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Dear Conference Participants, 
 
As the honourable audience possibly has not 
realised, today we are in the year 2017. You 
have perfectly understood: 2017, ten years after 
the conference organised by the European 
Confederation of Independent Trade Unions 
(CESI) in Brussels. CESI conferences3 have 
become a permanent international forum for the 
exchange of experiences. I guess you will be 
quite puzzled by this jump into the future, which 
is not foreseeable anyway. Certainly, we can not 
plan the future, but we can plan for the future.4  
                                                           
1 The paper – which has been presented at the CESI 
Conference “Europe’s demographic challenge: ways out 
of the crisis”, on September 14, 2007 in Brussels – tries 
to draw a ten-year scenario projecting possible 
European developments in the fields of socio-economics 
and education. 
2 Lecturer at EIPA-CEFASS Milan, the Italian-based 
Antenna of the European Institute of Public 
Administration (EIPA). EIPA has further branches in 
Luxembourg, Barcelona, Warsaw and a Brussels office 
(please visit: www.eipa.eu). The author is also external 
expert for the ILO and Visiting Professor at the Poly-
technic University of Milan. 
3 CESI conferences are supported by the European 
Commission; these events usually bring together trade 
union and business leaders and academics from all over 
Europe. EIPA contributes to CESI conferences on a 
permanent basis. 
4 Leitmotiv of a series of European Foresight con-
ferences (2002–2004) run by the European Foundation 
for the Improvement of Living and Working Conditions in 
Dublin; http://www.eurofound.europa.eu/events/2002/conf 
brussels2002/index.htm. 

 
 
So please relax and listen to the initial question. 
The first question is: How is Europe doing in the 
year 2017? Well, there is good news: Europe is 
doing quite well! I will try to explain why. 
 
 

Europe to be a leader in the global knowledge 
economy 
 
Main socio-economic trends in the early twenty-
first century had been characterised by the slow-
going, hesitant transition from the “information 
society” to the “knowledge society”. However, it 
appeared to be unclear what the “knowledge 
society” might be and what policy avenues would 
lead to the achievement of the knowledge 
society for all.5 The former Secretary-General of 
the Organisation for Economic Co-operation and 
Development (OECD) Donald J. Johnston had 
described this problem in 2006 when stating that 
“access to knowledge is not the problem. It is 
determining what to know and how to distinguish 
between good and bad information that poses 
the challenge.”6 In a complex society, which 
requires from each individual ever more case-by-
case judgements, it does not seem to be very 
helpful to just have access to large amounts of 
data and new information technologies.  
 
An example of the excessive use of new 
technology appears in the numerous patho-
logical cases reported from East Asia known as 
“hikikomori”. The Japanese government defines 
this phenomenon as individuals who refuse to 
leave their parent’s house and isolate them-
selves away from society, in some cases for 
months and years. Having withdrawn from normal 
social life, the adolescents, mostly male, become 
trapped in their virtual worlds, often playing com-
puter games and surfing the Internet extensively. 
A useful first step towards the development of 
the knowledge society, though, was the Helsinki 
Communiqué on Enhanced European Co-
                                                           
5 According to the European Foundation for the 
Improvement of Living and Working Conditions in Dublin, 
a useful way of thinking about the knowledge society is 
that it involves a number of significant trends, such as: 
the information society, IT technology, service econo-
mies, knowledge management and lifelong education 
strategies (Handbook of Knowledge Society Foresight, 
http://www.eurofound.europa.eu/publications/html/files/ef
0350.htm). 
6  Also John Naisbitt, the US author who coined the term 
“globalisation”, said rather concisely: “We are drowning 
in information but we are thirsty for knowledge.” 
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operation in Vocational Education and Training 
with which the European governments started to 
pave the way towards a European area for 
education and training.7 The EU Commission 
had recognised the need to back up the 
fashionable growth and innovation policies8 with 
co-ordinated national education strategies and, 
more concretely, by launching the European 
Qualifications Framework (EQF).9 By empha-
sising investments in human capital, great 
progress has been made on the way from the 
information to the knowledge society, releasing 
the potential for growth and innovation. 
 
The European Union’s objective for the Lisbon 
Strategy for Growth and Jobs 2000–2010 was 
to result in the European Union becoming the 
world’s leading knowledge-based economic 
powerhouse. While this policy agenda had 
suffered from weak visibility and commitment 
(“ownership”) on the national level,10 Europe’s 
heads of government and state agreed at the 
Spring Summit of Budapest in 2011 for another 
ten-year reform cycle, the Budapest Strategy.  
 
