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Summary

The key aim of WP2 within the LLP project CaMEO is to build a knowledge base around
mobility strategies for older ICT workers, with emphasis on the demand side
(employers). This deliverable 2.6 first provides the outcomes of desktop research in the
field of geographical, virtual and job mobility of older ICT workers, its barriers and
obstacles. Each section starts with defining the terms, discusses core theories of mobility,
and continues with empirical data if available or other relevant research results in these
fields. As mobility ranks high on the EU Agenda, current EU directions are presented too.
Second, this deliverable presents findings from narrative research with employers of ICT
workers from the public, private and SME sectors in 11 EU countries, conducted between
September and December 2014. This is geographically representative of the situation
across Europe and enables the CaMEO consortium to formulate mobility policy
recommendations that meet the needs of employers and support the inclusion of older

workers.
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Introduction

‘Geographical, occupational, sectorial and social
mobility and skills development strategies are crucial
for confronting the crisis, paving the way for recovery,
and easing the restructuring processes. (...) Investing
in human capital and greater labour force mobility can
be mutually reinforcing as a way of taking full
advantage of untapped employment opportunities’

(Council of the European Union, 2009).

Today ‘a job for life’ applies only to a minority of workers in the European Union; in fact,
the number of workers staying in the same job for most of their working life is declining
(Bukodi & Rébert, 2007). The labour market today is characterised by job destruction
and job creation and more frequent transitions between different jobs, occupations,
sectors, and employment statuses. Furthermore, workers identify themselves more by
their skills than the firms they work for. This attitude leads workers who find themselves
in unsatisfactory situations to leave their current jobs and search for alternative jobs,
provided that alternative jobs are available (CorneliBen, Hibler, & Schneck, 2007).
Moves from education and training to work, from one job to another, from
unemployment or inactivity to work have become much more frequent. However, older
workers are less mobile in the labor market than other workers, and their job mobility

tends to be negatively motivated.

In line with the European Commission’s Employment Package (launched April 2012)
where it is ‘called for extra effort to support job creation in the three fast growing
sectors’, this report aims to make a contribution to the area of Information and
Communications Technology (ICT) and address the role labour mobility can play to help
resolve ‘the several hundred thousand unfilled ICT-related vacancies’ (European
Commission, 2014a). It brings together the above two issues (concerning ICT vacancies
and the lack of mobility among older workers) by considering policies and practices that

may support the labour mobility of older ICT workers.

The research objective is to improve the knowledge base of employers’ attitudes towards
the mobility of older ICT workers. Our aim is to start a discussion about what employers
and governments could do to improve the geographic mobility, job mobility and virtual

mobility of older ICT workers.
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Structure of the report

We begin with a literature review that provides sufficient background on each of these
subjects, which supported the definition of the narrative survey research questions. The
findings of the narrative survey conducted among 34 employers / business owners or ICT
labour market specialists in 11 selected EU countries, conducted in autumn 2014 are

presented subsequently.

More specifically, the report comprises the following chapters.

1. Labour market mobility — setting the scene
Labour mobility patterns are strongly influenced by policies which are presented in the
chapter. The chapter continues with a short presentation of relevant theoretical
frameworks on mobility and then provides some critical reflections. In order to better
understand the challenges of mobility strategies for older workers, some theoretical

arguments are also presented.

2. Older ICT workers - facts and figures
The starting point of this chapter is the description of older workers’ employment trends,
continued by an analysis of skills mismatch and ICT demands. The particular importance

of lifelong learning in the ICT sector is also considered.

3. Methodology of research
The CAMEO study aims to contribute to the documentation and understanding of
attitudes towards the mobility of older ICT workers among employers in the Public,
Private and SME sectors. The methodology is divided into literature research and a

narrative survey. The research questions are defined in section 3.

4. Literature research
In order to better understand geographic, job and virtual mobility for the field research of
this study, we present relevant working definitions, discuss some theories and comment
on these predominant types of mobility. In order to provide possible policy

recommendations, the current status of EU-policies per mobility type are presented.

5. Questionnaire survey
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In order to determine employers’ attitudes towards mobility of older ICT workers, we
conducted a narrative survey. This survey examined employers’ policies and/or
procedures related to mobility. It also asked employers about what they believe are the
potential and actual benefits of the three types of mobility and the key challenges in

practicing them. These findings are presented and discussed.

6. Conclusion

Conclusions of the overall study are drawn and presented in this chapter.
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1 Labour market mobility - Setting the scene

Labour mobility ranks high on the EU policy agenda in order to create a better match
between supply and demand. This chapter reviews the EU agenda and considers theories
on labour market dynamics. Since the impact of mobility is determined not only by
individual characteristics but by structural characteristics of the labour market and the

economy as well, those aspects are include in the review as well.

1.1 Labour mobility on the EU agenda and labour market

regulations

The freedom of movement of workers is one of the fundamental principles of the EU’s
Single Market. Since the Article 45 of the Treaty on the Functioning of the European
Union (ex Art. 39 TEC) citizens of all Member States have the right to seek work, reside
and provide and receive a service in any other Member State. Although there are skills
shortages and bottlenecks in high growth areas on the one hand and high unemployment
on the other hand, worker mobility between and within Member States is still relatively

limited.

To ensure progress in worker mobility in Europe, the Commission launched the ‘Action
plan for skills and mobility’t in 2001 and set out the following areas of action: i)
expanding occupational mobility and skills development; ii) improving information and
transparency of job opportunities; iii) facilitating geographical mobility. This resulted in a
shift from the position of ensuring rights towards the promotion of the usage of these
rights, which led to changes in policy initiatives (Public Policy and Management Institute,

2008). Examples of these changes in policy initiatives include the following:

e In 2004, the legal framework of protecting the rights of mobile workers was
strengthened ;all the legislation on the right of entry and residence for EU citizens

was consolidated into a single instrument;
e In 2004, the European health insurance card was introduced;

e In 2005, the Commission proposed the European Qualifications Framework (EQF) and
since 2012, all new qualifications issued in Europe carry a reference to an appropriate
EQF level;

e In 2006, a new version of the EURES Job Mobility portal war released;

1
http://europa.eu/legislation _summaries/internal market/living_and working in the internal market/c11056 en.
htm

CELSRERG S EES CaMEO D2.6 | Maria Schwarz-Woelzl & Megan DePutter


http://europa.eu/legislation_summaries/internal_market/living_and_working_in_the_internal_market/c11056_en.htm
http://europa.eu/legislation_summaries/internal_market/living_and_working_in_the_internal_market/c11056_en.htm

It is hoped that the promotion of labour mobility holds socio-economic benefits for all

stakeholders:

e From the economic point of view, ‘more efficient deployment of human capital to the
workplace and geographic locals where it is most productive’;

e From the workers’ point of view, the ‘potential to acquire new skills, receive better
wages and advance the career’;

e From the employers’ point of view, the opportunity to ‘hire the workers best suited for
the job at hand’;

e from the EU point of view, the ‘development of a common European identity’ (Public

Policy and Management Institute, 2008).

The Commission’s new strategy for Europe 2020 promotes smart, sustainable and
inclusive growth and sets new targets for increasing employment, skills and mobility.
This includes the implementation of the ‘second phase of the flexicurity agenda’, with the
principle aim to combine flexibility with employment security, in the interest of both
employers and employees. In other words, the objective of the flexicurity policy is to
secure and ease transitions through a combination of active labour market policies and

social security mechanisms (see more in section 5.3).

The decision for a job change and its effects depends strongly on external framework
conditions, such as the social security systems, labour market policies and educational
and training systems. For example, in countries with generous social security systems,
workers can enjoy longer unemployment periods until they find a suitable occupation
(Institut fUr Arbeitsmarkt- und Berufsforschung, 2012).

The employment protection legislation (EPL) in a given country is an important element
of labour market policies, in order to stabilise existing employment relationships. The
strength of EPL does influence the individual’s labour mobility: the stricter the EPL, the
fewer employment changes. In countries with stricter EPL, employers find it more difficult
to terminate jobs, and therefore employees tend to experience higher levels of job
security (Bukodi & Robert, 2007). Consequently, the job tenure is higher in countries
with strict EPL. Conversely, in countries where ‘a large emphasis is put on developing and
using policy measures to actively sustain employment, such as retraining and mobility
grants, the rate of job and occupational mobility might be relatively high” (Bukodi &
Rébert, 2007).
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Based on the strictness of EPL, the countries of EU25 are clustered into six categories
(Bukodi & Rdbert, 2007). (See Figure 1):

1. Social-democratic countries are characterized by a relatively high level labour market
deregulation, e.g. a flexicurity system which combines a high level of flexibility with
high security related to unemployment benefits;

2. Conservative welfare regime countries tend to promote passive labour market
policies;

3. Mediterranean countries are characterized by selective labour market policies and
poor social security systems;

4. Post-socialist liberal countries show a medium value of EPL, moving away from
regulated inclusion towards competitive regulations;

5. Post-socialist conservative countries are less strict as the countries above, but show
significant variation regarding EPL. While in Hungary and Poland the EPL display low
value, in Slovenia it is high.

6. Liberal welfare regime countries are displaying only a few measures towards

sustainable employment.

Figure 1 Employment regimes

STRONG EMPLOYMENT SUSTAINING POLICIES
(active labour market policies)

A
Germany, Austria, France,

Belguim, Luxembourg,
Social Democratic The Netherlands

_ High flexibility Low flexibility

< Hungary, Poland, Czech Republic, 3
(weak EPR) Slovakia, Slovenia (strict EPR)

o Mediterranean
UK, Ireland Post-socialist: -
0 conservative

Denmark, Finland,
Sweden

Spain, Portugal, Italy,
Greece, Malta, Cyprus

Estonia, Latvia,
Post-socialist: LithUahis

liberal

WEAK EMPLOYMENT SUSTAINING POLICIES
(no labour market policies)

Source: Bukodi & Rébert (2007, p. 8)
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Therefore, labour mobility patterns appear to be widely different across countries and
across employment regimes. For example, upward occupational category mobility
appears to be greatest for the social-democratic regime, while it is low in the
conservative employment regime (Bukodi & Rébert, 2007). However, this does not
necessarily mean that job-to-job mobility is rare in these countries. For example, in
Germany, the incidence of upward mobility lies at 7% only, while 57% of individuals have

experienced job mobility at the same hierarchical level (Bukodi & Rébert, 2007).

1.2 Understanding labour market dynamics related to labour

mobility

A variety of theories which attempt to describe the labour market mobility exist.
However, search theory and matching theory are the main economic theories concerning

labour market mobility (CorneliBen et al., 2007).

Box 1 Matching and search theory describing the labour market mobility

Matching theory points out that the value of the match between the employer and the
employee is crucial for the duration in the employment relationship. If the match is of
high quality, both firm and employee are not willing to search for an alternative job or
employee and as a consequence mobility will not occur. Inexperienced labour market
entrants usually have to gain job experience in different jobs and sectors of the labour
market until they will find a satisfactory match quality. Those workers exhibit high search
preferences and external mobility. This mobility is additionally affected by lower
pronounced firm-loyalty. The shorter tenure of younger workers is mostly due to a
mismatch regarding working conditions productivity, possibilities of promotion or

earnings.

Search theory emphasizes the costs and benefits of searching. For employers the
search for new workers is expensive because information about the applicant is often
uncertain. Frequently the match quality or productivity of a worker can only be assessed
during the labour relationship. A phenomenon often observed is that applicants inflate
their abilities. Employers try to minimise this problem by hiring experienced workers who
send out the signal of being familiar with the certain job. To minimise the number of
unproductive workers, employers may use selection criteria such as tests or schooling
degrees. These factors reduce the labour mobility with respect to the qualifications of

different workers.

Source: CorneliBen et al. (2007)
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1.3 Is labour mobility a win-win situation? A critical reflection

Labour mobility may present challenges for the workers as well. For example starting a
new job requires adjustment, familiarization and acquisition of job-specific knowledge

and skills.

In Europe, recent mobility trends are manifested under the conditions of high
uncertainty. Employers are increasingly looking at ways to hire labour under flexible
contracts. This could mean a structural move towards more short-term, temporary
contracts, and fewer permanent, long-term positions (Makara, Csatari, Juhasz, & Makara,
2011).

Globalisation has caused a rise in employment flexibility in all organisations of the OECD
countries, such as the weakening of dismissal protecting, the diffusion of fixed-term
employment contracts, part-time work, and semi-independent forms of employment
which go hand-in-hand with decreasing long-term employment relationships (Bukodi &
Rébert, 2007). Evidence confirms that mobility generally exists within precarious labour

markets but is unequally spread (Vandenbrande (ed.), 2006).

Evidence also suggests that employers tend to view mobility more positively than
workers. The Eurobarometer survey 2005 (European Commission, 2010) revealed that
almost 80% of employers believe that mobility is good for the labour market, while under
50% of workers agreed with this position. However, employers may not be aware that
stable employment relationships and long job tenures correlate positively with
productivity. According to Andersen et al. (2008) research suggests that workers with
four to ten years of job tenures are the most productive, while very short or very long
tenures have negative effects on productivity. On the other hand, at the firms’ level, high
mobility rates are connected with considerable transaction costs and with job-specific

training costs.

Makara et al. (2011) summarize the 'double-faced character’ of labour mobility as: ‘more
freedom, broader possibilities, better living and working conditions, Europeanization,
transnationalism on the one hand, 3Djobs?, undocumented work, social exclusion,

discrimination and increasing inequalities on the other.’

There are good arguments that job mobility is linked with economic and social benefits
both for the economy and the individual. However, job mobility is influenced by individual

characteristics as well as by structural characteristics of the labour market and the

2 The term stands for dirty, dangerous, difficult (or demanding) jobs, filled, very often, by migrants
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economy. Low mobility within the EU labour force can be related to a number of different

issues, including the following:

...existing labour market imperfections or bottlenecks as well as
institutional, social, and cultural factors related, for example, to
lack of information; the recognition of both formal qualifications
and informal skills; the transferability of social security rights;
age,; gender; household structure; education including linguistic
skills; previous experiences of mobility; and access to housing
but also the non-inclusive national labour markets in which skills
and experience gained abroad, in another EU country, are not

recognized by employers. (Council of the European Union, 2009)

The relationship between job mobility, economic growth and social benefits is complex
and involves certain costs. Some of the economic and social costs and benefits are

considered below.

Economic benefits of job mobility may include the following (Danish Technology
Institute, 2008):

e Attraction of labour to enterprises or sectors where demand is high and where
productivity and wages are high (and as such, labour migrates away from less
productive firms);

e Efficient adaption of the labour market to external ‘shocks’, such as technological
changes, trade liberalisations, and changes in relative commodity prices;

¢ Increased income on the individual level.
Social benefits of job mobility may include (Danish Technology Institute, 2008):

¢ Enhancing a person’s chance of career success and better job conditions;

e Growth of human capital because the individual’s chances of receiving training
and new informal learning opportunities will rise;

e Increased personal networks;

e Increased opportunity for future mobility.

Conversely, economic costs related to job mobility may be (Danish Technology
Institute, 2008):

e Investment in trainings by workers and firms may be wholly or partly lost;
e Lower productivity of new staff;

e Hiring costs for the firm.
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Social costs of job mobility are those which may affect negatively the work-life-balance,
as job change demands time and energy of the mover. It may also weaken the worker’s
professional networks, as relationships may become more superficial ‘when employees
are more concerned about improving their employability and less about improving their

present place of work’ (Danish Technology Institute, 2008).

1.4 Labour mobility and older workers - a contentious

interrelation

With regard to older workers, a number of factors may explain why older workers tend to

remain in the same job for a long period.

Firstly, they have taken time to find the best possible job match for their capabilities and

they may be reluctant to leave it.

Secondly, they have accumulated knowledge and skills in very specific areas which tend
to be based on job experiences rather than education and training. It is likely that there
is considerable more diversity among the skills of older workers than among their
younger counterparts. Therefore, new employers may have trouble determining or
recognizing the skills of older workers. The accumulated knowledge, experience and soft

skills developed in previous careers may be harder to present in a CV. (Haig, 2009).

Thirdly, due to the seniority principle, older workers’ salaries are relatively higher than
those of younger workers. It is less likely that older people will be willing accept lower
pay at a new job. Older workers may be reluctant to start a new job if it means lowering
their salary. Furthermore, employers may be disinclined to hire an older worker if it

means having to pay them more than a younger person.

Finally, due to the continuing rise in the levels of educational attainment, older workers

are more likely to have lower formal education compared to their younger counterparts.

As a result, older workers who have been displaced often face considerable difficulties in
finding a new job and face considerable potential wage losses. A study by Kees (2006)
revealed that 70% of employers have never or have only rarely hired older workers

across the OECD countries.
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2 Older ICT workers — facts and figures

This chapter provides facts and figures relevant to the employment of older workers and
the relevance of participation in lifelong learning measures. It highlights some of the
employment trends in the ICT sector and presents employment figures of ICT

workers/professionals.

2.1 Older workers — employment trends

Despite the above barriers, in recent years, there has been a general increase in the
employment rate of older adults across Europe (Figure 2). The reasons for this upward
trend are a continuing rise in levels of educational attainment, an increase in the female
share of workers aged 55-64, the higher level of legislation-induced employment
protection enjoyed by older workers, the impact of tax/benefit reforms restricting access
to early retirement, and changes in age management practices in workplaces and labour

markets (European Commission, 2013b).

