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Age profiles | Vattenfall AB Nordic (Sweden)
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Employees

Observed and expected retirements
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A good example

Lennart Meister just turned 67
He has worked at Vattenfall since 1974

"To quit working is unthinkable to me. It's not in my
nature. | think it's fun to work, | like what I’'m doing. But it l
has to work at home too, fit in with your family and of '
course you have to be reasonably healthy. So long as it
works | will continue to work. | have an agreement to
work until I am 70. But, | have no plans to quit.

| have not thought much about the financial aspects, but
future retirement income is of course improved by
continuing to work. That doesn’t affect my plans,
however.

| have no opinion about what others should do. Everyone
has to feel what is right for them. It depends on your
nature, on your own person. There are many possibilities.

| feel privileged to work with something | really like.
e
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Media management

Passing on knowledge
and Incentives to stay
until 65
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57+ Seminars - Participants

(Based on interviews, N = 15 randomly selected part icipants)

 Participants were generally satisfied with the
seminars

Reached a large number of the senior workforce, but not all

Vattenfall was now perceived as welcoming also senior
workforce and in need of their competence:"They need us and
want us”

Several participants wanted to extend their career to 65 while
previously planning to retire at 62

The 80/90/100 arrangement was for some a pre-requisite for
prolonging their career, own health was seen as a necessity to
prolong the career, and the two were related

Learning and development of wages in senior years was seen
as a positive attribute

Work content and satisfaction important for prolonged careers



57+ Seminars - Managers

(Based on interviews, N = 11 randomly selected mana  gers)

 Managers

— Managers should take part in the seminars as
their attitudes makes a difference

— Invitations should be sent directly to the senior
workers to avoid filtering be negative
managers acting as bottlenecks and gate
keepers

— Knowledge transfer and the generations
relays were of significant concern to the
participants



Reduction in working hours (80-90-100 schedule)

« What: new working schedule
— 80 % workload (4 days a week or any other schedule)
— 90 % of wages paid
— 100 % of pension point earnings
 Why
— Retention of competent senior workforce
* Who are entitled
— All workforce aged 58+
 How
— The worker must apply to be enrolled into the 80 /90 / 100 scheme

— Nearest manager decides — depending upon
* Type and amount of work to be handled by the unit
* The availability of competent workforce

— Individual re-evaluation every 6 months
— Renewals are possible
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Reduction in working hours (80-90-100 schedule)

(Based on personal interviews, N = 12 workers + 11 man  agers)

« All participating workforce satisfied with the 80/9 0/100 working schedules
— Facilitates continued work with chronic health problems
— One day less for long distance commuters
— Prepares for retirement, practically, socially, emotionally
— Feel more motivated and energised for, and alert at work (win/win)
— Wil continue working to 65 provided a continuation of the schedule
— Perceived and valued as recognition for seniority competence at the workplace
— Feel uncertain about the continuation as it is re-negotiated every 6th month
* Managers observe
— More motivated and engaged workforce with more ideas for problem solving
— More administrative work
— Difficulties on teams due to reduced manning / increased workload on colleagues
— Some instances of unintended use of the benefits
— Lacking organisational support for replacing the lost man-hours
* Organisational practices regarding the 80/90/100 di  ffer between units
— Some demands health reasons as the only valid entrance key to the schedule
— Some units are not offering the schedule
— Fits well with double manning as part of the “generation relay”
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Reduction in working hours (80-90-100 schedule)

(survey 2009, n=237)

Jan 2009: 303 (24 % of the 58 + population) in the  program

* 53 % Same amount of work on shorter time
* 58 % Improved achievements

* 85 % Improved health

* 53 % Higher motivation

» 32 % Decreased sick leave rates

* 94 % Satisfied with their work

* 88 % Willing to work up to 65 years of age

« Competence transfer:
— 37 % Discussions
— 53 % Being asked how to / why / where / with whom
— 5% Organised teaching / mentoring
— 5% Not involved in any competence transfer
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Planning to leave Vattenfall
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Co-operation with my manager on

goals for own work
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Company change processes
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Sick leave: 80-90-100 group and Vattenta
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Managers’ perceptions of discriminatory practice

towards senior workers (percent). (n=357)
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Managers’ beliefs about senior workforce. (percent) n=357.
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Decision latitude for age management issues
among Vattenfall’'s mangers ercent) n=357.
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Cooperation with workers’ unions (interview)

The Ageing Workforce Management is
built upon consent

e Support to the initiative
* Generally satisfied with outcomes

» Have clearly enabled workers to
prolonging their careers

* Would prefer the 80-90-100 to be a
negotiated right for the workforce
instead of a management tool

* No possibilities for unions to intervene
when workers application for 80-90-100
s refused

« Strong need for management training
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Conclusions

* Most managers and workforce appreciated the program

* The program has contributed to

— awareness of the senior workforce issue and the challenges of the
“generation relays”

— Increased retirement ages
— reduced sick leaves for workforce in the 80-90-100 programs (?)

» Perceived working conditions of workforce aged 51+ were generally equal
to or better than working conditions for the younger workers, Stress and
work-home overflows are serious exceptions

« The program developed into a dynamic process attracting external
attention that improved the company image and strengthened the effects
of the program

 Attention must be paid to managers and their decision latitudes
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