Surprisingly, the Member States have been 
making good progress up to 2017: they have 
delivered roughly on half of the targets. Reform 
measures have been coherently orchestrated 
rather than done in patchwork steps as had 
been done in the prior decade. On top of that, a 
functioning European Research Area (ERA) has 
been created. Most European countries have 
managed to increase funding for higher 
education by one per cent of their GDP and to 
grant universities more autonomy.11 The perfor-
mance gap between top universities in the 
United States and those in Europe has 
narrowed. The European Institute of Technology 
(EIT) has become the symbol for European 
leadership in research and development.12 
                                                           
7 http://ec.europa.eu/education/ecvt/index_en.html. 
8 See the well-known report of the independent expert 
group chaired by Esko Aho: Creating an Innovative 
Europe, January 2006. 
9 Proposal for a Recommendation on the establishment 
of the European Qualifications Framework for lifelong 
learning (COM(2006)479 final), September 9, 2006; http: 
//ec.europa.eu/education/policies/educ/eqf/index_en.html. 
10 See Iain Beeg, Lisbon II, two years on: an assess-
ment of the partnership for growth and jobs, Centre for 
European Policy Study, September 2007. 
11 Bruegel policy brief, Why reform Europe’s univer-
sities? issue 2007/04, Sept. 2007, http://www.bruegel.org. 
12 For more information regarding measures promoting 
the ERA see: Roger Hessel, Mobility of researchers in 
Europe - Developing an attractive European research 
area, EU Presidency Paper commissioned by the 

Labour market changes and the social partners 
 
During the last ten years, European labour 
markets underwent substantial changes. The old 
rules from the “industrial society” no longer fit. 
Nowadays, almost the entire economy is based 
on intellectual work. Automation and IT 
assistance have replaced physical, manufac-
turing work. Lifetime employment no longer 
exists. In order to adjust to the ever more 
competitive global market economy and new 
technologies, almost all companies now prefer 
fixed-term, part-time and temp-agency work 
contracts. Old jobs have been migrating to 
places where labour is cheap. On the policy 
level, no European employment decision-maker 
seeks to harmonise labour legislation. Labour 
market rules are co-ordinated or approximated at 
the very best.  
 
However, labour markets have been facing the 
challenge of demographic change. European 
stakeholders decided to tackle this ongoing 
challenge in particular with one response: 
increase productivity. But how to obtain higher 
productivity? In the last ten years, a large 
majority agreed a leading policy strategy in all 
countries: by having more workers employed 
and by keeping them employed. High employ-
ment rates have been a powerful financial tool in 
maintaining Europe’s economic sustainability, 
since it prolongs the period of social contri-
butions payments and at the same time reduces 
the period of the payment of pensions. 
 
 

EEUURROOPPEE  IISS  TTHHEE  OONNLLYY  CCOONNTTIINNEENNTT  IINN  TTHHEE  WWOORRLLDD  WWIITTHH          
AA  SSTTRROONNGG,,  PPRRAAGGMMAATTIICC  SSOOCCIIAALL  DDIIAALLOOGGUUEE  CCUULLTTUURREE..  
 

 
Accordingly, alongside labour market changes, 
the role of the social partners has changed. 
Earlier, trade unions’ exclusive interest was to 
defend the traditional workers’ rights and their 
bargaining position against the employer 
organisations and the state. Today, unions are 
more proactive: they have understood they need 
to offer individual solutions to their members. 
Both workers’ and employers’ organisations 
have realised that being in a defensive position 
does not always help in finding creative labour 
market solutions. Clearly, bottom-up dialogue 
between management and unions on the 

                                                                                            
Austrian Government, presented at the General-Directors 
Meeting (European Public Administration Network, 
EUPAN), December 2006. 
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company level (bilateral social dialogue) has 
improved also in central and eastern Europe. 
Today, Europe is the only continent in the world 
with a strong, pragmatic social dialogue culture. 
 
 

Older workers and part-time work 
 
Labour markets have also been facing the 
challenge of a shortage of skilled workers. With 
view to this challenge, companies desperately 
need to keep their so-called older workers. By 
“older workers” I mean those aged fifty-five and 
above. Indeed, experienced, skilled workers 
became precious in the last ten years. Human 
resources managers realised that one can not 
generate value without experience. More and 
more jobs require a capacity of judgment. Socio-
economic evidence proved that experienced 
workers take better decisions than their younger 
colleagues. 
 