Figure 2 Employment rate of older workers (55 to 64 years old) in EU28, %
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Further, there has been a shift to older ages in the age profile of employment rates over
the last decade, and it is expected that 53.3% to 55.1% of older people (age range 55-
64) will be working in 2020 (Medeiros & Minty, 2012). This figure highlights their
increasing importance in the working population both in humbers and in terms of their

skills and knowledge.
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Proactive responses to the challenges of workforce ageing at the labour market and
employers’ level are needed to create and enhance overall economic growth. Considering
older people for jobs that are traditionally associated with younger workers (for example,

ICT jobs) will be increasingly important in the future.

2.2 Skills mismatch and ICT sector

A further challenge for Europe’s employers is to solve the skill mismatch. The term ‘skills
mismatch’ refers to i) skill shortages (not enough people are available to satisfy the
demand), ii) skills gap (the level of skills is lower than required), and iii) skills

obsolescence (skills are no longer required or are less important) (Cedefop, 2010).

The later term, skills obsolescence, is particularly significant for an ageing workforce, as
“skill obsolescence occurs when skills depreciate due to ageing, lack of use at work, or
technological change.” Empirical evidence suggests that skills obsolescence is a

prominent issue in the high-tech industry (Cedefop, 2010).

ICT is increasingly viewed as vital infrastructure and service for all sectors of the
economy, and ICT skills play a more crucial role in employment than ever before.
Employment in ICT can take place within the ICT sector itself or outside it, for example

the hiring of ICT specialists within in the health sector.

According to the European Vacancy Monitor (2013c) between 2011 and 2012, ICT
occupations have increased by 2% in EU26. ICT workers constitute around 2.5% of the
total workforce in the EU (Figure 3). In total, this numbers 4.3 million employees in year
2012, with significant country variations. For example, while the northern EU member
states have the highest penetration of ICT jobs with around 4.2% of the total workforce,

the share in Greece, Romania and Lithuania is just around 1.2%.
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Figure 3 Percent of ICT occupations in total workforce per country, 2012
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Interestingly, ICT workers display a similar degree of mobility to employees as a whole in
the EU27. According to the Mobility Report 2013 (European Commission, 2013d) around
7% of all employees in ICT occupations were mobile in 2012. Most of the mobile ICT
workers move within the EU (the figures include those non-EU/ EEA nationals coming to
EU Member States to work). However, mobility patterns among ICT workers vary
considerably between countries: mobility patterns in this group ranks below 1% in the
eleven newest Member States; 13% in the United Kingdom, 17% in Cyprus and Malta

combined and 69% for Luxembourg (Figure 4).
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Figure 4 Share of non-nationals in ICT occupations of all employees in ICT occupations in
2012, %

Chart S5: Share of non-nationals in ICT occupations
Country Percentages, 2012, all employees in ICT occupations
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Despite the recent economic crisis, ICT jobs are increasing and the demand for ICT
practitioners is growing by around 3% a year, outstripping the supply. There is high
demand potential in Europe for ICT workers. Demand for e-skills is likely to increase,
especially in the years closer to 2020. If this trend continues, there will be up to 900,000
unfilled ICT practitioner vacancies in the EU by the year 2015. The ICT workforce in
Europe will grow from 7.4 million in 2012 to 7.9 million in 2020, of which 5.9 million will
be ICT practitioners and 2 million ICT management level employees (empirica, 2014)
(Figure 5)
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Figure 5 Main Forecast Scenario: ICT Professional Jobs and Demand in Europe (EU-27)
2012 -2020
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To conclude from the above facts, job growth is predicted as largest in highly skilled ICT
jobs, such as management, architecture and analytics positions, and this reinforces the
need for more and better skills in these areas At the same time, demand for medium

level skilled associate and technician jobs is declining (empirica, 2014).

The type of ICT practitioner skills in demand are predominantly in the core ICT
competency areas, namely, software, web and multimedia developers and test
specialists, hardware and network specialists and systems administrators, database

designers and administrators (European Commission, 2013a).

In order to increase the overall supply of digitally skilled professionals and to better
match supply and demand of digital skills in future, the European Commission launched
the Grand Coalition for Digital Jobs in March 2013. Among others, the Grand Coalition
proposes to stimulate mobility as key priority for concrete short-term actions. Through
the Grand Coalition for Digital Jobs several actors (Public, Private and from Academia)
are working together and there are countries that the National Platforms had benefited

from, especially by the measures of mobility.
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Box 2 Grand Coalition for Digital Jobs - Priorities of the actions

e Training and matching for digital jobs - to offer training packages co-designed with
the ICT industry so that the skills people get are the skills business needs;

e Certification - to improve recognition of qualifications across countries by stimulating
take-up of the European e-Competence Framework;

e Innovative learning and teaching - to offer more aligned degrees and curricula at
vocational and university level education so that students get the skills for success;

e Mobility - to help those with the right skills get to the place where they are needed,
to avoid shortages and surpluses in different geographical areas;

e Awareness raising — to attract young people to ICT, which offers rewarding and

enjoyable careers to both women and men.

Source: Grand Coalition for Digital Jobs http://ec.europa.eu/digital-agenda/en/grand-coalition-
digital-jobs (26/09/2014)

2.3 Lifelong learning and ICT workers

Participation in lifelong learning is essential for an individuals’ employability in the ICT
sector, given the pace of technological change and the need to adapt to structural and/or
organisational changes. At a time when the average working age is rising across Europe,
lifelong learning is the key tool to increase their efficiency as workers and enhance their
employability. The European Council pointed out in the ‘Strategic framework for
European cooperation in education and training’ there is a strong link between lifelong
learning and mobility, where ‘making lifelong learning and mobility a reality’ is defined as

one of the four strategic objectives of the framework (European Council, 2009).

However, the participation rates decline in relation to a person’s age. Figure 6 shows that
engagement in ongoing education and training decreases as people age and huge
regional disparities exist. For example, among people aged 55-64 years, fewer than 1%
in Romania, Hungary, Greece, and Poland participated in lifelong learning in 2013.
Conversely, almost 23% of that cohort participated in lifelong learning in Demark that

same year.
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Figure 6 Participation rate in education and training (last 4 weeks) by age in 2013
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The need for productivity growth in a continuously changing technological working
environment is increasing the demand for regularly updated skills. Older workers tend to
engage in training less than younger workers. This may partly be due to the fact that
employers are less likely to invest in workers they expect to retire in the near future.
Stereotypes and myths about the capacity of older workers to learn new skills,
particularly ICT skills, may also negatively impact the perception of employers and lead
to reduced training opportunities (Gosling, 2011; Warwick Institute for Employment

Research, 2006).

The reluctance of employers to offer training to older employees may be best explained
by human capital theory, which suggests that employers will invest in training only if
they expect that this investment will pay off with future returns; employers may believe
they are less likely to see these returns coming from older workers (Warwick Institute for

Employment Research, 2006).

However, developments in ICT are constantly changing. Dixon (2009) describes how

quickly new developments become outdated:

Attempts to understand, distil and codify good practice suffer from the
relentless waves of change that continues to characterise the ICT world. The
‘rules of the game’, on which good practice in development methodologies
and management approaches are based, are often tested and found no longer

fully relevant when each new tool or approach comes along.

This suggests that the periods of expected return from training in ICT are constantly
shrinking. ICT training opportunities should not require long commitment periods

following the acquisition of these skills as they will soon become outdated anyway. As
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such, human capital theory could be applied to make a case for continuing to train older

workers in ICT skills (Warwick Institute for Employment Research, 2006).

Furthermore, lack of training can negatively impact the wages, employability and
productivity of older workers (Gielen, 2007). While older workers are more likely to suffer
from skill obsolescence, workplace training — particularly training tailored to the learning
needs of older workers — has been shown to improve retention rates in addition to skill
development (Gosling, 2011). Ongoing training and lifelong learning is particularly
important for ICT workers, as the half-like period of knowledge in ICT business is about
6-12 months - significantly shorter than in other sectors. Moreover, ‘even excellent
employees in the ICT-business have only 80% of the knowledge that is needed by their
jobs’ (Kafer, 2006). The ‘e-skills and ICT Professionalism’ report (Innovation Value
Institute & Council of European Professional Informatics Societies, 2012) also emphasises
that the importance of adequate skills among ICT workers ‘should not be
underestimated’. For example, the skills of IT managers are fundamental to transform

‘the IT investments into competitive advantages and new strategic opportunities’.
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3 Methodology of research

Deliverable 2.6 aims first at identifying by literature research the state of labour mobility
in general and for ICT workers in particular. It combines facts and figures, provides
theoretical concepts as well as EU policies in this regard (section 4). The findings are fed
into the questionnaire development (Deliverable 2.3) for a qualitative survey (from
September to December 2014) among employers in public organisations, private
enterprises and SMEs in 11 selected EU countries. The questionnaire analysis is

presented in section 5. The research questions are presented below.

3.1 The overall purpose of the study

The term labour mobility is often associated with geographic mobility, where younger
people aged 16-29 are the main beneficiaries or target group. Whereas a plethora of
research confirms that older workers display a lower level of mobility than their younger
counterparts, little is known about what constitutes successful job mobility for these
older workers. This deliverable seeks to contribute to filling this void by analysing

features of successful and unsuccessful mobility for older workers.

Our thesis is that geographic mobility alone is not enough to increase the employment
rate of older workers and to contribute to their occupational self-fulfiiment. The
dimension of job mobility (=occupational mobility) as well as virtual mobility (=access to
learning through use of ICT) are equally important to meet the challenges of skills gaps

in the European labour market.

Despite an ongoing and predicted skill shortage in ICT professions in the future, the
hiring practices are still characterised by juvenility and almost neglecting the older
workers. Further, looking at the expected ICT labour balance in the EU by 2015, a
mismatch of demand mainly in Northern and Western Europe and supply in Southern and
Eastern Europe is clearly evident. However, no research exists related to the attitudes of

employers regarding labour mobility of older ICT workers.

Employers play a crucial role in shaping the mobility prospects of older ICT workers. The
overall aim of the CAMEO study is to improve the understanding of attitudes towards the
mobility of older ICT workers among employers (HR Managers, Managing Directors or

business owners) in the Public, Private and SME sectors.
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3.2 Research questions

In order to improve labour mobility of ICT workers in policy related and social terms, the

research goals of this study are to:
1. Compile evidence of labour mobility in Europe - Literature research

What is the current extent and character of job, geographic, and virtual mobility in

EU-countries?

2. Assess the significance of labour mobility for businesses - Literature research and

questionnaire survey
How important is labour mobility for businesses?
3. Promote labour mobility - Literature research and questionnaire survey

Which particular measures / policies are in place for the promotion of labour mobility

of older ICT workers?

4. Identify the benefits and challenges of labour mobility - Literature research and

questionnaire survey

What are the benefits and challenges in connection with labour mobility of older ICT

workers?

5. Formulate policy recommendations for improved labour mobility - questionnaire

survey

What are the employers’ recommendations for national and EU policies on job
mobility, geographic, and virtual mobility of older ICT workers in 11 selected EU

countries?

6. Determine topics, consultancy work and materials supporting Ilabour mobility

improvement initiatives - questionnaire survey

What topics, consultancy work and materials for training sessions would support
initiatives to improve job mobility, geographic, and virtual mobility of older ICT

workers in 11 selected EU countries?
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3.3 Types of research

Two different types of research, a theoretical and a practical, have been followed in this

study. Both approaches are discussed briefly below.

Available studies and published documents on labour mobility in the EU, policy
frameworks, and the ICT labour market were gathered extensively from sources online
(e.g. EU Bookshop, Cedefop) with special focus on older workers. The documents were
reviewed thoroughly on significance of the subject matter for the study, with the aim to
identify the evidence of job, geographic, and virtual mobility in general and in particular

of older ICT workers.

Actual data on practices and experiences of job, geographic, and virtual mobility in the
labour market of older ICT workers were collected from 34 employers (business owners,
HR Managers, managing directors, head of ICT units) of ICT workers the EU in 11
selected countries. The link to the questionnaire was sent by email to potential

respondents in public organisations, private enterprises and SMEs.
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4 Literature Research

4.1 Geographical mobility

Geographic mobility is frequently put forward as a precondition for adjusting to labour
demand, seasonal variations in labour supply, and broader structural changes in the
economy. Geographic mobility is especially valuable in an emerging economy, helping
people to adapt and connect with the job opportunities available in different regions.
Enabling geographic mobility can help relieve labour shortages, increase skills utilisation
and improve earnings (Australian Government - Productivity Commission, 2014). At the
individual level, prevention of unemployment, enhancement of employment

opportunities, and better jobs are the key advantages of being mobile.

Generally, geographic labour mobility is understood as the move of a worker from one

place to another, either within or between countries.

The Australian Government’s Productivity Commission (2014, p. 4) defined geographic
labour mobility ‘as any movement that shifts labour supply from one regional labour
market to another’. This can include people relocating to seek employment, start a new
position or start up a new business, move to another area and commute to their existing
job, or are relocated because of changes within their current job. In this project we

define geographic labour mobility as the movement of labour from one place to another.

Of course, labour mobility can occur without the need for geographic mobility. Virtual
mobility, which is explored in section 5, can include systems that, in some cases, make
geographic mobility no longer necessary. Arguably, systems that support the geographic
movement of labour and systems that support e-learning and remote working, can foster

labour mobility overall.

Free movement of workers - as one of the funding principles of the European Union
(Article 39 of the Treaty establishing the European Union) - is considered essential to the

strengthening of economic and social cohesion.
Geographic mobility is stimulated by a nhumber of factors: (Makara et al., 2011)

e The unequal geographic and social distribution of resources;
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e Macro-economic conditions, as differences in GDP, wage levels and unemployment;
e The relevant policies and regulatory mechanisms at EU, national and regional level.
Better wages and working conditions are often features that drive individuals to travel in
search of new or better jobs. For more qualified people, better career possibilities may
be an important reason as well (Makara et al., 2011). In addition, ‘family and social
networks related factors, housing and local environment' can influence a person’s

decision to move (European Commission, 2008).

From the individual perspective, disincentives for geographic mobility include cultural
differences and language barriers, concerns about finding a suitable job, fear of
uncertainty and lack of stability, and general lack of information (European Commission,
2010).

Compared to other free mobility regions, such as the United States, Canada and
Australia, geographical mobility in Europe is relatively low, both within and between
countries (European Commission, 2008; European Union, 2014). According to
Commission’s Action Plan for skills and mobility (Commission of the European
Communities, 2002) there have been upward trends towards temporary migration and
long-distance and cross-border commuting, however labour mobility is still ‘subdued’.
The low levels of geographic mobility in the EU may be partly explained by legal and
administrative barriers but also by economic, social and cultural ones (Commission of the

European Communities, 2002).

Intra-EU mobility slowed in the immediate aftermath of the economic crisis, but the EU-
15 countries had mostly recovered by 2011 (European Union, 2014). Working-age EU
citizens living in a different EU country numbered more than 10 million in 2013 [Figure

7]. The main receiving countries of immigrants are Germany, United Kingdom and Spain.
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Figure 7 Working-age and older EU citizens living in a different EU country in 2013,
absolute figures
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Only 21% (2.244.126) of all migrants are aged 50 and above (Figure 8). Bulgaria,
Croatia and France have the highest proportion. The share of older migrations in United

Kingdom and Ireland is around half as high as the average.

Figure 8 Share of 50-64 years old migrants on total working-age migrants in 2013, %
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From a long-term demographic perspective, it is even assumed that migration will decline

as the population ageing will incline (European Commission, 2008).

Despite a generally positive attitude towards geographic mobility among European
Citizens, the actual mobility levels tend to be low (Eurobarometer 337, 2010). In 2012,
just 7.1% of the total population in employment were citizens of another EU Member

State, however, with great country variations (Eurostat, 2013).

Eurobarometer 337 (2010) found that 60% of Europeans believe mobility supports
European integration, and almost 50% believe it has a positive impact for individuals.

This view is shared by only 42% of those 55 years and older.

Only 17% of Europeans can envisage ‘working abroad at some time in their future’,
which great country variations: whilst 51% of the Danish population say they envisage
working abroad, only 4% of Italians, and 8% of Austrians and Greeks have this
consideration. Men (22%) are more likely than women (14%) to envisage working
abroad in future, and this likelihood decreases as older people get: only 45% of the 55+

age group envisage working abroad.

Interestingly, more than one third of Europeans have the opinion that the prospects of
finding a job in other countries are better than in their own. Again, the older people are
the less optimistic they are about finding a job in another country: while 46% of the 15-

24 years old are positive, only 32% of the 40-54 years old have this same attitude.

From the global employers’ perspective, the PwC survey (2014) suggests that
opportunities for mobility are especially important in attracting talent from the millennial

generation. The main reasons for moving workers globally are outlined in Figure 9.
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Figure 9 Why organisations move people globally
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Source: PwC (2014, p. 10)

However, the global demand for mobility of talent increases in the future. PwC (2012)

predicts for large companies a growth of mobile workers of 50% between 2009 and

2020. For following mobility types an increase over ‘the next two years’ is expected

(Figure 10):

Figure 10 % of respondents who plan to increase the amount of this mobility activity

over the next two years.

