AMaP newsle er
Welcome
Welcome to the third
edi on of the AMaP
NEWSLETTER. The
past few months have
been full of produc ve
work and posi ve re‐
sults. Partners have
been involved in a
number of ac vi es
focused on tes ng the
AMaP Learning Model,
distribu ng an age
management ques‐
onnaire exploring
a tudes of employers
towards older workers
and preparing content
for seminars specifical‐
ly designed for HR
Managers and busi‐
ness owners. Finally,
work has started on
planning the final con‐
ference which takes
place later in the year.

The AMaP Project – developing
innova ve solu ons for an ageing
workforce

AMaP at the European Commission
From the very beginning of the
AMaP project, the partnership
agreed on a dissemina on strategy
that would aim to influence key
stakeholders across Europe at the
highest possible level. On 24th
April, the project was invited by
WhatIf Interna onal, to present the
project at a Networking Session pri‐
or to a Parliamentary Hearing in the
European Commission a ended by
Commissioner Lazlo Andor, responsible for Employment, Social Aﬀairs and Inclusion,
and MEP Maria da Graca Carvalho, Rapporteur of Horizon 2020. This event ensured
that the issues addressed as part of the AMaP project con nue to influence and
shape future policy making by the European Commission, in par cular, emphasising
the con nued need for age and employability to be key elements of future research
through the Horizon 2020 strategy.

Final Conference
The 17th‐18th October 2013 will see the project finale take place in Stockholm, Swe‐
den, where project partners will present the findings and deliverables of the project.
This event will be a ended by key policy makers from each partner country as well as
representa ves of Chambers of Commerce and Na onal Qualifica ons Authori es.

You can follow the developments of the project by visi ng the AMaP project website
h p:// www.a‐map.eu
If you want to know more, please do not hesitate to contact us via email or telephone. We are happy
to include you in our mailing list and to keep you informed about AMaP’s ac vi es.

L

Learning Model for Older Workers
PORTUGAL

Learning Model for
workers + 50 years old.

A er a number of
months developing and
preparing materials, re‐
crui ng and selec ng
par cipants , the pilot of
the AMAP‐Age Manage‐
ment in Prac ce model ,
took place. A model of
non‐formal learning,
based on the reflec on
of life experiences of
workers + 50, the appli‐
ca on of the model was
designed to improve
mo va on levels of old‐
er workers through an
innova ve approach
based on diﬀerent mod‐
els and experiences of
the project partners.

In Portugal, the model was piloted with 15 vol‐
unteer par cipants aged 50+ from diﬀerent
SME’s in the region of Barcelos, as well as also
some unemployed older people. The six ses‐
sions of the model were successfully piloted,
with extremely posi ve results achieved.
Short –term analysis shows that all par ci‐
pants, having completed the programme, have
signed up to a end further training pro‐
grammes in areas that were, by the par ci‐
pants themselves, indicated as core competencies to be developed, par cularly
new technologies and the knowledge of foreign languages.
Par cipants showed increased self‐esteem and self‐confidence as the main con‐
sequences of the programme, as well as recogni on of the need to improve skills,
namely, the need to engage with CVET as a tool for personal and professional
enrichment and also to improve compe veness in the labour market.
Arising from the pilo ng
of the model, more peo‐
ple seem to be interested
in going through this ex‐
perience of reflec ve bal‐
ance of their own lives, so
Kerigma is now introduc‐
ing the AMAP model as a
tool for self‐assessment
prior to any CVET process
within our ins tu on.
The model also provides
an impact evalua on
methodology that we will
do 6 months a er the ap‐
plica on of the model. More informa on and the AMaP model are available on
the prooject website for viewing and download.

POLAND
In Poland model tes ng has brought extremely posi ve results, with 36 par ci‐
pants aged 50+ a ending the workshops, mostly from the Lower Silesia region.
Workshops were conducted in two ways: 6 sessions at intervals and 6 sessions
put in an intensive program over 5 days . The recruitment process and the begin‐
ning of the training was ini ally challenging, however, the design of learning pro‐
grammes specifically for older adults is s ll not as popular in Poland as it is in in
other parts of Europe. However, the result of workshops was very posi ve in the
form of increased self‐awareness of par cipants and greater confidence leading
to a sense of being ready to take ac on among many of the par cipants.

You can follow the developments of the project by visi ng the AMaP project website
h p:// www.a‐map.eu
If you want to know more, please do not hesitate to contact us via email or telephone. We are happy
to include you in our mailing list and to keep you informed about AMaP’s ac vi es.

In just one month following the end of the mo va onal learning model, there are
already a number of par cipants who have signed up for CVET, mostly so skills
training (communica on, conflict management or working as part of a team) as
well as language classes and computer courses.

The 15th & 16th April
saw the yearly mee ng
of the Demographic Net‐
work in Berlin (DDN).
In the network more
than 350 companies and
ins tu ons, with HR re‐
sponsibility of around 2
million employees, came
together to play an ac‐
ve role in addressing
demographic change.
The DDN was set up in
March 2006 on the ini a‐
ve from the German
Federal Ministry for La‐
bor and Social Aﬀairs
(BMAS) and the “New
Quality of Work” ini a‐
ve (INQA).

Looking at the feedback received
from the par cipants of the AMaP
workshop, we see the wisdom of
such ac ons. In par cular, the
need is evident, although not al‐
ways apparent among employers.
What's more, the eﬀec veness of
the model, not only for employees
50+, but also for the unemployed
or those who are re red are
groups who could benefit from the programme. The mo va onal learning model
seems to be a core tool in the way of increasing self‐awareness and consciously
crea ng a pathway for individual development.
Currently, in Poland less than 1% of people over 50 take part in CVET and one in
four unemployed people is 50+. The main drivers of these two indicators are: low
qualifica ons; and lack of mo va on to learn. Dissemina on of the Learning
Model provides a good opportunity to improve the situa on for older workers
accessing and remaining in the labour market longer and later in life.

GERMANY
The AMaP training course is currently in the process of being tested with 25 older
workers in the security industry in Berlin. During the course of the AMaP learning
model, a teacher from Berlin University has become involved and tested the
model from the perspec ve of an educa onalist. Once the course finishes at the
end of April, the results will be evaluated and discussed with the interna onal
AMaP project team to analyse the results.

One strong point of dis‐
cussion was
“interna onalisa on”
which should be influ‐
enced through projects
like AMaP and other in‐
terna onal projects in
the future.
.
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The AMaP ques onnaire—a tudes of employers towards older workers
In February 2013, the AMaP project partners distributed a ques onnaire to organ‐
isa ons in the UK, Germany, Sweden, Poland, Greece and Portugal. It focused on
how companies managed their older members of the staﬀ, explored the possibili‐
es of developing older workers within the organisa on as well as health and
wellbeing in the workplace.
Around 350 responses were generated with the majority of companies being
small or medium sized, less than 250 employers. Companies were based across a
number of industry sectors including manufacturing, the public sector and the
service sector.
This very brief summary highlights three areas of interest. The first graph below
shows views on transferring knowledge and competence between the older work‐
ers and younger workers. The majority of organisa ons have no strategic plan for
transferring knowledge. The second graph illustrates the awareness of VocaƟonal
EducaƟon and Training, with the majority of companies know about VET and
hopefully also use VET as a tool in training. A third are of interest explored what
companies think about specific plans for training older employees. There are very
few companies with such plans.
A deeper analysis will be done over the coming months and between May and
August 2013 partners intend to carry out seminars to present the results of the
ques onnaire, with CEOs and HR managers invited to par cipate. The output
from these seminars will of course give us further point of views to add to our
analysis.
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