people rather than paying for them to retire. 
 
This brings us to the question of incentives in the system, and especially how to measure all the costs. 
What is the break-even point in the system? How much is the State investing and how much is it getting 
back? Is it really paying off? Means of assessing the effectiveness of the various labour market 
measures should receive further consideration. 
 
She thanked the hosts and all the organisers for an excellent seminar. 
 
Kari Välimäki said this had been a very helpful experience for the Finnish hosts. Peer Reviews are 
always useful events to hold. The problem is that it is very difficult to understand the background to 
national policies. Language can also be a barrier. People who have been excluded might not 
understand the kind of terms that had been used during this seminar. For instance, what does “active 
ageing” actually mean in practice? The basic idea is to create the kind of society in which all the people 
have the opportunity to be involved at all stages of their lives. When they have been excluded, it is 
much more difficult to get them back into society. So exclusion should be prevented in the first place. All 
the social actors have to be strongly involved in activation processes. More often or not, they have the 
same ultimate goal. A holistic approach is needed. At the same time, we have to take individual 
differences into account. An individual approach is not the opposite of a universal approach. It is quite 
possible for a universal system to take account of individual differences, if the will to do so is really there 
– but it does mean spending some money. In the Finnish experience, the lack of an individual approach 
can mean that people may be classified into the wrong group and mistakes are then made in dealing 
with their needs. That is what happens when people are subjected to instant categorisation. 
 
We need evidence-based policy. In the field of ageing policy, the Finnish administration cooperates very 
closely with some institutions who are responsible for the research and development activities. It is 
absolutely necessary to utilise the input from these institutions in decision-making.  
 
Quite clearly, it is not possible simply to transfer the Finnish model to other countries. It involves very 
long processes and it is holistic, so there has to be some kind of continuity in the policy-making. Social 
exclusion often develops over a long time, and it takes a long time to heal it. Policy-making must take 
account of people who are in employment but also of those who are unemployed. Finland has learnt 
that long-term unemployed people should be treated in the same way as those who are in work. If 
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unemployed people do not receive the same healthcare services, they will be more and more excluded. 
Within workplaces, the Finnish experience is that if you have good leadership and management, if you 
have challenging tasks and if you have a very good working atmosphere, then people want to stay at 
work. Pay only comes fourth among people’s priorities. 
 
He thanked all the participants. The Finnish hosts would use all the information generated by this Peer 
Review in their own decision-making. Within these Peer Reviews, a kind of European policy-making 
framework is being created. This does not mean that the systems will be the same in every country, but 
the more we learn from good practices, the more the systems will converge. It may take a hundred 
years, but it is natural that it should happen. He thanked the European Commission for what is a form of 
assistance to Member States. He looks forward to continuing this form of cooperation, because he is 
convinced that it is not possible to create any kind of European Union if it does not have a social 
dimension. People do not want to act on market principles alone. They want some kind of coherent 
European environment for their activities.  
 
On behalf of the Finnish participants, Marja-Liisa Parjanne thanked all of the peer reviewers, experts 
and organisers. If they had any further questions or required any further information, her Ministry would 
always be pleased to respond. 

 