International commuters
Regional/global moves
Developmental moves

Local plus moves

Talent swaps

Permanent transfere
International business travels

Short term assignees

57%

58%

Source: PwC (2014, p. 7)
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In principle, geographic mobility offers a way to reduce unemployment disparities across
regions and countries. The introduction in 1968 of the policy of free mobility of workers
within the EU was aimed towards a fully integrated European single market and the
improvement of the matching of labour supply with demand. Since the onset of the
financial and economic crisis in 2008, where “the economies of Europe have diverged
significantly,” geographic mobility has become increasingly important (European Union,
2014).

In order to address the low level of geographic mobility, the European Commission
proposes in the Action Plan Action plan for skills and mobility (European Commission,

n.d.), the following priorities related to geographic mobility:

Box 3 Priorities Action Plan Action plan for skills and mobility related to geographic

mobility

e Maintaining rights to reside and work in another Member State, including workers'
social security rights;

e Creating an EU health insurance card. The Commission proposes introducing an
electronic card to replace the existing E 111 insurance form, whereby cardholders
would be entitled to health care anywhere in the European Union and to
reimbursement of the costs by their own Member State;

e Creating transferable supplementary pension rights;

e Clarifying and simplifying recognition of qualifications for the regulated professions.
The regulated professions are covered by a series of Directives. This series of
Directives is soon to be replaced by a single, consolidated Directive covering all the
regulated professions;

o Intensifying efforts to create an internal market for the provision of cross-border
services and to remove the obstacles to freedom of establishment;

¢ Reforming the tax-benefit systems to promote regional mobility within Member
States;

e Introduce the teaching of foreign languages as early as possible, for example by the
age of 8, so that students are competent in at least two foreign European languages
by the time they finish their compulsory schooling (at age 16 or 18) ;

e Encouraging students to undertake a significant proportion (e.g. one third) of their
higher education in another Member State;

e Creating a European system of voluntary quality standards in education and training,

in order to promote mobility in the non-regulated professions;
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e Abolishing, in collective agreements, local, regional or national restrictions relating to
qualifications;

e Defining an EU-wide immigration policy. Granting third-country nationals residing in a
Member State European rights comparable to those granted to EU citizens, especially
as regards residence, employment and social security rights.

Source: European Commission,
http://europa.eu/legislation _summaries/internal market/living and working in_the internal market/c11056
en.htm (22/09/2014)

However, providing the right to move is not sufficient to encourage people to work where
they are most needed. A recent survey among ‘leading experts on labour mobility issues’,
Dhéret et al. (2013) concludes by proposing a strategy aimed at reducing obstacles to
mobility. They suggest that incentives are needed to encourage people to move. The
study findings also reinforce the role of public policies, both at the EU and national level,
in order to address potential costs and to optimise the allocation of human resources.
The strategy is based on four main pillars, under each of which a series of measures are
proposed (Box 4).

Box 4 Proposed measures to encourage geographic mobility

(A) A better implementation of already-existing tools

Under this pillar, key areas where further integration and progress of already existing

tools need to be achieved are identified:

e A better and wider use of the EURES tool.
e Simplification of the recognition of professional qualifications.
e Further and deeper coordination of social security systems, especially of pensions and

unemployment schemes.
(B) Investment in empowering individuals to move

Here, the authors focus on three priorities which should be addressed as a matter of
urgency. They would increase propensity of individuals to move, minimise their
vulnerability in the hosting country, and facilitate their life once they have made the first

mobility step. These priorities include:

e Personalised career guidance for migrants to realise the full potential of mobile
workers.
e Creation of a one stop shop to facilitate registration procedures.

¢ Investment in the mobility propensity of target groups at an early stage.

(C) A stronger role for the European Union
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Under this pillar, several measures where the EU should become more ambitious and

have a stronger role are identified. These measures are:

e Fighting for equal treatment, not least by setting European standards for minimum
wages and working conditions;

e Making Europe more attractive for foreign talents by creating optimal conditions to
retain the foreign labour force within the European labour market;

e Creating a Mobility Fund, in view of helping receiving countries to deal with transitory
costs in localised areas in case of empirical evidence;

¢ Increasing coordination in the healthcare sector in order to prevent labour shortages
in sending countries;

e Making the benefits of mobility more visible so as to counter the double discourse

taking place at the national level.
(D) A better monitoring of the process

In this section, two key proposals are put forward to achieve a better monitoring of flows

and increase our knowledge of mobility trends. These two proposals are:

e Strengthening the role of the New Economic Governance tools to ensure better
coherence between the overarching goal of mobility and the implementation of
policies to achieve it;

e Improving our knowledge of migration patterns through better and increased

collection of data.
Source: Dhéret et al. (2013, p. vii)

In 2014, European Council and Parliament adopted the Directive to facilitate the exercise
of rights conferred on workers in the context of the free movement of workers. The
measure will make it easier for people working or looking for a job in another country to
exercise their rights in practice. Member States must ensure that one or more bodies at
national level has responsibility for advising and providing support and assistance to EU
migrant workers, including jobseekers, with the enforcement of their rights (European

Commission, 2014a).

The reasons why people may or may not become geographically mobile are complex.
They may be strongly influenced by European policy, however this is not the only factor
involved in the geographic mobility of workers, particularly older workers in the ICT
sector. A variety of personal, social, cultural considerations are also at play. Worries
about finding a suitable job in another country and language barriers are perceived as

key obstacles to geographic mobility. Family circumstances also appear to be important
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factors in mobility decisions (European Commission, 2010). The older people are, the less
likely to hold positive attitudes towards geographic mobility; they are less confident in
finding a job in another country, and are less likely to work abroad than their younger

counterparts (European Commission, 2010).

Geographic labour mobility is an important element of a well-functioning labour market
and has been an important mechanism for adjusting to the demographic, structural and
technological forces shaping the European economy. Geographic mobility plays a
particularly important role in the ICT sector, where the need for skilled employees to fill
skill gaps continues to grow. However, levels of geographic mobility are still relatively
low. Only around 3 percent of EU citizens and even smaller number of EU residents from
third countries are mobile (Dhéret et al., 2013). Further, the majority of Europeans have
no plans to work in another EU country. This problem is exacerbated when it comes to
older people, who are not only less likely to be geographically mobile, but are also less
likely to hold positive attitudes about geographic mobility in general. While EU policy
plays an important role in encouraging and supporting geographic mobility, other social,
cultural and individual factors are also at play. The empirical research provided in this
project will help to shed light on the attitudes and policies of employers when it comes

the hiring of older mobile ICT workers.

4.2 Job mobility

Also essential to economic growth and development is job mobility. As was identified 1.3,
job mobility has certain costs as well as benefits. However, despite the various costs, job
mobility is also a key aspect of the efficient allocation of productive resources. It supports
ongoing restructuring and development of enterprises and helps the reallocation of
resources from declining industries to growing industrial sectors. Further, job mobility
can contribute significantly to innovation, particularly in ICT sectors. Further, job mobility
is one of the key mechanisms through which knowledge diffuses. Since people are the
main carriers of knowledge, workers moving from one organization to the other
contribute to knowledge exchange and learning among different organizations. At the
individual level, job mobility may lead to higher income, better job quality and higher job

satisfaction.
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Contrary to geographic mobility, job mobility reflects a job-specific change, which can
have socio-economic consequences, such as a change of role within an organization, a
change of employer and change of occupation. Mobility can occur between jobs in the
same enterprise, the same industry or the same sector of the economy, between
different sectors. Vandenbrande (ed.) (2006) explains that job mobility ‘comprises all
transitions between different divisions of the labour market and between different socio-
economic positions in the labour market.” More specially, Andersen et al. (2008, p. 16)

define the following dimensions of job mobility:

e Job-to-job mobility, which is defined as change of employer;

e Occupational mobility, which is defined as change of occupational status e.g. change
of job profile and job content;

¢ Employment mobility, which is defined as transitions between different labour market
states, especially the ease with which it is possible to move between employment
states (employment, unemployment, self-employment and inactivity) and between

different contract types.

CorneliBen et al. (2007) define job-to-job mobility as an ‘internal job-to-job transition’,
caused by ‘promotion or transfer within the same firm’, while ‘external job-to-job

transition’ is considered as a change of employer.

In this project we define job mobility as internal mobility with the same
employer (e.g. career advancement, occupational status) and external mobility

with change of employer.

Labour mobility is a multi-faceted phenomenon and job changes can be based on a
number of reasons. Evidence suggests that labour mobility has positive outcomes (e.g. in
the employability of people) if it is for voluntary reasons (Vandenbrande (ed.), 2006). If
workers are forced to change jobs (for example, downturn of the company, health
related issues) it is unclear if the long-term outcome may turn into a positive one
(Fasang, Geerdes, Schémann, & Siarov, 2007). This is particularly relevant for older
workers where a higher proportion of forced rather than voluntary job mobility can be
found (Vandenbrande (ed.), 2006). O’Brian’s (2005) findings in Australia suggest that
older male workers experience a much lower rate of successful labour mobility than
prime aged male workers. The most significant finding relates to the voluntary nature of

job change.
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Internal mobility

Internal mobility is the worker’s promotion or transfer within the same organization. The
worker has the opportunity to search for a ‘better’ job within the same organization while
being employed. Promotion may reflect the progressive career development, for example

the change from an employee to a manager.

Internal mobility can support the harmonization of the worker’s qualifications and
interests with the job profile (Institut fir Arbeitsmarkt- und Berufsforschung, 2012).
Organizational training which supports this development can therefore benefit both the
employer and worker and helps to create a better ‘'match quality’ between the employer
and employee (CorneliBen et al., 2007). The duration of tenure influences the internal
transition as ‘the longer the tenure -which indicates a high match quality- the more likely

a transfer or promotion within the firm will be’ (CorneliBen et al., 2007).

Career development is also strongly influenced by personal characteristics, such as
educational qualifications (Bukodi & Rdébert, 2007). Educational attainment significantly
affects the worker’s vertical mobility as the chance to move upwards the organisational

hierarchy is highly correlated with the worker’s educational level.

However, in a volatile labour market, where more and more workers are employed in
flexible forms, the workforce is segmented into ‘core’ and ‘periphery’ parts (Bukodi &
Rébert, 2007). ‘Core’ jobs are attached with long-term, stable employment conditions
and with predictable career opportunities. Jobs in the ‘periphery’ segment are considered
as the less appealing and/or entry jobs, which may imply lower skill requirements, lower
wages, fewer career prospects and unstable employment conditions. This labour market
segmentation may result in a possible entrapment for the ‘periphery’ workers in non-
optimal positions with low mobility between these two segments (Bukodi & Roébert,
2007).

External mobility - change of employer

External job mobility can be caused by layoffs, end of contracts, and other reasons, such
as by bankruptcy of the firm (CorneliBen et al., 2007). Such mobility types may imply
periods of work, unemployment, education and non-activity in the move from one

employment relationship to another.

In a volatile labour market, external mobility is high and may have many negative
impacts. According to Vandenbrande (ed.) (2006) women, non-natives, less educated

individuals, single parents and blue-collar workers are most exposed to jobs that are
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‘characterised by poor pay and working conditions, poor job security and few career

prospects’ and they may be more likely to move between precarious jobs.

Stimulated by the globalisation process, a general rise in employment mobility can be
noticed in all OECD countries (Castells, 2000; Bukodi & Rébert, 2007).

Analysing the 2005 Eurobarometer survey on ‘geographical and labour market mobility’,
Vandenbrande (ed.) (2006) identified the following job mobility patterns:

¢ The overall attitude to job mobility is more positive among the younger cohorts;
e While 42% agreed that changing employer every few years is good for workers,
only 10% of workers have changed employer in the last year;

e Job mobility is highest at the start of careers but slows down in the 35-44 age
range;

There are significant differences in mobility across economic sectors. According to
Andersen et al. (2008) the average job tenure is higher in agriculture and public

administration and lower in, for example, the service industry (Figure 11).

Figure 11 Average job duration, by sector, occupation and contract types
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Source: Vandenbrande (ed.) (2006, p. 42)

Older workers tend to have a lower level of job mobility than their younger counterparts
(Figure 12). This might be either because they have found a job that satisfies them or

because they perceive their chances of finding another job to be small.
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Figure 12 Average job duration in years, by demographic characteristics
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Upward job mobility among workers aged 45 and over is highest among oldest workers
aged between 50-64 years, which may be interpreted as strategy to obtain a better level
of pension later. The risk of moving downward on the occupational ladder is greatest for

workers of the lower salary class (Bukodi & Robert, 2007).

Figure 13 Distribution of employed persons by mid and late career occupational category
mobility experiences, EU25 (%)
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The extent of mobility also varies across EU countries (Figure 13). The highest levels of
job mobility are found in the UK, Denmark, Sweden, Finland, and the Baltic States
(Andersen et al., 2008).

Job mobility over the course of people’s working life has increased, but not for all social
classes. Professional and managerial workers show a lower level of career occupational
mobility than unskilled workers (Bukodi & Roébert, 2007). In the PwC Mobility Survey
(2006) it was found that 45% of firms find it difficult to recruit senior managers and 40%
have difficulty in recruiting professional staff. As such, they are more likely to promote

from within.

In recent years, the European Commission has taken a number of policy and legislative
initiatives aimed at promoting labour mobility in the EU. They are based on a three-
pronged approach: further removing obstacles to labour mobility; actively supporting
labour mobility; and addressing challenges linked to labour mobility (both for countries of

origin and countries of destination).

In 2002, an action plan (European Commission 2002) for skills and mobility was drafted
which focused on removing obstacles to labour market mobility. Lack of mobility was
seen as a barrier to adapting to structural change. The following priorities related to

occupational mobility and skills development were formulated:

Box 5 Priorities Action Plan Action plan for skills and mobility related to labour mobility

e Promoting access for all citizens to education and training, notably free access to the
acquisition of key skills, regardless of age. Creation of European seals of quality for
better ICT-based education systems;

e Encouraging students, particularly girls, to study mathematics, science and
technology;

e Improving general education levels, and more specifically integrating into the
education systems disabled youngsters, those with learning difficulties and those from
immigrant communities or from ethnic minorities;

e Creating a better interface between the world of education and the world of work.
Creation of a network to ensure communication between bodies operating in the
private sector and the educational sector;

e Getting workers, particularly older workers, into in-house training programmes
offered by their employers, and offering incentives both to employers and to workers

in order to achieve this;
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Rewarding companies and public sector organisations which introduce particularly
innovative education and lifelong learning strategies;

Developing transparent ICT skills definitions based on European-wide standards and
on validation and recognition schemes;

Better monitoring of the demand for ICT skills, taking account of the requirements of
the world of work, and creation of detailed skills profiles;

Developing a European framework for the evaluation and recognition of non-formal
and informal learning and work experience;

Pursuing the further development of instruments such as the Europass, the European
CV and the European portfolio by 2003, and at the same time developing a system
for accumulation of qualifications acquired in different establishments and different
countries;

Making more funds available for investment in human resources.

Source: European Commission,

http://europa.eu/legislation summaries/internal market/living and working in the internal market/c11056

en.htm (22/09/2014)

Job mobility and flexicurity

The Europe 2020 strategy (adopted in 2010) considers flexicurity policies as the best

instrument to improve the functioning of the labour market. Flexicurity - a contraction of

‘flexibility’ and ‘security’ - is a concept which offers a policy configuration in order to

ensure progress towards the Lisbon goals. Referring to the 2007 Commission

Communication on flexicurity, flexicurity can be defined as an integrated strategy to

enhance, at the same time, flexibility and security in the labour market. A flexicurity

strategy comprises the following four components(European Commission, 2007a):

Flexible and reliable contractual arrangements (from the perspective of the employer
and the employee, of "insiders' and "outsiders') through modern labour laws,
collective agreements and work organisation;

Comprehensive lifelong learning (LLL) strategies to ensure the continual adaptability
and employability of workers, particularly the most vulnerable;

Effective active labour market policies (ALMP) that help people cope with rapid
change, reduce unemployment spells, and ease transitions to new jobs;

Modern social security systems that provide adequate income support to encourage
employment and facilitate labour market mobility. This includes broad coverage of
social protection provisions (unemployment benefits, pensions and healthcare) that

help people combine work with private and family responsibilities such as childcare.
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The emphasis on mobility is also evident in the current Employment Guidelines which
address the need to make labour markets more flexible and adaptable (Council of the

European Union, 2010).
Box 6 Mobility issues addressed in the Employment Guidelines (adopted 2010)

In Guideline 7 it is recommended that Member States should:

o Integrate the flexicurity principles endorsed by the European Council into their labour
market policies;

e Introduce a combination of flexible and reliable contractual arrangements, effective
lifelong learning, policies to promote labour mobility, and adequate social security
systems to secure labour market transitions accompanied by clear rights and
responsibilities for the unemployed to actively seek work;

e Together with the social partners, pay adequate attention to internal flexicurity at the
work place;

e Reward professional mobility.

In Guideline 8 it is recommended that Member States should:

e Provide effective incentives for lifelong learning, thus ensuring every adult the chance
to retrain or to move one step up in their qualification;

¢ Remove barriers to occupational and geographical mobility of workers;

e Focus on supporting those with low and obsolete skills, increasing the employability of
older workers, enhancing training, skills and experience of highly skilled workers;

e Provide systematic information on new job openings and opportunities.

