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 Business strategies to counter the demographic change

 The five great challenges for business

 Target groups for activation and qualification

Structure
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The five great challenges for business

 Demographic change 

 Globalization 

 Trend to more services

 Rising need for more workers with higher qualifications

 Individualization of the workforce
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Demographic challenges on the demand side:

Less nappies, more rollators 
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Business strategies to counter the demographic change:

Recruitment and maintenance of 

a skilled and productive workforce

Activate more workers

 Qualify workforce better
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New target groups for activation and qualification

 The traditional young fully qualified full-time worker

might be harder to get

 New target groups for activation and qualification:

mothers

older people

unemployed

immigrants
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Why are mothers increasingly interesting for business?

Example Germany: Educational attainment of women
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Target group 1: Mothers 

Employment ratios of mothers with small children
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Tools to integrate mothers into the workforce

 flexible working schemes

 qualified part-time jobs

 home office

 good quality child care

 culture that emphasises results vs. culture that demands physical presents

 career options for people with family, reintegration after parental leave 

 fostering fathers with an active caring role

 culture of understanding, open communication from both sides

 support of family facilities (parent-child-room for emergencies, support of child 

care solutions, take-away meals in the staff restaurant etc.) 
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Target group 2: Immigrants and unemployed people

Unemployment rates 
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Target group 3: Unemployed

Tools to integrate unemployed into the workforce

 labour market policies

 business tasks: 

 prevent mismatch through cooperation with schools

 trainee programmes

 openness for people with unusual careers
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Tools to integrate immigrants into the workforce

 political tasks

 agreement on international acceptance of certificates 

 active integration of immigrants into the socioeconomic environment 

 language skills 

 more flexible laws to integrate foreigners into the workforce 

 business tasks

 respect for foreign cultures

 international human resource strategies to facilitate international careers

 diversity management and career promotion of foreign-born staff

 find new ways: for example trainee programmes for immigrants
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Target group 4: Older workers

Work force participation rates of workers aged 55 to 60
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Can older people still be productive? 

Yes they can!

Juan Somavia *1941

Angela Merkel *1954

Taro Aso *1940

Pope Benedikt *1927

Ban Ki-Moon *1944
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What does scientific research tell us about ageing?

Source: Maier, University of Stuttgart
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What does scientific research tell us about 

productivity and ageing?

 productivity is difficult to measure. Younger people are the faster workers on the 

production line –but how important is that in a world of services?

 workers aged 50 and more have more absence days due to illnesses than 

younger workers –but most illnesses are chronical and due to wrong work 

conditions (orthopaedic problems). There is much room for prevention.

 older workers are often not integrated in the process of training off the job. 

 the ability to learn radically new things is diminishing with age, the physical 

fitness is worse and reactions are slower.  Knowledge learned in the educational 

system is being reduced over time.

 knowledge due to experience, sense for good quality, work ethics and loyalty 

are rising with age. Older workers have better networks than younger workers. 
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Tools to keep older workers in the workforce

 more and age-specific training off the job for older workers 

 firms should foster lifelong learning

 more investment in health programmes

 integration of knowledge about strength and weaknesses of older people in the 

actual organisation of work in firms (mixed-age teams)

 incentives and motivational measures for older workers (horizontal careers)

 flexible working time and part-time models for older workers to meet their need 

for more time for themselves and their families

 understanding of the benefits of the rising life expectancy

 respect and positive attitudes towards older workers are essential
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What is our assessment of the elderly?
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There is still much to be done...
What business actually does for older workers
German establishment panel 2006, percent of enterprises that employ staff aged 50 and more

17

10

5

5

1

1

0 10 20 30 40 50

firms with one or more instrument(s)

for older workers

part-time for older workers

mixed-age teams

training off the job for older workers

ergnonometrical workplace design

special training for older workers

Source: German establishment panel 2006



huelskamp@iwkoeln.de 24

working people

Sick peopleJobseekers

Immigrants

young people

in education

older people

mothers 

and other

care providers

flexible retirement 

regulations

health programmes

educational training

duration and

modularisation 

of education

acceptance of 

foreign certificates

labour legislation

flexible working models

part-time jobs

home office

childcare situation

Training programmes

social security laws

flexibility of labour markets


