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An integrated offer in the
service of energy professionals

OTHER SOURCES
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ÅSteadily growing

recruitment figures

ÅStaff renewal

ÅIntegration / 

Professionalization
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Greater responsibility due to the long horizon of 

the groupôs atypical industrial activities

Making integration and

mobility an opportunity 

for every individual

Being a committed

and responsible

local actor

Making training

an instrument 

of professionalization

Anticipating and

raising awareness of

job evolution

Concertation
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Managing employment, training and mobility in the AREVA group: 

4 main strategies, focus on contracts

Faire de lôint®gration 

et de la mobilité une 

opportunité 

pour chacun

Being a committed

and responsible

local actor

Faire de la formation 

un instrument 

de professionnalisation

Anticiper et rendre 

sensible ¨ lô®volution 

des métiers

Concertation
The employment management 

model developed by the AREVA

group is contract-focused;

its objectives are indissoci-

able and complementary.

2004

Mobility Agreement

Professional mobility must 

constantly focus on recognizing, 

retaining and maximizing staff 

membersô know-how.

2005

GPM Agreement

Jobs Observatory

Several of the 32 jobs monitored in 

the AREVA groupôsJobs 

Observatory were singled out.

2006

Training Agreement

AREVA wants to facilitate the 

implementation of 

professionalization career paths

that meet the expectations of both

the group and its employees.
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Industrial 

relations

Social 

policies

Central trade union 

coordinators

ñDisabilityò

European 

Group Works 

Council
Mobility

Group  

Retirement 

Scheme

Forward-looking 

management of 

jobs and skills

Life-long 

education and 

training

Career  

development & 

equal 

opportunities

Steady progression
from industrial relations to social policies 

Restructuring 

methodology & 

social 

responsibility
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Population 
trend

Employment 
and pensions

Why take an interest in older workers?

Skills and 
resources

Older 
workersô 

world?

Four main reasons
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Why take an interest in older workers?

The numerical significance of 
older workers and the wave 

of retirements expected over 
the next few years

Les risques de perte de 
compétences et de rareté 

des talents

Four main reasons
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Why take an interest in older workers?

Lôimportance quantitative 
des seniors et la croissance 
des flux de départ au cours 

des prochaines années

The risk of losing skills and 
that of shortage of talent

Four main reasons
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« Retenir les compétences des seniors 

est devenu un enjeu alors que des 

générations moins nombreuses arrivent 

sur le marché du travail. Les entreprises 

leur proposent une évolution de leurs 

fonctions et une flexibilité accrue des 

postes de travail. »

The Advertiser, 14/03/2008 : "Employment : 

Flex it for workers" 

« During the next two decades, two people 

in Canada will be reaching retirement age 

for every new person entering the work 

force. The good news is that not all 

boomers will want, or be financially able, 

to retire. »

The Globe and Mail, 07/01/2008 : "The seven 

rules of engagement for a diversified work 

force"

« Les pays asiatiques doivent affronter le 

double défi de la pénurie de talents due aux 

départs massifs des boomers en retraite, 

mais aussi à la globalisation. Celle-ci appelle 

à la formation de managers capables d'avoir 

une vue globale et d'îuvrer dans divers 

types de contrées pour leur compagnie. Elle 

appelle aussi au réemploi des seniors, 

septuagénaires compris, car la mentalité 

japonaise s'oppose toujours à 

l'immigration. »

Shangai Daily, 25/03/2008 : "Firms face global 

shortage of talent" ; China Daily, 25/03/2008 : 

"Expertise of older workers can prove beneficial" 

Shortage of talent

40% of employees in the American 

nuclear sector will reach retirement 

age over the next five years années

World Nuclear Industry Status Report 2007

« Retaining older workersô 

skillsgénérations moins nombreuses 

arrivent sur le marché du travail. Les 

entreprises leur proposent une évolution 

de leurs fonctions et une flexibilité accrue 

des postes de travail. »
The Advertiser, 14/03/2008 : "Employment : Flex it 

for workers"

« During the next two decades, two people 

in Canada will be reaching retirement age 

for every new person entering the work 

force. The good news is that not all 

boomers will want, or be financially able, to 

retire. »
The Globe and Mail, 07/01/2008 : "The seven rules of 

engagement for a diversified work force"

Flexibility and part-time 

employment in Australia,  

instruments for « retaining older 

workersô skills»

Good news in Canada: resources 

constraints are reported to be 

conveniently curbing retirements

United States: nuclear sector 

exposed in the short term

« Asian countries are having to meet the 

challenge of shortage of talent due to the 

massive wave of retirements of baby-boomers, 

but also to globalization. Celle-ci appelle à la 

formation de managers pables d'avoir une vue 

globale et d'îuvrer dans divers types de 

contrées pour leur des

older workers, including 70-year-olds, for the 

mindset is still against immigration. »
Shanghai Daily, 25/03/2008 : "Firms face global shortage of 

talent«; China Daily, 25/03/2008 : "Expertise of older 

workers can prove beneficial"

Schemes for training and re-

employing older workers in order to 

cope with shortage of talent and 

globalization in China
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¸ Conduct internal training and 
qualify people for other job groups 

than their own (cross-job 
qualification)

¸ Implement health management 
and wellness programs 

¸ Offer employment options to 
attract or retain semi-retired or 

retired employees

¸ Use external recruiting

¸ Use increases in productivity to 
compensate for a diminishing 

work force

Sources: Proprietary Web survey; BCG/WFPM analysis 

Percentage of respondents
Europe

Northern 

America

Latin 

America Africa

Established

Asia

Pacific 

Region

Emerging

Asia

Population trend and labour shortage?

Global

What actions does, and will, HR take to manage future capacity loss 

due to an ageing work force in your company?

63 69 55 61 67 64 48 63

52 46 63 64 60 56 36 50

62 67 64 59 58 66 44 72

50 57 46 44 49 48 38 61

61 73 52 46 72 52 43 82

28 33 21 22 23 40 22 35

56 61 63 58 53 48 34 50

54 58 55 58 58 46 34 49

48 48 59 43 49 42 53 52

40 36 46 46 33 50 40 32

Future (2010ï2015 Present (2007)
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Why take an interest in older workers?

Lôimportance quantitative 
des seniors et la croissance 
des flux de départ au cours 

des prochaines années

The pension financing issue 

¸Balance of schemes with 
emphasis on sharing

¸Prolongation of working life 
on the exclusive initiative of  

the workers involved

Les risques de perte de 
compétences et de rareté 

des talents

Four main reasons