Source: Council of the European Union (2010)

The relationship between the levels of geographical and job mobility can be very
complex. Findings from the 2005 Eurobarometer survey on ‘geographical and labour
market mobility’ (Fasang & Schémann, 2006; Vandenbrande (ed.), 2006) suggest that
geographical and job mobility have a complementary relationship, and even mutually
reinforcing effect: frequent job movers are also likely to move to other places more
often. Specifically, ‘the majority of persons, who moved two to four times, most
frequently changed jobs five to nine times' (Fasang & Schémann, 2006). Better educated

people tend to be high movers in both dimensions.

The same interdependency of geographic and job mobility can be found on the country
level; countries with a high level of geographical mobility are also countries where people
tend to change jobs more often. Regardless, older workers display the lowest level of

both geographical and job mobility patterns (Vandenbrande (ed.), 2006).
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The conclusion to be drawn from the findings above is that job mobility is a multifaceted
phenomenon. On the workers’ side, job mobility decisions may be influenced by
demographic features such as gender, age, household structure and country of birth.
Characteristics of the job, such as, ‘occupation, sector, type of contract, number of
working hours, learning opportunities' may also influence job mobility (European
Foundation for the Improvement of Living and Working Conditions, n.d.). Older workers
tend to have a lower level of job mobility than their younger counterparts, but upward
job mobility is highest among older workers aged between 50-64 years. However,
training and in particular workplace trainings are seen as particularly relevant in a
volatile labour market and in changing economies to improve the job mobility of workers.

This is seen to apply specifically to older workers.

Vandenbrande (ed.) (2006) stressed that that mobility in Europe ‘should not be
maximised; rather, it should be optimised.” According to Anderson, job mobility needs to
be at a balanced level in order to be most beneficial - that is, high enough that it
supports productivity and innovation, yet not so high that it leads to low unemployment
levels. As well, there is strong evidence that voluntary and positively motivated job
mobility has many more beneficial effects at the individual level (Andersen et al., 2008),
both in terms of economic and social effects, than involuntary and negatively motivated
job mobility. Voluntary and positively motivated job mobility are more likely to lead to
wage gains and a positive career development than involuntary and negatively motivated
job shifts, and are associated with a higher degree of job satisfaction. Unfortunately, as

was stated earlier, the job mobility of older workers tends to be negatively motivated.

This research may help to address this problem by identifying barriers and opportunities
for older workers to become mobile in the ICT sector. In the following section, we explore
virtual mobility, and in particular, the opportunities it presents older ICT workers to

attract, acquire, and retain new jobs, new skills, and new ways of working.

4.3 Virtual mobility

Virtual mobility can support the learning, training and employment needs of older
workers by enabling education and collaboration through the use of digital tools and
mediums. In this way, virtual mobility can help to promote both education and
employment without necessarily requiring geographic mobility; however, virtual mobility

can in fact be utilized to promote both geographic and labour mobility. Below we explore
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how virtual mobility may be applied to these goals, with particular consideration to their

use in supporting older ICT workers in obtaining new skills and employment.

Virtual mobility refers to the use of ICT as an alternative or supplement to physical
mobility. Virtual mobility technologies can include a variety of tools which permit working

and learning to take place in spite of challenges posed by geographical distances.

Virtual mobility has been defined in a number of ways, often highlighting one feature or
another. For example we can define virtual mobility as the use of ICT ' to obtain the
same benefits as one would have with physical mobility but without the need to travel
(Elearning Europe, 2006 cited in: Pavlikova 2011, p.8),

Definitions often tend to emphasize the opportunity for enhanced learning opportunities.
For example, virtual mobility has also been defined as, ‘a set of ICT supported activities
that realize or facilitate international, collaborative experiences in a context of teaching
and/or learning' (De Gruyter, Achten, Op De Beeck, & Van Petegem, 2010, p. 19) A more

descriptive explanation is as follows:

‘We think of virtual mobility as a set of ICT-supported activities that
realize cross-border, collaborative experiences in a context of teaching
and/or learning. These activities can take place in a fully ICT supported
learning environment or as a complement to physical mobility (before,
during and after). They can be aimed at the (practical) organization of
the learning process or they can consist of actual teaching and/or
learning activities. Virtual Mobility activities can cross borders between
regions, countries, cultures and languages, but also between
disciplines. Virtual mobility activities enable collaborative learning (i.e.
learning from and with each other) and are always aimed at inter-

cultural experiences.’

The definitions above tend to focus on the potential benefits that virtual mobility can
bring to educational activities. Virtual mobility may also benefit an organisation by
enhancing internal training, creating collaborative workspaces, and supporting web

conferencing, live streaming and videoconferencing (Pavlikova, 2011).

Related to virtual mobility is ‘telework’ or ‘telecommuting*, which is work performed at
home, or away from the traditional office, often while using ICT tools (Daniels, Lamond,
& Standen, 2002), Gajendran & Harrison (2007, p. 1525) define telecommuting as "an

alternative work arrangement in which employees perform tasks elsewhere that are
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normally done in a primary or central workplace, for at least some portion of their work
schedule, using electronic media to interact with others inside and outside the
organization”. Telecommuting can provide an opportunity to match skilled employees to
employers, irrespective of location (Australian Government - Productivity Commission,
2014). Recent research revealed that 11% of respondents in EU member countries had
worked or studied remotely for another country, either within or outside of the EU, and
the majority of these respondents reported that they had worked for another EU member
state (7% of respondents) (European Commission, 2014b). Clearly, virtual mobility may
be used to reduce and even replace geographic mobility, but these are not the only

benefits or applications of virtual mobility tools.

A broader, more inclusive definition, which recognizes the diverse benefits and uses of
virtual mobility within and beyond the employment and education spheres, is put forward
by Bijnens et al. (2006, p. 26).

Virtual Mobility (...) includes cross-border collaboration with people from
different backgrounds and cultures working and studying together, having,
as its main purpose, the enhancement of intercultural understanding and the

exchange of knowledge.’

Given the above definitions, we can understand virtual mobility as digital tools and
infrastructure that provide people with opportunities to work, study, learn and share,
regardless of location or geographic region. Virtual mobility can replace the need for
physical or geographic mobility, but it can also act as a catalyst to enhance geographic
mobility, as virtual mobility can provide new learning and training opportunities and also

allow employers to connect with skilled employees from around the world.

In this project we define virtual mobility as access to digital tools and
infrastructure that support the execution of business processes from multiple
distinct locations. Examples are collaborative working tools, and tools

supporting remote working.

The lens with which we will explore these concepts below will apply specifically to older

workers in the ICT sphere.

We assume that virtual mobility provides a complement to other forms of mobility. In
addition to providing opportunities to work remotely, virtual mobility can support remote
learning and labour mobility in a variety of ways, for example by offering employers

opportunities to upgrade their skills via e-learning programs. Virtual mobility can provide
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opportunities to network, collaborate, and share knowledge (Costa & Leal, 2010) and
provide a wide range of possibilities for individuals to engage in informal learning

activities through distributed Personal Learning Networks (PLNs) (Couros, 2010).

e-learning has been shown to be a popular method of learning among older workers, in a
study by Towers Perrin (2008), 71% of older workers surveyed rated online training as a
preferred training method. However, e-learning methods work best when they are
tailored to the needs of older workers and under the blended learning approach; this
includes providing paper-based instruction manuals with screen shots, making
adjustments to promote visual accessibility for those who have vision problems (such as
using larger font sizes and avoiding certain colour schemes), and offering complementary

computer skills training that may be needed to complete the course (Gosling, 2011).

Online training opportunities can be particularly useful in training older workers, as online
learning tools can easily be adapted to the learners’ needs. Online tools can allow
participants to learn at their own pace, at a time and location that is convenient to them,
and can offer opportunities for knowledge sharing (Themistocleous, Serrano-Rico, &
Kamal, 2010). According to Gosling (2011), older workers tend to prefer a degree of
control over their learning environment, a slower pace, lower intensity training, an
informal learning environment, practical applications and opportunities for peer support
and networking. e-learning opportunities can easily facilitate these learning requirements
(Montes, Gea, Dondi, & Saladin, 2011). For example, virtual learning opportunities can
encourage autonomy, giving participants a broader choice on what, how and when to

learn. They can also provide a direct application of technology (Montes et al., 2011).

Telecommuting, another a form of virtual mobility, may also be particularly
advantageous to older workers. Some of the benefits of telecommuting include flexibility;
in particular, it offers employees the opportunity to contribute and participate, even when
dealing with health problems (Barnett & Adkins, 2001).

As Andriessen and Vartiainen (2006, p. 3) assert, virtual mobility in the workplace is
related to the globalisation of markets and businesses that lead to “higher mobility
requirements and widely distributed international cooperation”. In a globalised world,
required expertise can be distributed more easily. In this sense, virtual mobility can
broaden opportunities for employment and social inclusion. Of course, telecommuting
may offer various disadvantages as well, including loneliness, lower productivity or
motivation, and costs associated with technologies or occupational health and safety
requirements in multiple spaces (Australian Government - Productivity Commission,
2014; Topi, 2004).
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In summary, we base our approach to virtual mobility on the assumption that virtual
mobility can foster the inclusiveness of older workers, both through e-learning, training
and telecommuting options. Human capital theory may provide an explanation for why
employers avoid training older workers, but when considering the speed with which
information and communication technologies change, human capital theory could also
offer a case to invest in the training of older ICT workers. Indeed, virtual mobility can
offer opportunities to provide training to older workers, which is accessible and

specifically tailored to their learning needs.

One clear example of utilizing e-tools to support the recruitment and hiring of older
workers is the European e-Competence Framework (e-CF). The e-CF provides ‘a
reference of 40 competences as required and applied at the Information and
Communication Technology (ICT) workplace, using a common language for competences,
skills and proficiency levels that can be understood across Europe.” Targeted towards
both public and private sectors, this framework helps organizations to more easily
understand and recognize critical skills and qualifications in the ICT sector, thus
supporting selection and recruitment (European Committee for Standardization, 2014).
The e-CF supports geographic mobility by recognizing skills acquired through different
educational formats from around the EU. This system may be of particular benefit to
older workers, as this presents an opportunity for older workers to have their skills
validated and recognized without the intrusion of negative stereotypes or attitudes.
Furthermore, because the certification of skills has been a relatively recent trend, more
young people than older people tend to have their skills certified (Green et al., 2013).
The qualifications of older ICT workers may also be seen as outdated. Older workers in
particular then, may benefit from having existing skills and experience recognized (Green
et al., 2013). The e-CF can be seen as one example of a virtual mobility platform that

supports the geographic and labour mobility of older ICT workers.

However, recognizing formal qualifications only provides one piece of information that
contributes to overall employability; ‘soft skills', basic skills and a number of individual
characteristics and conditions all contribute to finding the right match between employer
and employee (Green et al., 2013). There are a number of commercially-available virtual
tools which are specifically designhed to help employers measure these skills among new
staff; many of these tools also offer the ability to measure progress in learning or in the
development of new skills and some are targeted towards older people (Green et al.,
2013).
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There are also an abundance of tools that can support older workers in developing or
upgrading their ICT skills. One example comes from SWAN - the Scottish Work-Life
Adaptability Network (McKechnie, n.d.). The SWAN project developed online learning
tools for company managers, human resource specialists and older workers, to support
the development of IT skills, online learning and specialist training. This program
supported older workers by creating opportunities for peer-learning through hands-on
training and ongoing support with a matched ‘computer buddy' of the same age
(eInclusion Sub Group, 2007). As a result of incorporating techniques that are proven to
respond to the needs of older learners, this project proved quite successful in 'helping
older employees to get over the initial confidence and skill barriers' and in responding to
individual needs (elnclusion Sub Group, 2007). This is but one example in which virtual
mobility tools can be employed successfully to help older workers gain, maintain or

upgrade computer skills, if employed in a responsive, accessible manor.

However, it should also be noted that the SWAN project found an ‘unexpectedly high
resistance’ among certain employers, to the adoption of such ICT programs (elnclusion
Sub Group, 2007). Resistance among employers may prove to be a significant barrier in
the virtual mobility of older workers. Virtual training or learning opportunities may work
best if employers take their own initiative to create a home-grown approach that
matches the workplace culture (Leibold & Voelpel, 2006). One example of such an
approach is the Volkswagen Level 5 Initiative, which aims to improve the basic Internet
skills of all Volkswagen employees and to support active ageing. What is noteworthy
about this program is that it uses techniques that are shown to be successful among
older learners. These include a combination of online learning, learning in groups,
seminars, and the opportunity to study at work, as well as at home (elnclusion Sub
Group, 2007; Green et al., 2013).

Bringing together a plethora of ideas and opportunities of how to use ICT for the ongoing
training, employment and knowledge-transfer & exchange of older workers, is the
roadmap created by BRAID - Bridging Research in Ageing and ICT Development project.
BRAID created this roadmap to identify a series of ICT-related research actions that
should be useful in supporting ongoing employment of older and senior workers
(Camarinha-Matos, Afsarmanesh, Ferrada, Oliveira, & Rosas, 2013, p. 244). This

roadmap identifies sample priorities which may be relevant to this discussion:

e Build collaboration platforms and systems. Design and develop open ICT collaboration
platforms, support, and systems aimed at facilitating value creation, addressing the
specific needs of communities of senior professionals, and which promote
intergenerational interaction and socialization, which are enhanced by affective

computing, context awareness, and trust establishment.
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e Develop advanced functionalities and systems for management of networks of senior
professionals.

e Develop marketing and brokerage support tools for communities of senior
professionals.

e Develop affections / emotions management systems for communities of senior
professionals.

e Create adaptive solutions and services. Develop and integrate self-adaptive and
configurable technology solutions and services in ICT environments, applying
principles of e-accessibility, design for all, and usability in order to facilitate
technology acceptance and enable customization for/by seniors.

e Develop self-customizable collaboration environments and services.

e Create a model framework. Develop approaches, models, and reasoning methods
related to older people’s occupation life cycle and their participation in the economic
system, including value systems, behaviours, and issues of physical, cultural and
emotional health.

¢ Weave online and offline collaboration. Develop integrative framework for identity
management which effectively and seamlessly joins online and offline collaboration,
for seniors, to create invaluable connections between virtual and real-world aspects
of their occupation in life, namely when keeping the links with former employers.

The above selection reveals a snapshot of a near limitless humber of opportunities in
which ICT can be used to foster all forms of labour mobility among older workers. Most
significantly listed above is the importance of building online platforms that are tailored
to promote the changing needs and priorities of older workers; for example, the concepts
of e-accessibility, design for all, and usability are important in building tools that are
meant to be embraced by older workers. These concepts are worth considering when
building new systems.

Finally, older ICT workers may be considered ‘virtually mobile’ if they perform their work

remotely. Patrickson (2002) argues that older workers might be ideal candidates for

teleworking, given that they tend to be self-reliant, have strong problem-solving skills,
and can work without supervision. As well, Patrickson points out that older workers may
be less likely to have young children in the home and therefore fewer distractions. Tele-
work may also fit well with the needs of older workers, allowing them to work at their
own pace. However, the author also concluded that, while telework might be ideal for
older workers, many employers are likely to be resistant to the idea. An important
element of integrating virtual solutions, as previously discussed, might be an employer’s
receptiveness. Working with employers is likely to be a critical element in successfully

facilitating all forms of virtual mobility.
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Typically, EU policies focus on geographic mobility and labour mobility rather than virtual
mobility itself. Examples of policies supporting geographic or job mobility were presented
in earlier chapters. European policies are not directed specifically towards virtual
mobility, however this may provide an opportunity for further consideration. Virtual
mobility could be considered an important component to labour mobility, but also to
social inclusion, given that virtual mobility can support employment as well as other
forms of participation. In particular, virtual mobility may be used to support social

inclusion among people who are disadvantaged or marginalized.

The concept of virtual mobility was discussed among scientists and policy makers at the
Euro Science Open Forum in June 2014. The delegates agreed that virtual mobility is an
opportunity to promote inclusion within the scientific & research communities. For
example, key findings from this forum included the belief that virtual mobility could offer
an opportunity for equal participation among researchers who have physical disabilities
or are living in poorer countries and do not have the capacity to travel (O’'Carroll, 2014).
Virtual mobility then, could be seen as an aid or replacement to both geographic and job

mobility, as well as pursuing the agenda of social inclusion over all.

As well, virtual mobility can be built in some of the policies that were referenced in earlier
chapters, such as the Action Plan for Skills and Mobility In particular, relevant priorities
include, ‘expanding occupational mobility and skills based on a series of benchmarks
adopted by the Council’ and’promoting access for all citizens to education and training.’
Most notable are the goals to provide ‘free access to the acquisition of key skills,
regardless of age’ and ‘European seals of quality for better ICT-based education systems’
(as referred to in box 5). Virtual mobility is likely to play an important role in reaching

these priorities.

In the report on the implementation of the Action Plan (European Commission, 2007b), it
was suggested that, ‘in the field of information and communication technology (ICT),
better understanding about the nature and structure of ICT practitioner skills should be
fostered by the European ICT skills Meta-Framework which is currently being compiled.
In this context, lifelong learning and continuing training should also be given support.’
Ongoing challenges (many of which could arguably directly pertain to virtual mobility)
were listed as the following:

e Lifelong learning, especially the development of coherent and comprehensive

strategies open to all, as well as incentives and cost-sharing mechanisms so as to
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enhance the adaptability and flexibility of the workforce in accordance with the
Employment Guidelines and the Community Lisbon Programme;

e ICT skills with more investment in EU core comparative and competitive advantages
and attention to factual information when debating the issues at stake;

¢ Removing the legal, administrative and cultural obstacles to mobility in order to
create a genuine European labour market. The work on non-regulated professions
should therefore continue and new initiatives be developed in areas such as language
skills or appropriate training prior to mobility which form part of the new global
approach put forward in the 2006 Annual Progress Report. The latter calls for a new
partnership between the Commission and the Member States in order to meet the
global challenges of more and better jobs;

e A framework for economic migration to turn this into a key asset for the economic
and social development of Europe and the competitiveness of EU enterprises;

e An integrated approach to mobility in line with the European Commission’s strategy
for Europe 2020.

e Promoting access for all citizens to education and training, notably free access to the
acquisition of key skills, regardless of age. Creation of European seals of quality for

better ICT-based education systems.

In regards to the above reference to ‘European seals of quality’, policies that support
easier recognition and validation of credentials and skills obtained online would help
those using virtual mobility to obtain new qualifications or seek employment. Online
qualifications or learning programs may still be considered as illegitimate or inferior, and
some European countries still have legislation which actually prevents the official
recognition of credentials obtained through distance learning programs (Vriens, Petegem,
Op De Beeck, & Achten, 2010).

Virtual mobility presents new opportunities for knowledge exchange and collaboration. As
is illustrated above, virtual mobility can be applied to create new participatory learning
environments, which can be tailored to meet a variety of learning needs. The practical
applications of these tools are many. Specifically, they may be used to help older ICT
workers to develop new skills, renew existing skills, and share and exchange knowledge
with others. Virtual mobility tools can also provide older workers the ability to receive
training to improve productivity and can also facilitate new employment. In addition,
virtual mobility fosters increased connection to both people and information, supporting
the goals of social inclusion. In this way, virtual mobility can easily be linked to the goals

of geographic and labour mobility, as well as social inclusion over all.
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Research by Brooke (2009) revealed that older ICT workers can be faced with formidable
challenges in the workplace, including fast-paced technological change that exceeds their
experience or familiarity, out-sourcing of jobs, ageist stereotypes among employers, and
an intense work culture that expects long hours and a high level of commitment that may
be difficult for workers with health concerns, families, or other priorities. In a report by
the elnclusion Sub Group (2007), it was concluded that ‘best use and diffusion of age-
friendly ICT combined with exchange of best practices in this field can play a substantial
role in improving the skills of older workers at all levels.” Based on the literature reviewed
in this chapter, it seems that virtual tools and platforms that support the labour mobility
of older workers are in abundance. What is highlighted in the literature though, is that it
is important that these tools be adapted to the learning needs of older workers. Equally
important, is that these tools are welcomed and integrated by employers. Tools or
concepts that support the virtual mobility of older ICT workers will not be fully embraced

unless employers have a sense of ownership and partnership in the process.

4.4 Summary of literature research

Extent and character of geographic, job and virtual mobility in the EU

Geographic mobility in Europe is relatively subdued, and is comparatively low when
contrasted with other free mobility regions, such as Canada, United States and Australia.
The low levels of geographic mobility in the EU may be partly explained by legal and
administrative barriers but also by economic, social and cultural ones. Older workers are
less likely to be geographically mobile. They are also less likely to search for jobs in other
EU member states, and less likely to believe that they will be able to find work in another
country. They are also less likely to hold positive attitudes about geographic mobility in
general. Consistent with these findings is the fact that the vast majority of employers

have never or have only rarely hired older workers across the OECD countries.

In the ICT sector, around 7% of all employees were geographically mobile in 2012.
However, mobility patterns among ICT workers vary considerably between EU countries.
Mobility is also age dependent; only 21% of all migrants in Europe are aged 50 and

above.

While European policies have helped to simulate mobility, there are a variety of factors
that can stimulate one’s decision to become geographically mobile. This includes
attitudes towards mobility. The older people are, the less optimistic they are about

finding a job in another country.
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As well, older workers tend to have a lower level of job mobility than their younger
counterparts. This might be either because they have found a job that satisfies them or
because they perceive their chances of finding another job to be small. Job mobility rates

are partly dependent on the sector as well as the country.

Virtual mobility may have an important role to play in facilitating geographic and job
mobility, but the extent to which it is used seems to have a high variation. Its use is
heavily dependent upon workplace culture and attitudes of employers. However, age-
friendly ICT can likely play a substantial role in improving the skills of older workers who
require retraining. Based on the literature reviewed here, it seems that virtual tools and
platforms that support the labour mobility of older workers are in abundance. What is
highlighted in the literature however is that it is important that these tools be adapted to

the learning needs of older workers.
Significance of labour mobility for businesses

Labour mobility is important for businesses, and this is particularly relevant in the ICT
sector. ICT jobs are increasing and the demand for ICT practitioners is growing by
around 3% a year, and is higher than the relevant supply. There is high demand
potential in Europe for ICT workers especially for ICT practitioners and ICT management
level employees. To respond to these vacancies, mobility is needed. This includes
geographic mobility and job mobility. Virtual mobility is also important as a way of

facilitating the former types of mobility.

Participation in lifelong learning is central for individuals’ employability given the pace of
technological change and the need to adapt to structural and/or organisational changes.
Virtual tools may be an effective way to train new or existing employees. While older
workers are more likely to suffer from skill obsolescence, workplace training -
particularly training tailored to the learning needs of older workers - has been shown to
improve retention rates in addition to skill development. Finally, virtual mobility may
prove to be an effective medium for retaining older employees in the ICT field who wish

for greater flexibility and may wish to telecommute.
Promotion of labour mobility

There are a number of European policies in place designed to stimulate and remove
barriers to mobility, although these policies are not necessarily specific to older workers
or to the ICT sector in particular. These include, for example, Action Plan for skills and
mobility in Europe 2020. Typically, EU policies focus on geographic mobility and labour

mobility rather than virtual mobility itself. However, virtual mobility, which is also not
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included in European or other policies for the promotion of labour mobility, could be
considered an important aspect of labour mobility as well as social inclusion, given that

virtual mobility can support employment as well as other forms of participation.
Benefits and challenges of labour mobility

Labour mobility is an important element of a well-functioning labour market and has
been an important mechanism for adjusting to the demographic, structural and
technological forces shaping the European economy. Geographic and job mobility each
play important social and economic roles, for example by helping to reduce labour
shortages, responding to technological and economic change, and reallocating resources
where needed. Geographic and job mobility can help skilled workers achieve higher
income, better job satisfaction and better job quality, and overall can help to provide a
better match between employer and worker. Geographic and job mobility are particularly
important in the ICT sector, which is presently experiencing a shortage of skilled workers

and where knowledge exchange and innovation is exceedingly important.

Job mobility is mainly beneficial to workers when it is positively motivated and voluntary;
however, job mobility among older workers is less frequent and also tends to be

negatively motivated.

Geographic mobility plays a particularly important role in the ICT sector, where the need
for skilled employees to fill skill gaps continues to grow. However, levels of geographic
mobility are still relatively low. This problem is exacerbated when it comes to older
people, who are not only less likely to be geographically mobile, but are also less likely to

hold positive attitudes about geographic mobility in general.

Virtual mobility may present some opportunities in addressing skills obsolescence.
However, lifelong learning, virtual mobility and telecommuting opportunities all require
buy-in and support from employers, which may present a challenge and may not be
welcome in all workplaces. In addition, the negative perceptions and stereotypes about
older workers, present an ongoing barrier to the employment of older workers in the ICT

sector.
Employer’s attitudes and perceptions

The research presented in this review suggests that the attitudes of employers play a
critical role in the geographic, job and virtual mobility of older ICT workers. Despite
existing tools, employers may have unsubstantiated negative attitudes towards which
interferes with the hiring or training of older workers. Furthermore, in order for virtual

mobility platforms to be utilized by employers, it is important that employers themselves
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have buy-in and have a sense of ownership in these platforms. More importantly,
employers may have negative perceptions or harbour unwarranted beliefs about older
workers, especially in the ICT sector. The extent to which these attitudes interfere with
the mobility of older ICT workers is not thoroughly explored in the literature. Our
research helps to address this issue further, by investigating the attitudes and mobility

policies of employers in the ICT sector.

Interrelation of geographic, job and virtual mobility - reconsidering the labour

mobility concept

Initially, we have considered geographic, job and virtual mobility as stand-alone forms of
mobility. However, based on the literature presented above, we conclude that
geographical and job mobility are strongly interrelated as frequent job movers are also
likely to move to other places more often. Further, the component of telecommuting,
computer supported collaborative work, home working and e-learning under the umbrella
of virtual mobility even reinforces job mobility, whilst it reduces geographic mobility
(Figure 14).

Figure 14 Definition framework according to the project application
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Thus, virtual mobility may be best seen as an integral part of geographic and job
mobility. Therefore it may be best to consider virtual mobility, as a component, or

complement, to other types of mobility (Figurel5).
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Figure 15 Virtual mobility as integral element of geographic and job mobility
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In addition to offering new, more flexible ways of working (such as telecommuting),
virtual mobility can support employers in recognizing the credentials and skills of mobile
workers. For example, the European Complementary Framework helps organizations
across Member States to recognize ICT skills and qualifications. Furthermore, e-learning
platforms that are utilized by employers can allow employees to refresh or acquire new
ICT skills. A variety of online tools can help older workers maintain their employability

either through skill development, or by facilitating the measurement of existing skills.
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5 Questionnaire survey

This study was conducted to determine employers’ attitudes towards mobility of older ICT
workers in the EU. Respondents were asked about their company policies or procedures
on mobility. They were also asked about their views on the significance, the potential and
actual benefits of mobility, and the key challenges in promoting mobility. The
respondents were also asked to make relevant recommendations with the objective of
identifying factors that may improve mobility patterns. Finally, a needs analysis for the
CaMEO e-academy was conducted by asking the respondents about their suggested

materials and tools.

The study was conducted between September and December 2014 and included the

gathering of the data as well as its interpretation and the writing of the analysis.

Scope and approach of the survey

An online questionnaire (Lime Survey) was sent to around 136 selected representatives
of the target group by reflecting the different employment regimes (see section 1.1.1).
However, finding willing respondents proved challenging. The survey was advertised
through partner agencies, including those with extensive networks. The survey was also
promoted via multiplier organisations (such as BITKOM, IKT Konvent Austria, Austrian
Computer Society, Sweden’s Commission of Digitalisation and Association of Swedish
Engineering Industries) and throughout personal and professional networks in the ICT
domain. The majority of respondents filled in the questionnaire only after repeated
requests. In some cases it was necessary for partners to follow up with potential

respondents in person or via telephone.

A total of 117 people accessed the questionnaire. A total of 16 people started but did not

complete the survey and 34 people completed it.

The answers were codified by using the professional software for qualitative data analysis
MaxQDA and the content analysed by the method introduced by Mayring. The codification
was conducted separately by two researchers who, following intensive deliberations

defined the categories and abstract constructs.

Limitations

A key limitation of this survey was the fact that our survey required rich, qualitative

answers. Although the questions were scripted in open-ended language, the format of
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the online survey did not yield as rich data as might have been afforded by semi-

structured interviews. At times, some of the answers were difficult to interpret.

Another limitation of the study is the predominant representation of SMEs. Only ten are
big companies. Further, among the seven public organisations, three are universities,

which may have special policies and practices that differ from other public organizations.

Further, a significant humber of respondents reflected the workforce in general and did
not focus on older ICT workers in their answers. It was often not clear whether the entire

workforce or older ICT staff members were meant.

The respondents were asked to describe both the potential (Q12-14) and actual (Q15-17)
benefits of mobility. However, more than half of respondents did not distinguish between
these two questions; they rather treated them as the same. Because respondents did not
appear to distinguish between potential and actual benefits in any of these sections,
these have been merged together into the discussion of the “benefits” of job, geographic

and virtual mobility.

Initially, it was planned to elicit policy recommendations along the country cluster of
employment protection regimes (see section 1.1.1 and Table 1) which influence the
individual’s labour mobility. The aim of this approach was to deduce policy
recommendations for each of the regions. However, the answers did not allow any
references to existing national employment protection legislation because the majority of

respondents did not distinguish between the three levels.

Finally, another limitation of this survey is that it only focuses on employers, and not ICT
workers themselves. As is explained in the findings, the respondents provided
explanations as to why older workers are less likely to experience geographic or job
mobility. Many of these explanations have to do with the shortcomings or personal
preferences of older workers. Since these reflect the attitudes of employers, it is
unknown whether these beliefs reflect negative perceptions and stereotypes or are based
in reality. Surveying older workers themselves would help to cross-check these findings

but it might also yield an entirely different set of explanations.

Respondents

A final total of 34 HRMs, business owners, heads of ICT units and work councillors
responded to the online survey>. Only fully completed questionnaires have been included

in the following analysis. The data were analysed using a 5 point Likert scale, besides the

3 http://survey.zsi.at/index.php/377269/lang-en
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first three questions relating to the importance of geographic (Q1), job (Q2) and virtual
mobility (Q3). Fifty respondents completed the first 3 questions. It must be noted that

all of the survey questions were mandatory.

Table 1 below shows the respondents covered 11 European countries, and are

representing all different employment protection regimes (EPL).

Table 1 Number of respondents per employment protection regime cluster and company
profile

Conservative Austria / Germany 2 3 1 6
Liberal Czech Republic / Poland 1 3 3 7
Mediterranean Greece 0 2 4 6
Post-socialist liberal Lithuania / Latvia 2 0 4 6
Social democratic Norway / Sweden 0 0 3 3
Post-socialist conservative | Ireland / UK 2 2 2 6

Total 7 10 17 34

5.1 Mobility is very important due to international environment of

ICT# - The significance of geographic, job and virtual mobility

Respondents were asked how important overall is geographic (Q1), job (Q2) and virtual
(Q3) mobility for their business.

On a 5-point Likert scale, the slight majority of respondents (56%) think that virtual
mobility and job mobility (54%) are important, while geographic mobility is considered as
less important (46%). Vice-versa, more respondents consider geographic mobility (34%)

as less important than virtual mobility (22%) (Figure 16).

4 R26
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Figure 16 Importance of geographic, job and virtual mobility in %, n=50
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In Q4 respondents were asked to explain the significance of geographic and/or job

and/or virtual mobility for their business in more detail.

Generally, in big companies and SMEs the competition for ICT workers is higher than in
public organisations. In fact, the demand for ICT workers is so great, head hunters are
desperately seeking for ICT experts. As one respondent reported, ‘the fluctuation among
ICT workers is extreme high, they stay 5 years maximum in one company. Every ICT
worker receives 3 to 5 phone calls from head hunters every year’ (R68). However, public

universities don’t seem to suffer from skill shortages; as educational organisations, they

have sufficient access to ICT workers (R82).

Virtual mobility allows people to cross spaces and shift between different fields of life. A

‘global nomad’ describes his lifestyle as following:

'‘As I'm running a consultant firm, I'm working with different

projects located in different places in Europe and in my home

country. Depending on which customer I work with, I got different

tasks, "mobility in my job" is a part of my working-day. Virtual

mobility, with support from different tools, is a necessity for me

when carrying out my work. I work from home, I work on the spot

together with my client, I work during my travels. To able to do that

I use modern electronic tools’ (R114).
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The majority of the respondents representing big companies deem geographic mobility
as essential for their international business success. This is particularly true for ICT
companies due to its ‘internationalization and digitalization’ (R48), where local knowhow
has to be transferred to other regions and vice-versa. (R68, R63, R26, R101, R97).
However, to send qualified ICT workers or managers to emerging markets requires the
willingness of current employed staff to move, which is a challenge for companies. For
example, respondents reported that ‘we have great difficulties to find people for ex-pats’

(R68), and 'We don't have fully qualified teams in all regions’ (R54).
For seeking companies, geographic mobility is essential to fill in job vacancies:

‘We would need much more ICT specialists. The search for SAP
specialist averagely requires 1.5 years. Thus, our hope was that
Spanish ICT workers will move to Austria to reduce this long-lasting

search process, which unfortunately didn’t happen’ (R68).

Geographic mobility in SMEs tends to be lower than in big companies (R43, R43, R66,
R16, R106, R103) and is mainly in conjunction with international projects (R51, R78) or

in order to involve experts from abroad (R66).

Also for public organisations, geographic mobility seems to be less important; for public
universities, either ICT workers are sufficiently available (R82; R84) 'as an university we
have access to enough ICT workers, thus geographic mobility in the sense of filling in
vacancies, is not a big issue’ (R82) or their mobility refers only to commuting between

cities within the country (R49).

However, if geographic mobility is not promoted, and - compared to more attractive
organisations - staff does not have the opportunity to participate in attractive
international projects, they may become demotivated and ultimately leave the employer.
For example, one respondent reported, 'the technology agency of the municipality was in
former time an attractive employer for ICT workers. But now, we suffer from a
substantial brain-drain, because the experienced ICT workers let themselves recruit to

the private sector.” (R82).
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Around half of respondents consider job mobility as important for their business, whereas
it seems to be more pronounced for both big companies and SMEs, and rather less by
public organizations. For example: ‘The most important area for our business is job
mobility. We are a practicing Investor in People and we have a very good track record for
facilitating career progression internally’ (R106), ‘employees have to switch jobs and
responsibilities if they want to advance’ (R54), ‘we actively encourage staff to gain
experiences in other areas of the business to increase their skills and experiences’
(R103).

Employers want to rely on a pool of qualified and experienced staff that is adaptable to
changing labour market conditions. This is the key reason why respondents consider job
mobility as significant for their business. Companies prefer to recruit first internally when
managerial or other positions are vacant: ‘Professional mobility that enables using gained
experiences on new posts is important’ (R100), ‘management functions become more
and more important’ (R68); '‘We also really try to promote internally as much as possible’
(R116).

Virtual mobility seems to be widely practiced in almost all companies / organisations.
Regardless of type of company/organisation, the majority of respondents emphasises
the significance of virtual mobility for their business success. Moreover, ‘it is reality but

not recognized as such’ (R82) because it integrated in many fields of the working life.

Collaborative working and conferencing tools are essential for international enterprises:
(R48, R26, R82, R54, R43) ‘we share tools across countries and require people to use
them in all locations. They also often are involved in the roll-out of the tools themselves’
(R54), ‘we use fast communication tools that allows us to do your daily tasks from any
place in the world” (R92) and support managers who are responsible for differently
located branches (R97).

The e-learning component of virtual mobility is also relevant for a number of

respondents, where e-learning is an essential tool for career prospects (R49, R84, R83,

5 R68
6 R82
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R103, R116) '..because it give opportunities and tools to employees to grow faster,

easier and more efficiently (R43).

Remote working - as integral aspect of virtual mobility - is often mentioned, but
practiced only in few companies/organisations (R34, R92): ‘The bulk of our work is

carried out remotely’ (R103).

However, the complementary relationship with geographical mobility is clearly
recognized. As one respondent reported, 'if there is virtual mobility, geographic mobility
is then not important’ (R16). In other words, the use of computer supported collaborative
working tools decreases the demand of geographic mobility. This sentiment was echoed
by others. For example, ‘Virtual mobility is increasing and the geographic mobility is

declining therefore’ (R82).

Practicing virtual mobility relies on internal and national policies: either ‘e-working is not

allowed in our organisation’ (R82) or ‘is not supported by Greek labour law’ (R38).

5.2 We don’t see the issue? - Measures / Policies for the mobility

promotion in place

Respondents were asked whether they have any particular measures (policies) for the
promotion of geographic (Q5) and/or job (Q6) and/or virtual mobility (Q7) of older ICT

staff members in place.

In contrast to the finding that more than half of respondents consider labour mobility as
important for their business (section 5.1), 29 respondents (81%) of 32 respondents
stated that they don’t have any promotional policies or measures in place. The reasons,
as depicted in Figure 17, are that for 26% of respondents, labour mobility is not a big
issue (Q8), 3% consider labour mobility measures as too expensive (Q9) and 29% stated

they don’t have enough knowledge in this field (Q10).

/' R108
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Figure 17 Reasons for not having promotional measures or policies for older ICT
workers’ labour mobility in place, in %, N=32

Labour mobility is Labour mobility We don't have Others
not a big issue measures (policies) enough knowledge
are too expensive of this field

Furthermore, 35% of 32 respondents stated other reasons for not promoting older ICT
workers’ labour mobility (Q11). The main issue is that they prefer to have promotional
measures related to e-skills of workers (Q84) in place, rather than for older ICT workers

(R68). Thus, they don’t ‘see the issue and we don’t focus on age in this respect’ (R108).

This is particularly true for countries where positive discrimination is prohibited, where
promotion based on the age dimension is thus not eligible and therefore ‘all staff are
treated equally’ (R86).

'We don't have specific policies that target OLDER workers because
employers have to be very careful not to target specific groups; this
could be considered discrimination. However, we have lots of policies
and systems that do support the job and virtual mobility of ALL
workers.” (R116)

Contrary to the opinion of one respondent that mobility measures may be a matter of the
organization’s size (P113), only two among the big company respondents were found
with promotional policy of geographic mobility in place (Q5). One big company
encourages ICT workers in general to move by offering apartments and a substantial
number of free flights, even on an almost daily basis, reflecting the ICT workers
unwillingness to change residences. 'We would offer them 2 to 3 flights per week to
Austria from Spain, but all these don’t help to get more technical staff in the company’

(R68). Another big company provides also the moving employees ‘with support and lots
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of flexibility’ (R116). However, in the interest of the individuals’ work-life-balance,
geographic mobility is approached with an open mind, more or less as an issue of
negotiation (R116).

Also one SME offers an apartment, a company car and additional pay for ex-pats. 'The
company provides additional pay, a company car with a driver and a flat for employees

working outside the company’s registered office’ (R78).

Job mobility (Q7) is promoted by one company by the provision of flexible working
hours. 'Flexible working hours are very important’ (R116). One big company goes much

beyond and has provide a comprehensive training programme, which

\..allows employees to be promoted to new areas of the company, or
even pursue a personal goal. For example, we provide opportunities for
peer-knowledge sharing, through a buddy-system (where employees are
matched with a buddy who is their peer) so that they can learn
something new and access coaching. This allows us to promote
internally and give priority to existing staff (however they still need to
demonstrate that they have mastered their own area and are qualified -
and complete an interview process). We also provide a volunteer
opportunity, where employees can volunteer for a day at an

organization of their choice, with pay (R116).

For the promotion of wvirtual mobility (Q7), one public organization has in place an
employment agreement for teleworking ‘which affects older ICT workers strongest’,
(R82), because it supports them to participate in an international working environment,
which could otherwise not happen due to health problems. As ‘older workers have great
knowledge and experience to share, abilities, values, and customer service skills’ this big
company provides ‘opportunities for online learning, training and testing methods. We
also provide bite-sized modules ranging from 15 minutes to one hour to help people

develop the skills that they are lacking or that they wish to acquire’ (R116).

5.3 There are only advantages and any disadvantages? - benefits

of labour mobility

Respondents were asked what are the key benefits they experience in practicing
geographic (Q12, Q15) and/or job (Q13, Q16) and/or virtual (Q14, Q17) mobility for

older ICT staff members. Overall, all respondents have a number of arguments in mind,
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why mobility is an advantage both for the employer and the workers. Regardless of

type of organisation the potential benefits are described in the same directions.

Overall, geographic mobility has the potential of a better match of labour supply and
demand. It offers a greater pool of labour and facilitates the attraction of qualified staff
(R82, R49, R68, R100, R70, R100, R96, R38, R113). On the EU-labour market, ‘it would
even be possible to cut the recession and start a quicker development in many countries’
(R114).

It enhances the skills and competences by knowledge exchange in an international
environment (R70, R92, R54) and may enhance the creativity by ‘looking at things from
different angles’ (R16). According to the thesis that ideally the staff are supposed to
reflect the demographics of the customers, the enrichment of staff with different

ethnicities, is another business value (R116).

As older ICT workers are somewhat rare and they tend to have ‘exotic’ standing in
organisations, the opportunity to physically meet with other older ICT workers would be
particularly an asset for them. 'Especially for older ICT workers the knowledge exchange

would be a great value’ (R82).

Despite the availability and use of virtual conference tools and computer supported
collaborative working tools, geographic mobility can’t be yet wholly replaced by virtual
mobility. Physical meetings, ‘to meet people eye-to-eye’ (R48) are still an asset for the
success of collaborative work. This is particularly true for problem solving processes. 'In
bigger and maybe problematic projects the mobility of ICT staff might bring the project

to a positive end which would otherwise not happen (the project would fail)” (R44).

Respondents reported that they have experienced the benefits of geographic mobility in
that employees gain more experiences and broaden their knowledge and creativity (R68,
R106, R114), which ‘serves corporate interests, make the employee more useful’ (R26),
and hence leads to better employment opportunities. One respondent noted that
geographic mobility led to a ‘greater use of technology, resulting in increased efficiencies’
(R106). Another one declared that the time-to-market had already improved (R63) due
to geographic mobility.

9 R86
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The tremendous economic benefit of older ICT workers' readiness to move to other

countries is spectacularly described by this respondent:

'A 59 years old Swiss technician was ready to move to India and
took over the overall technical lead at this site. This was a big
success for our company, as he has extreme high knowledge and
expertise. There, in India, he could bring in all his experiences.
Before his leadership, the turnover was 70 million and then 1,4
billions’ (R68).

Geographically mobile staff, mirrors the multi-ethnicity of the customers, which is
another benefit of geographic mobility: 'In our case, our customers are very diverse so it

is important that our employees are also diverse’ (R116).

Career progression is an inherent element of job mobility, which is a commonly
expressed belief of the respondents (R54, R26, R97, R96, R92, R100, R16, R113, and
R106). The opportunity for internal skills development and career progression is an
important motivational factor. 'It's very important that our employees are able to move
within the company and achieve whatever goals they have set out for themselves’ (R116)
and ‘Increased motivation for employees who can see the opportunity for career
advancement’ (R106). It is essential that workers have the ‘opportunity to develop their
skills and build a professional career’ (R92) which in turn ‘increases staff satisfaction and
retention’ (R103, R106).

For numerous reasons, employers prefer to first look internally for suitable candidates,
because ‘internal staff has wider experiences and a better overview of the complex
processes. It is better to recruit those knowing already the organisation’ (R54) and they
are ‘better adaptability to new requirements’ (R96). Companies can assign people ‘to the
most optimum position based on the needs of an international company’ (R26). Further,
internal recruitment ‘'makes the process to gain proper competences or candidates easier’
(R97).

A number of respondents confirm that job mobility policies lead to a better recognition of
workers’ skills and experiences, optimize strategic personnel planning for the employers
and support career planning for the workers (R86, R83, R26, R63, R26, R43, and R114).

Consequently, for employers job mobility leads to a greater retention of skills (R106,
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R114) and for employees it enhances the level of work satisfaction (R106). Further,

internal recruiting requires smaller training investments (R83).

On a horizontal level, job mobility means to change to different roles and tasks. This is
particularly an asset in interdisciplinary teams where the adaption to changing roles and
tasks is immanent (R103, R63).

Virtual mobility potentially reduces travel and therefore saves time and costs (R82, R48,
R97, R16, R92, R69, R106, R101, R82, R38, and R114).

Teleworking — as an aspect of virtual mobility- contributes significantly to a better work

life balance which is particularly relevant for older workers (R92, R16, R101, R82).

The ‘easy and fast’ access to collaborative working is another benefit of virtual mobility
(R48, R16, R106, R38). Moreover, it provides the opportunities to work in an
international environment which wouldn‘t otherwise due to financial restriction for travel
purposes take place. 'As travelling is costly - the internationalization of the working
environment is safeguarded through the virtual mobility, otherwise this wouldn’t be the
case’ (R82). Practicing virtual collaboration instead of traveling is particularly relevant for
older workers with health problems, '‘when they are not able to fly due to health

problems, for example in case of a thrombosis danger’ (R82).

Virtual mobility contributes further to easy and fast access to learning facilitation, either
related to informal learning, because workers can 'up-skill without travel costs’ (R103) or
to formal learning, because it is an ‘absolutely effective way to gain new skills and
competences when participating in known university courses from USA, Australia, etc.’
(R84, R49) or to self-directed learning, because it ‘supports self-study processes’ (R100),

which in turn ‘increases staff participation in subject areas’ (R86).

‘For some older workers who have been out of the labour force for
some time and are re-entering, for example they may be 55+ and
are re-entering because they were caring for children, or because
they need to go back to work due to a marriage breakdown, they
may need additional kinds of computer skills, basic programming
skills, and that sort of thing. Certainly lifelong learning programs

or courses should be available and useful for that’ (R116).
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Further, virtual mobility is not only relevant for the staff, rather for (new) market
orientation too. Markets themselves are becoming increasingly virtual and therefore
require virtual mobility. ‘New virtual markets demand virtual mobility’ (R96). Virtual
mobility ‘provides the opportunity for in time reactions to consumer needs’ (R73). It
supports the usage of readily available systems and tools from around the world, without
requiring significant internal investment in creating them. It ‘/imits the necessity for local

development of systems and tools and supports higher integration of processes’ (R54).

Again, virtual mobility is strongly interrelated with job and geographic mobility; it
accelerates the reduction of traveling, it supports career prospects, and it creates
favourable conditions for both job and geographic mobility, because it ‘can give the initial

impetus to effective job and geographic mobility’ (R43).

The main benefit of virtual mobility is clearly the access to tasks irrespective of time and
space, either with work colleagues (R73, R101, R43, R16, R63) or with clients (R43,
R73). It is an inherent instrument in the knowledge society, as it ‘Facilitates your
working-day in a modern society’ (R114). In case a job location has changed, the
workers are not necessarily required to move. ‘Actual benefit is that older staff members
do not need to move if the job location changes because they can work online even from
home’ (R43).

Virtual learning facilitation is seen as a special benefit for older workers. 'Virtual mobility
- is one of the best ways for older ICT workers to take care about their qualification using
virtual mobility * (R49). Contrary to common perceptions that older workers have fewer

ICT skills, this respondent described the opposite.

'‘Banking has become digitized. Some employees who have been
working in the banking sector for a long time have seen a big
change - from when the skills used were very basic, to now when
everything is digital. As a result they need to transfer their skills.
But we offer programs for that. Some are mandatory and some are
voluntary. The older workers have great knowledge and experience

to share, abilities, values, and customer service skills” (R116).

Further, respondents confirm that virtual mobility leads to faster services ‘n time

reaction to costumer needs’ (R73) and enables access to emerging markets (R96).
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5.4 They don’t want to leave the comfort zonel2 - Difficulties for

labour mobility

The respondents were asked for the key difficulties they experience in practicing
geographic (Q18 and/or job (Q19) and/or virtual (Q20) mobility for older ICT staff
members. There were no apparent differences between how public organizations, big
companies and SMEs answered the questions. All of the various types of organizations

reported similar difficulties.

The main barrier of geographic mobility is older workers’ reluctance to change their place
of residence (R43, R100, R16, R54, R101, R68, R79, R86, R100, and R47). Older workers
have often achieved a certain lifestyle and a good work-life balance, which they want to
keep. ‘They want to preserve work-life balance and relocation does not fit into this
strategy’ (R54). Further, they have achieved a certain level of required knowledge and
skills, which can’t be transferred that easily to other jobs. ‘Staff tend to stay in the same
organisation, ours in particular, as their personal skills are recognised and appreciated
but when looking elsewhere they may have less current qualifications’ (R86). The
psychological difficulties in practicing geographic mobility are vividly described by one

respondent who travels a lot:

‘If you haven't got any "home-base"”, you can feel a bit unsecure/unsafe.
If you move very often, permanently, to have a new job, you will get
some private extra work in moving to new place and settle there’
(R114).

Another reason for the unwillingness to leave what has been achieved is the observed
difficulty to adapt to new work environments with new working cultures (R92, R96, R100,
R106). Also the lack of foreign languages is frequently mentioned as a barrier for older
ICT workers to move to other countries (R16, R63, R66, R96, R51, and R68). Further,
health problems (R96) and insufficient ICT competences (R49) are observed barriers for

geographic mobility.

The older workers’ family obligations which prevent them from relocating (R16, R96,

R100, R51, R73) run against the perceived notion that parents with adult children are
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more mobile compared to younger generations of parents with small children. '45plus ICT

experts should be better ready for GeoMob having adult children’ (R47).

Sometimes the reason why geographic mobility is not practiced is just a question of cost
for the company. Geographic mobility is clearly less affordable for SMEs (R16, R83) but is
also a significant expense for bigger companies (R48). Thus, it requires ‘negotiation
between the company and employee’ (R116). Delegating older ICT workers and not
younger ones as ex-pats is not common practice; in fact, it requires economic
justifications at board of directors’ level. ‘Sometimes the costs are hard to explain to
CEO’ (R48).

However, not supporting the geographic mobility of the workforce has significant impact
on the companies’ ability to expand to emerging markets. The difficulties are either the
reluctance of older ICT workers to move or they may not have the right skills. '40plus
workers are rather unwilling to change the geographic location of their workplace which
would be important for the companies with branches around the whole country’ (R100).

'We lack qualified employees ready to work abroad’ (R78).

‘Before the economic crisis we had 30 sites, and nowadays we
have 250 sites. This means we urgently need qualified people for
manager positions and encouraged older employees for taking
over these roles. But we learned that older employees don’t want
to accelerate anymore, it is very difficult to recruit internally. Thus,

we have tendentially younger managers only.” (R68).

With regard to job mobility, the main difficulties are identified in the (assumed) lower
innovation potential of older ICT workers. (R54, R100, R86, R70, R96, R49, R63, R47,
R92, R43, R101, R96, R68, R78). On the one hand, their skills are sometimes obsolete
and they don’t master well enough the new skills on demand (R96, R49, R47). 'It's
difficult to promote them for a certain innovation.” (R92) 'It is not always easy for older
staff to acquire new skills which are necessary to do a career’ (R43). But this doesn’t
necessarily mean that older workers’ rich work experiences are not recognized and
appreciated. Rather it was reported that older workers ‘...have good generic experience
and are very capable.” (R86) On the other hand, respondents believed that older workers
are less willing to be trained (in their spare time): ‘Older employees do less sacrifices for

training/educational (e.g.) after work’ (R70).

Similar to the idea that older workers are reluctant to relocate due to having achieved a
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certain level of satisfaction with their current job or position, respondents believed that
older workers are unwilling to leave their comfort zone of specialization. Thus, older
workers were reported as ‘unwilling to risk and change what has already been achieved’
(R100) and they ‘just want to focus on their core business, but don't want to broaden
their focus’ (R68); they are rather ‘more geared towards a stable environment that leads
to retirement’ (R70). In other words, ‘they do not want to leave the comfort zone of deep
specialist knowledge in a given area and instead of gathering experience in new areas’
(R54). However, respondents held different attitudes as to what makes an older worker
reluctant to change jobs or roles. Some respondents believed that older workers were
less adaptable to new environments and roles (R101, R96, R97), or to the new working
cultures (R63). Others believed that older ICT workers had difficulties attempting to
‘master the rapidly changing knowledge’ (R92).

But the question of whether job mobility or career progress is even an attractive goal, is
challenged by no less than four respondents, who reached the following negative

conclusions about job mobility:

¢ A high level of job mobility may lead to lower quality in performance. 'To high speed
in your job mobility could damage the quality of your performance. You move too

quickly to have enough time to learn every new job you get’ (R114).

e Vertical mobility may have become less attractive in recent times, as manager
positions tend to combine managerial and administrative tasks. ‘I must say first, that
the positions of managers changed substantially in recent years. Formely it was
normal that a manager had at least two secretaries. Now they don't have any, only
maybe 1/25 secretary and they have to do everything themselves. And this is not so

attractive anymore to move upwards’ (R68).

e Some ICT workers may not seek to continue their career when they get old; instead
they are seeking to apply their creative potential in other domains of activity, 'Older
ICT workers tend to be very creative people and when they get older they leave their
ICT jobs and offer their (creative) knowledge e.g. to a NGO. For example, we had a
very tough programmer, but then he quit and programmed learning programs for

slow learning children.” (R82)

e Moreover, older workers may want to focus on personal development rather than
seeking a promotion. 'Sometimes the mid-late 50s don't always want professional
development. Sometimes they want to be involved in coaching or volunteering’
(R116).

However, one respondent from a big company did not see any difficulties in the job
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mobility promotion of older workers. Besides the fact that 'their training time might be
slightly longer’, there aren’t any ‘disadvantages to hiring or retaining older workers, but
there are lots of benefits’ (R116).

Limited digital competences of older ICT workers is considered as the main difficulty to
fully adopt and use computer supported collaborative working tools (R49, R84, R96, R47,
R106), as they don't have sufficient ‘skills to play in virtual ICT environments’ (R96). The
same applies to the use of virtual learning tools, where older workers have difficulties to
master the new e-learning technologies (R86, R92, and R43). The dominant language in
virtual mobility activities is English, which for older ICT workers is not a major problem.
‘For ICT workers the situation is slightly better’ (R63).

Virtual mobility presupposes a well-functioning technical environment. However, there
may be difficulties in taking full advantage of virtual mobility using the technology (R48,
R54, R51, R78). ‘Technology as an enabler in some cases is less effective than expected’
(R26) or suffers from problems such as ‘the internet connections are unstable, frequent

changes of software, program modification, upgrades’ (78).

Also the expected reduction of travel activities due to computer supported collaborative
working or learning tools is not fully realizable. Moreover, 'face-to-face exchange is quite
often needed to be fully focused on specific tasks’ (R63) and ‘staff is still required to
travel to test centres to complete courses in many cases, e.g. Microsoft certification’
(R103).

In some cases, despite well-equipped video conferencing facilities, older workers among
others still prefer face-to-face over virtual meetings. ‘The older ones still prefer to travel
over using virtual conferencing tools. We have 6 rooms only dedicated for video

conferences, but they are extremely rarely used’ (R68).

Virtual mobility is not purely a benefit, as it may entail some risks for the psycho-social
health of workers. Potentially, it may blur the line between job and spare time (R73) and

may cause social isolation for remote workers (R106).

If remote working and flexible working arrangements is too tailored to one specific
person, it may be difficult to fill in this job once this person exit. ‘It can be hard to bring

new people in to fulfil such specific requirements’ (R113).
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5.5 For young people there are many promotions but for older

there aren’t any14 - Policy recommendations

The respondents were asked for policies they would recommend to support labour
mobility of older ICT workers on regional (Q21), national (Q22) and EU (Q23) level. As
already stated in section ‘scope and limitation’ the answers don’t allow deductions related
to the national employment protection legal frameworks. Also in terms of type of

organisations, no typologies of answers can be deduced.

Respondents provided a broad variety of interesting ideas and concrete suggestions.
However, the majority of respondents didn't distinguish between recommendations
related to the EU-level, national level and regional. Under Q22 and Q23, the answer ‘as
above’ was frequently given. Thus, in the following analysis the three policy levels are

integrated.

Generally, ‘more motives’ (R26, R116, R51) should be provided to foster the free
movement of labour within the EU and any obstacles are supposed to be removed; in
other words, ‘every nation-specific obstacle that prevents or complicates the free
movement of labour between the countries inside the European Union’ (R114) should be
removed, which is considered as ‘pseudo-protection of know-how by blocking the free

movement of employees and their development’ (R78).

However, 'if a strong recommendation isn't enough the EU has to establish rules’ (R114).
One respondent considered whether ‘the tax and social security rules are the most useful
ones’ (R63).

Further, the introduction of (financial) incentives for employers are suggested, such as
‘concrete cost benefits for businesses (e.g. reductions in employer contributions)’ (R34)
or related to relocation expenses (R96) or in case of hiring ‘experienced older staff to

mentor youngers’ (R96) or benefits related to up-skilling (R106).

Further, more regulation is needed so that ‘employer and employees are fully covered by
laws’ (R38). Specially regarding virtual mobility, ‘clear rules in the Labour Code on
remote work, tracking the work time, and registering it would be very helpful’ (R101). In
the knowledge society, stress at work is a big issue, where one respondent suggested an

‘anti-stress-workforce-law for all ages’ (R73).
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However, one respondent recommended looking for a solution that creates employment
in the places where people are unemployed, rather than asking the people to move to

other areas.

'The main recommendation for labour mobility policies makers would be
to pay attention to the areas where it is low employment levels and how
to make more work places around so people would cover their needs

and won't need to change their residences.’ (R43)

Also in the field of learning and training a broad variety of concrete recommendations
were provided. Starting by general upgrading measures of ICT competences (R84), and
mentoring programmes (R96), to the provision of EU-support programmes for older
peoples (R16, R82), and further, to the provision of exchange programmes of older ICT
workers in order to ‘cross fertilize with their experience areas’ and particularly provide in

‘countries lagging behind the ICT utilization” (R96).

Other measures suggested are further investigations 'on standardization and certification
of ICT skills” (R96), and the free and open access to certified training material provided
by the technology vendors’. [...] *...this could facilitate more consistent product knowledge
all over Europe’ (R96). Also the establishment of an EU-wide social network platform of
ICT experts for the debate on ‘needed topics’ (R47), or for ICT experts aged 45plus
(R47). In addition a 'better or more organised accreditation of online courses’ (R83) is

recommended.

A number of recommendations are directed towards innovation for the promotion of

labour mobility.
With regard to geographic mobility, it is recommended to:

e Invest in R&D to better match the demand and supply of ICT workers. 'What can be

done that the Spanish ICT workers are more ready to move?’ (R68);

e Conduct research related to the questions, why 'older ICT workers don’t apply for
jobs’, ‘where are the older ICT workers, where can they be found”? *How can we move
them to us’ (R68);

e Screen existing research to model new policies and programs that specifically target

areas with high unemployment (R113);
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¢ Include the age dimension in international university rankings (R82).
With regard to job mobility, it is recommended to:

e invest in innovation related to the assessment of older workers’ skills and abilities, ‘so

they can compete at an interview with those who have latest qualifications’ (R86);

e overcome the sole focus on product specific ICT skills and also appreciate skills such
as ‘organization skills, project management skills programming best practices,
software engineering, testing strategies, security problems in systems including the
human environment.” which are typical for older ICT workers (R96, R86) and ‘analyse

the usable experiences of 45plus aged ICT experts’ (R47)
¢ Invest in standardisation of job descriptions (R48);
e ‘continue to promote the benefits of employing older workers’ (R106);
With regard to virtual mobility, it is recommended to:
e provide and/or to ‘enhance infrastructure required for virtual mobility’ (R34);

e invest in improved technology for remote (e.g. home) working, in order to give 'older

ICT workers more opportunities on working from a distance.(R92);

e Take advantage of virtual mobility for the ‘creation of specific new learning
opportunities and intercultural and/or joint curricula design at HE institutions’ (applies

to universities and educational institutions) (R49).

5.6 Suggested content and materials for the setup of an e-

academy - a needs analysis

Respondents were asked to suggest possible topics/contents for training sessions,
consultancy work or materials that they feel would support labour mobility for older ICT
staff members (Q24). This question aimed to indicate user needs for the setup of an e-

Academy in the following context:

e Firstly, the e-Academy will provide an online environment where older ICT
workers will be able to digitally map their skills, experiences, competences and
qualifications against the European Qualification Framework and its ICT mirror,
the “e” competences framework.

e Secondly, it will provide older ICT workers with appropriate training modules to
help them establish an approach for the lifelong learning required in their career

and acquire e skills and competencies through continuing vocational training.
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Starting with general statements like ‘technical skills in different disciplines’ (R26), the

respondents provided specific suggestions for training topics:

e Social media, and its use in business (R106);

e Use of dedicated software for CAD design (R78);

e Database administration, business analysis, solution architecture, applications
consultancy, hardware design engineering, web software design (R38);

e remote working, online communication and collaboration (R32);

e Web 2.0 Open source educational technologies (R32);

e Project management (R78).

Two respondents (R96, R103) suggested certified training on specific technology vendor
products in the context of “Open Standards” which ‘could facilitate more consistent

product knowledge all over Europe’ (R96).

A substantial number of suggestions relate to non-digital specific training topics varying
from trainings in English language (R63, R114)), to intercultural skills trainings (R16,
R63, R114) and to communication skills (R26).

Self-assessment that focuses on the individual’s ICT skills (R49, R48) has been
suggested as relevant to the learning process, incorporating experiences and intangible
knowledge (R86). . Additionally, after the assessment is completed (R82):

e a selection of highly demanded ICT profiles should be presented , which fit the user's
profile (R82); a mapping with the European Qualification Framework should also be
available (R96);

e EU programs and/or initiatives whose products and outcomes support the

improvement of the employee’s ICT profile (R82) should be made available;

ICT workers ‘tend to be very creative people’ (R82) and as such they often reflect upon
their professional career with a view to continue it or to pursue other activities that
enable them to enhance their personal development, and/or offer services and value to
society. Thus, for a better mobility or balance between job and other interests it has
been suggested to provide also a self-assessment tool of professional versus social skills
which is particularly important for older ICT workers (R82). For people who may be
looking to retire soon, materials focusing '‘on personal development rather than seeking a

promotion’ (R116) should be provided.
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Some respondents suggested the provision of an exchange and/or networking platform
(R100, R101, R78, R82, and R86) where older ICT workers, for example, can exchange
‘professional experience when working at a specific problem solution’ (R100). Others
suggested that the e-academy should ‘be a portal with a vast choice of courses in various
fields of IT' (R101).

Another respondent suggested using the platform for creating an understanding of the
added value of an overall ICT qualification as opposed to high specialization of expertise
(R54). In addition, the platform should be a repository of professional magazines (R100).
Finally, two respondents recommended the platform to be providing methods and good

practice examples of mobility practices (R51, R97).
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5.7 Summary of questionnaire analysis

The survey underlines once more the well documented shortage of skilled ICT workers
and consequently the high competing demand in countries with a labour shortage. On the
one hand, there is anecdotal evidence that ICT workers tend to stay in the same
company for a maximum of five years, but on the other hand, the move of ICT workers
to countries with e-skill shortages appears to be limited. For older ICT workers, relocation
is not attractive enough, despite various promotional measures companies have in place.
This may imply a better skills match on the country level but imperfect matching patterns

among EU-countries.

Depending on the required profile, the search for qualified ICT specialists may last 1 2
years on average. The survey suggests that employers (in private enterprises) may turn
away from juvenile recruitment patterns, and actively pursue applications from a wider

age spectrum of ICT workers.

Confirming the forecast literature (empirica, 2014), the demand of management ICT
professionals is increasing, and older- (more experienced) ICT workers would be

therefore well positioned to apply and be considered for the job.
Significance of labour mobility for businesses

Generally, more than half of respondents feel that mobility is important for business
success, whereas virtual and job mobility rank higher in the importance scale than
geographic mobility. However, there seems to be significant variations among the

organization types.

For big companies, geographic and job mobility is a more important issue than for public
organisations. Know-how has to be transferred to third countries or to emerging markets.
However, employers in some countries suffer from substantial unfilled ICT vacancies and
in spite of their efforts, the currently employed promotional measures aren’t attractive
enough for ICT workers to move to the countries of demand. For SMEs geographic
mobility is mainly related to international projects and for public organizations it seems

to be less of a concern.

Virtual mobility seems to be, to some extent, utilized in all enterprises and organizations.
Whether used for collaborative working or for e-learning, the use of virtual tools is a

common practice.
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The reciprocal relationships of these three mobility components are clearly stressed:
where virtual mobility is increasing, geographic mobility is declining; increased job
mobility supports geographic mobility and vice-versa. Virtual mobility may provide an
alternative to geographic mobility in some situations, however it cannot eliminate the

need for geographic mobility altogether.
Promotion of labour mobility

Despite the perceived importance of labour mobility, only few companies stated that they
have in place policies or measures promoting labour mobility of older ICT workers. Just
three companies provide incentives for geographic mobility, such as perks, company
cars, apartments, and even ‘2 to 3 flights per week’ in case employees don't want to
relocate to another country. Promotional measures for job mobility are described by only
one respondent and measures for virtual mobility are described by two respondents. One
third of those respondents who don’t promote labour mobility stated they don't have
enough knowledge and another third do not consider labour mobility to be a big issue.
Among other reasons is that discrimination (or preferential treatment) of a certain age

group is illegal in some countries.

However, despite the fact that essentially all companies /organisations use virtual tools,
the stated lack of promotional measures in geographic and job mobility needs to be
questioned. The described benefits imply that many more measures must be in place to
promote geographic and job mobility but were not discussed. This may be partly due to
how the respondents have interpreted the questions. For example, policies that indirectly
promote mobility, but are not named as such, may have not been reported by the

respondents.
Benefits of labour mobility

The overwhelming majority of respondents are convinced that labour mobility can result

in @ number of benefits.

From geographic mobility, employers may potentially benefit due to attracting qualified
staff and to relying on a greater pool of labour. Although virtual mobility substantially
decreases the need for geographic mobility, the latter can't replace the former

altogether.

Career progression and skills development are key to keep staff motivated. Thus,
employers may potentially benefit from job mobility by relying on a pool of qualified staff
for internal recruiting purposes which is highly preferred over external recruitment

strategies.
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Potential benefits of virtual mobility are numerous. The major benefits are that it
decreases the need to travel- which is particularly important for older workers - and
therefore it saves time and (travel) costs. Teleworking, virtual collaborative working and
e-learning facilitations are further key benefits of virtual mobility. With regard to the
market, virtual tools help respond to to consumer needs and new market development in

a timely fashion.

In terms of geographic mobility, employers are benefiting from staff who are open
minded, creative and have broader knowledge. When the workforce mirrors the socio-
demographic profile of the consumer market the organisation may benefit in some cases.
Moreover, relying on a mobile workforce may have significant economic benefits, as was
shown by the example of a 59 year old ICT worker who was moved as manager to

another country, and brought enormous economic benefits to the company.

Retaining in-house qualifications, skills and experiences, is the main benefit of job
mobility to employers. Job mobility positively impacts training and leads to better flexible

adaption of roles and tasks.

Virtual mobility can provide for quick and easy accesses to (collaborative) tasks and/or

clients.
Challenges of labour mobility

Older workers may have achieved a certain level of a satisfying lifestyle and thus, tend to
be reluctant to change location or their job position. Their knowledge and experiences
are, to a certain extent, gained in-house and can’t necessarily be easily transferred to
other enterprises. Working in a new country would require the adaptions to new work
environments and new working cultures. In addition, not all ICT workers speak the
necessary foreign languages. These are some possible reasons which prevent older ICT
workers from becoming geographically mobile. However, in other cases, geographic

mobility is simply not affordable by companies.

Respondents reported that older workers have lower innovation potential, which was
considered as a main barrier to job mobility. Respondents stated that older ICT workers
are less likely to master rapidly changing knowledge in the ICT domain and may be more
focused towards retirement. However, it is unknown whether this is reality, or simply
reflects negative perceptions of employers to older workers. It should be noted that not

all respondents agreed that older ICT workers were lacking in motivation or skill.

The attractiveness of job mobility for older (ICT) workers was questioned. Possible

reasons why upward job mobility may not be attractive to older ICT workers includes the
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belief that manager positions may now include administrative tasks more often than not,
In addition, older ICT employees are sometimes concerned about the extent to which a

new job may enable them to unleash their creative potential.

The main difficulties in practicing virtual mobility, according to the respondents, are older
(ICT) workers’ limited e-skills in using up-to-date collaborative working and e-learning
tools, followed by an ineffective technological infrastructure. Again, it is unclear whether
these perceptions can be validated, or reflect stereotypes about the abilities of older

workers.
Policy recommendations for improved labour mobility

A broad variety of recommendations were provided related to laws and regulations.
For workers, every obstacle regarding the free movement between countries should be

eliminated.
Indicative employer incentives for boosting geographic mobility are:

e Reduction of employers’ contributions;

¢ Relocation expenses.
Relevant incentives for job mobility are:

e Lifelong learning;

e Hiring older staff for mentoring purposes.

Further, it seems labour mobility requires the relaxation of some employment

regulations.
However, clear EU-wide rules regarding e-working are recommended.

In the field of learning and training, mentoring and general support programs for older
workers were suggested, particularly in countries with lower ICT standards. Further, open
and free access to vendors’ training materials, the establishment of a social network
platform and think thanks for ICT experts were recommended (more learning needs can

be found in section 5.6).

A wealth of ideas were presented in the area of research and innovation First of all,
research is needed to understand better the gap between ICT vacancies and ICT workers,
particularly regarding the recruiting of ICT workers from one country to the other (e.g.
from Spain to Austria). Further, for targeted recruitment approaches, research is needed

in order to identify the untapped resources of older ICT workers who are in this role but
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not in the labour market anymore and better motivate them to apply for jobs. In
international university rankings, the age dimension should be integrated. Secondly,
innovations are recommended in assessment tools for organization and project
management skills and ‘typical’ e-skills of older ICT workers, such as related to software
testing and solving security problems in ICT systems. This would support the
standardisation of job descriptions, which is recommended too. It appears in this respect
that the respondents were not aware of the 23 European ICT Job Profiles defined by the
European Committee on Standardisation (CEN). Technical innovations in order to
enhance the infrastructure required for virtual mobility in general, and related to remote

(or home) working, which is considered as particularly relevant for older workers.
Topics and materials suggested for learning purposes

Although this research question was intended as a needs analysis for the set-up of the
CaMEO e-academy, it helped to further identify the learning needs of older ICT workers.
Learning facilitation related to the improvement of e-skills were equally emphasized as
non e-skills, such as language skills, intercultural and communication skills, and
management skills. However, learning should be aligned with the needs resulting from
the ICT professional’s self-assessment of digital and non-digital skills. Informal learning
could be facilitated by the provision of a social network platform either for joint technical
problem-solving or for the exchange of experiences between older ICT workers.
Furthermore, good practice examples of mobility practices should be provided too.

Further research could be conducted on the basis of these examples..
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6 Concluding Summary - Employers’ perception toward

labour mobility of older ICT workers

Contentious character of mobility

Labour mobility ranks high on the EU-policy agenda in order to manage various social,
economic and technological trends. It is hoped that labour mobility holds socio-economic

benefits for employers and employees alike.

Economic benefits for employers may include attraction of labour to where demand is
high and efficient adaptation of the workforce to changes in the market, technology and
working conditions. The economic costs for employers may include investment in

trainings, lower productivity of new staff, recruitment and attraction costs.

For workers, economic benefits may include better wages, the development of new skills,
advancement of their career, and better working and living conditions. However, social
costs for mobile workers may be manifold. For example, it may negatively affect work-
life-balance and weaken the worker’s professional and private networks. This may partly
explain the relatively lower level of geographic mobility patterns both within in and

between EU countries, compared to US, Canada and Australia.

Particularly, older workers show lower mobility patterns and, for a humber of reasons,
their job mobility tends to be negatively motivated. They may have taken time to find the
best possible job match for their capacities and they may have little reason to leave it.
Hence, they rely on accumulated knowledge and skills in very specific areas, which,
however, can’t be easily transferred to other companies. Further, older workers’ wages
are relatively higher and they may not accept lower pay at a new job. Their levels of
formal educational attainment tend to be lower than their younger counterparts, which
makes a job move more difficult. Thus, on EU average, only 21% of all migrants are aged

50plus, although there are significant country variations.

On the other hand, employers tend to view labour mobility as a definitely positive policy,
considerably more so than workers. According to the Eurobarometer survey 2005, almost
80% of employers believe that mobility is good for the labour market, while fewer than
50% or workers share this position. Only 42% of the 55plus years old believe that
mobility has a positive impact on individuals, while 45% of them envisage to work

abroad.
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Mobility of ICT workers

ICT workers display a similar degree of mobility to employees as a whole in the27 EU
countries in 2012, around 7% of all ICT workers were mobile. Most of the mobile ICT
workers move within the EU. However, the demand of ICT workers is increasing
considerably. In 2020 ‘the labour market would be able to absorb 630,000 potential
additional jobs which could be created in ICT practitioner occupations and around
283,000 at ICT management level” (empirica, 2014). Substantial efforts are required
both to increase the overall supply of skilled ICT workers and to improve the matching of

supply and demand of digital skills.

Increased levels of geographic, job and virtual mobility of ICT workers are urgently
needed. Our thesis is that older ICT workers are a widely untapped potential to fill the
predicted ICT shortage. Greater understanding of employers’ perceptions towards older
ICT workers and mobility helps to explain why older workers may or may not be hired to

fill these positions.
Employers’ perception of older ICT workers’ geographic mobility

e Geographic mobility enlarges the pool of labour, contributing to a better match of
supply and demand.

e Geographic mobility improves and broadens the skills of workers and stimulates
creativity.

e Geographic mobility improves the time-to-market management.

e A multi-ethnic workforce reflects the socio-demographic profile of the clients, which is
good for business.

¢ Knowledge can be effectively transferred within different and to emerging regions,
but in practice it is a big challenge. It is difficult to nominate internal staff as IT
managers in other markets and to relocate qualified staff for knowledge circulation in
regions of demand.

e It is assumed that older ICT workers want to preserve the achieved life-style and
work-life-balance, may have difficulties to adapt to new (work) environment and may
not have sufficient language skills.

e The perks offered for recruiting non-national ICT workers, such as extra pay,
provision of apartments and company cars are not effective. Even offers to cover
commuting costs several times per week to the country of demand, are not attractive
enough.

e Geographic mobility would be an economic asset but is not affordable financially by

all companies.
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e Geographic mobility cannot be fully substituted by virtual mobility; it is still essential
for successful international collaborations.
e Policies and measures must be developed in order to::
o Better handle the ICT labour supply from Southern and Eastern to North and
Western countries.
o Better understand how to re-recruit older ICT workers.
o Create employment in regions with low employment levels instead of
relocating people to regions with low supply ofpersonnel.
e Mobility promotion activities targetingolder workers should be included in EU or

national reward systems.

Good practice example of geographic mobility: 'A 59 years old Swiss technician
moved to India and took over the overall technical lead at this site. This was a big
success for our company, as he has extreme high knowledge and expertise. There, in
India, he could bring in all his experiences. Before his leadership, the turnover was 70
million and then 1,4 billion’ (R68).

Employers’ perception of older ICT workers job mobility

e Job mobility is essential for maintaining a pool of skilled staff, adaptable to changing
requirements.
e The provision of career progression opportunities is fundamental to retention
management.
e Job mobility measures lead to fuller recognition of workers’ skills and experiences and
hence, to better personnel planning.
e Internal recruiting incurs lower recruiting and training costs.
e It is assumed that older ICT workers:
o Have a lower innovation potential
o Prefer a stable work environment to one that changes
o Have difficulties in updating or broadening their skills and struggle to master
the rapidly changing knowledge
e Lack of older workers’ career ambitions is somewhat understood.
e Further research is needed in the following areas:
o improved assessment tools of older workers’ abilities and experiences
o systematic acknowledgement of skills, such as IT project management skills,
software testing skills, problem solving skill in terms of system security, which
are all typical skills of older ICT-workers
o standardization of job descriptions

o promoting effectively the benefits of employing older workers
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Good practice example of job mobility: ‘Banking has become digitized. Some
employees who have been working in the banking sector for a long time have seen a big
change - from when the skills used were very basic, to now when everything is digital. As
a result they need to transfer their skills. But we offer programs for that. Some are
mandatory and some are voluntary. The older workers have great knowledge and

experience to share, abilities, values, and customer service skills’ (R116).

Employers’ perception of older ICT workers virtual mobility

e Virtual mobility implies substantial economic benefits as it saves costs and time.

e Virtual mobility supports the transnational development of ICT and supports further
the higher integration of business processes.

e Virtual mobility is particularly relevant for older (ICT) workers:

o in case of health problems, when geographic mobility is too risky (e.g.
thrombosis danger when flying), virtual conferencing tools facilitate
participation;

o by increasing the recreation time, tele-working tools contribute to
improvements in work-life-balance;

o by participating without traveling in training and up-skilling using e-learning
tools ;

o in case the job location changes, older workers don’t need to move, as they
can work remotely.

e It is assumed that older ICT workers

o Have limited or obsolete ICT skills related to computer supported collaborative
working and e-learning tools;

o Prefer face-to-face over virtual meetings.

e Virtual tools as enablers of remote working are less effective than expected and
require bigger investments.

e Lack of and problems with ICT are more widespread than assumed.

e Virtual mobility may cause social isolation and effect the work-life-balance as leisure
becoms more fragmented.

o The following areas require further research:advanced infrastructure for virtual
mobility

o improved e-working technology which is particularly relevant for older workers

Good practice example of virtual mobility: ‘virtual mobility can give the initial
impetus to an effective job and geographical mobility” (R43) *Virtual mobility is one of the
best ways for older ICT workers to obtain qualifications.” (R49) ‘Benefits would be better

work-life-balance, as traveling is expensive and older ICT workers could participate in an
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international  working environment. There are only advantages and no
disadvantages'(R82).

Policy recommendations

Mobility

e To expand matching systems of e-skills shortages and surpluses in different
geographic areas;

e To overcome national barriers for the free movement of labour in terms of social
security and pension systems on the employees side and tax systems on the
employers side;

e To regulate EU-wide remote working issues;

¢ To make funds available for helping companies in terms of transition costs;

e To provide knowledge about barriers and obstacles of older ICT workers geographic
mobility in order to facilitate targeted recruitment strategies and to reduce the
required time.

e To reward companies and organisations which introduce promotional mobility

programs for older ICT workers.

Skills, qualifications and recognition

e To raise awareness of the value of older ICT workers non-digital skills and
competences, in order to overcome the age bias in mobility patterns;

e To improve recognition methods and tools of older ICT workers skills and
competences;

e To provide knowledge about polices measures, resources and good practice examples
related to geographic mobility;

e To disseminate existing age management strategies and tools of older (ICT) workers,
such as mentoring programs, peer learning, and others.

e To create a social network platform for older ICT workers for peer exchange

Technology

e To further improve and integrate ICT infrastructures and virtual tools.
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9 Annexes

9.1 Annex 1: Profile of Respondents

R16 Latvia Female Head of Unit

R34 Greece SME Male Head of Unit < 250 n.A

R43 Lithuania SME Female  Head of Unit < 250 25

R47 Czech Rep. SME Male Head of Unit < 250 100

R49 Lithuania Public Org. Male Head of Unit > 250 50

R51 Greece SME Male Business Owner < 250 10

R63 German Big Compan Male Head of Unit > 250 20

R68 Austria Big Compan Male HRM > 250 10

R73 German Public Org. Male Head of Unit < 250 50

R82  Austria Public Org. Male Other > 250 40

R84 Latvia Public Org. Male Head of Unit > 250 50

R92 Latvia SME Female  Head of Unit < 250 12

R97 Poland Big Compan Female HRM > 250 10

R101 Poland Big Compan Male Head of Unit < 250 30

R106 UK SME Male Other < 250 1

R109 Norway SME Female HRM < 250 n.A.
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R113 UK Public Org. Male Head of Unit <250 n.A.
R114 Sweden SME Male Business Owner < 250 100
R116 UK Big Company Female Head of Unit > 250 n.A.

9.2 Annex 2 Questionnaire

Dear Madam/Sir,

Greater labour mobility is of significant value the European community and both the
economy and the individual workers can benefit from it. However, older workers are still
displaying a lower level of mobility than their younger counterparts.

The EU-project CaMEOQO - Career Mobility of Europe's Older Workforce aims:

e to improve the knowledge base of job-, geographic-, and virtual mobility of older
(45 plus aged) ICT workers (Questions 1-4).

e to help to shape future policies in the field of labour mobility (question 5)

e to develop an e-academy that provides older ICT workers with an opportunity to
digitally map their skills, experiences and qualifications against the EQF
(questions 6-7).

Definitions:
e Geographical mobility is defined as the movement of labour from one place to
another.

o Job mobility is mobility within the same employer (e.g. career advancement);
occupational mobility; and job mobility proper (change of employer).

e Virtual mobility is access to virtual tools that can support geographic and job
mobility, such as e-learning tools, collaborative working tools, tools supporting
remote working, etc.

We kindly ask you to share below your attitudes and experiences with us for scientific
purposes. This questionnaire is explorative and as such the questions are manly open
ended. Your responses will remain confidential.

Contact Person for this research is Maria Schwarz-Woelzl (schwarz@zsi.at).

Estimated time for completing the questionnaire: 20 minutes
Please complete the survey by 26/09/2014

Thank you for your support and cooperation!

How important overall is geographic and/or job and/or virtual mobility for your business?

1. Geographic mobility

1o 2 e 3 R 5

Very important not important
2. Job mobility

1o 2 e 3 4o 5
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Very important not important

3. Virtual mobility

Very important not important
4. Please explain the significance of geographic and/or job and/or virtual mobility for

your business in more detail.

Do you have any particular measures (policies) for the promotion of geographic

and/or job and/or virtual mobility of older ICT staff members in place?

If you do, please describe for which of these three types of mobility and what kind of
measures (policies)

5. Measures / policies for the promotion of geographic mobility..................

6. Measures / policies for the promotion of job mobility .......ccccooiiiniiiiins .

7. Measures / policies for the promotion of virtual mobility ..........cccoceee. .

If you do not, please describe the reason(s)

8. Labour mobility is not a big issue

9. Labour mobility measures (policies) are too expensive
10. We don’t have enough knowledge of this field \

11, OthEI FEASONS ... e e

What are the potential and actual key benefits you experience in practicing
geographic and/or job and/or virtual mobility for older ICT staff members?

Please describe the benefits you experience in these three types of mobility.

Potential benefits of labour mobility
12. Geographic mobility..........cccccvvenee.
13.Job mobility ....ccoevvevi .
14. Virtual mobility .....cccccooveiiiiinnn .

Actual benefits of labour mobility

15. Geographic mobility..........cccccvveneee.
16.Job mobility ....cccoevvevii .
17.Virtual mobility .......cocvveiiii, .
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What are the key difficulties you experience in practicing geographic and/or job
and/or virtual mobility for older ICT staff members?

Please describe the difficulties you experience in these three types of mobility.
18. Key difficulties in practicing geographic mobility...........c.............

19. Key difficulties in practicing job mobility .......ccccooiiiiiiiiiiins .

20. Key difficulties in practicing virtual mobility ..........ccccccoeii. .

CaMEO aims to draw recommendations for policy makers and others for formulating a
new strategy on labour mobility inclusive of older ICT workers. Thus, we want to
know what policy recommendations you would recommend to support geographic
and/or job and/or virtual mobility of older ICT workers?

21.For regional policies ........cccoevenee.

22.For national policies ........ccccecveeenn. .

23. For European Union policies ................... .

24.CaMEO aims to set up an e-academy with dual purpose. Firstly, it will provide an
online environment where older ICT workers will digitally map their skills,
experiences and qualifications against the European Qualification Framework.
Secondly, it will provide older ICT workers with appropriate training materials to
help to broaden their skills and competencies through continuing vocational
training. Thus, we would like you to suggest possible topics/contents for training
sessions, consultancy work or materials that you feel would support geographical

and/or job and/or virtual mobility for older ICT staff members?

25.Do your ICT workers have access to any virtual tools (e.g. collaborative
tools) that can help them to increase their professional competence/profile
and geographic mobility of your workforce?
If you do, please describe these tools.

3k 3k 3k 3k 5K 3k 5k >k >k 5k 3k 3k 5k 3k 3k 5k >k >k 5k 3k >k >k >k 5k >k >k >k >k >k >k

Do you have an ICT manager? If yes, for our further learning on ICT applications in place
to support geographic and/or job and/or virtual mobility for older ICT staff members we
may want to contact him/her for a short email exchange.

Name of person in charge for ICT applications: ... .

Email of person in charge for ICT applications: ......ccccoveiieeiiie i

3K 3K 3K 3K 3K 5K 3K 3K 5K 3K 3K 5K 3K 5K 5K 3k 5K K K 5K K K 5K kK K 5K kK Kk kK Xk

Please provide us with the following personal data:

Country:

Gender: female, male
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Position: business owner, HRM, head of unit
Organisation type: public, big company, SME
Number of ICT employees: < 250, > 250

% of ICT employees are graduates:

% of ICT employees are aged 45plus:

Thank you very much for your cooperation and important

contribution!
If you interested in the survey report you are welcome to contact Maria Schwarz-Woelzl
(schwarz@zsi.at)
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