 

GGRRAADDUUAALL  RREETTIIRREEMMEENNTT  SSCCHHEEMMEESS  AARREE  AANN  AAPPPPRROO--
PPRRIIAATTEE  TTOOOOLL  TTOO  EEXXTTEENNDD  WWOORRKKIINNGG--LLIIVVEESS..  TTHHIISS  
WWOOUULLDD  MMEEAANN  TTOO  PPAATTHH  SSLLOOWWLLYY  FFRROOMM  WWOORRKK  TTOO  
RREETTIIRREEMMEENNTT  --  EEXXAACCTTLLYY  AASS  OOUURR  GGRRAANNDDPPAARREENNTTSS  
WWHHOO  WWOORRKKEEDD  IINN  TTHHEE  AAGGRRIICCUULLTTUURRAALL  SSEECCTTOORR..  
 

 
How does one motivate experienced workers to 
stay longer in their jobs? An extension of working 
lives had been primarily on a part-time basis. 
Part-time work was the way to reduce working 
time at the end of a career.13 Reducing working 
time and thus extending the productive life cycle 
of workers has been considered the most cost-
saving strategy for adjusting work. In other 
words, the transition from work to retirement has 
been a gradual step-by-step transition. Today’s 
common practice of retiring slowly is exactly the 
practice of our grandparents and great-
grandparents: for hundreds of centuries, older 
farmers passed the farm management step-by-
step over to their children. They withdrew into 
inactivity over a longer transition period. Today, 
Europe’s workers do just the same. 
 
Today, most trade unions have successfully 
agreed with employer organisations that older 
workers benefit from a broad range of part-time 
schemes. Experienced workers often wish to cut 
back gradually on the amount they work. One is 

                                                           
13 Prof. Charles Handy, an economist from the London 
Business School, predicted in 1995 that it would no 
longer be possible to draw a hard distinction between 
full- and part-time work; in: The empty raincoat - Making 
sense of the future, 1995. 

more likely to wish for a twenty-hour work week 
at the end of his or her career rather than when 
one is twenty or thirty years old and wants to 
start a career. The leading three countries with 
the biggest share of older part-time workers are 
exactly the same as those three countries which 
were on top of this ranking ten years ago: the 
United Kingdom, Denmark and – for decades the 
country with the leading part-time culture – the 
Netherlands.14 
 
There is, however, the crucial question whether 
older workers are less productive than younger 
workers. Today, there is clear evidence that 
shows older workers are as productive as their 
younger colleagues. Old age brings advantages 
and disadvantages, as does younger age.15 In 
2017 it is clear for all: older workers are 
competent workers! 

 
Learning: for everyone, at any time 
 
In 2007, Europe had suffered from a strong 
mismatch in training provision: training was 
concentrated on the young. In effect, those who 
most need training – older workers and with 
limited education – were least likely to receive 
training.  In order to reverse the trends of the 
glorification of youth and the exclusion of the 
low-skilled, the responsible politicians had 
spoken endlessly of “lifelong learning for all”? 
However, do you really enjoy like “lifelong 
learning”? When this key word was used, these 
politicians underestimated the lack of a 
positive association. “Lifelong learning” means 
an activity one has to do for the length of a 
lifetime. It means that one is never a complete 
person. However, one’s skills may become 
obsolete because of newly developed techno-
logies during one’s life course – if the worker 
does not engage in lifelong training programmes. 
The man in Calcutta may devaluate the educa-
tional investment in the bank employee from Paris 
– if the banker does not continue to get re-skilled. 
 

                                                           
14 In 2003 in the Netherlands, 35 per cent of the total 
workforce was employed part-time; in Denmark and in 
the UK, 23 per cent (European Foundation for the 
Improvement of Living and Working Conditions, Part-
time work in Europe, 2003). 
15 OECD DELSA Newsletter, Older workers: living 
longer, working longer, 2006, p. 2; International Adult 
Literacy Survey (IALS), a seven-country initiative and the 
world’s only source of comparative data on participation 
in adult education and training. 
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Hence, workers and employers have learnt the 
lesson from the past years. There is a need to 
establish individualised training programmes: for 
the precariously positioned wage earners, for 
those who are not represented by trade unions, 
for women who came back after a maternity 
leave, for the older workers. There are 
indicators that training for older workers is 
declining. A well-known saying goes: “You can 
not teach an old dog new tricks.” That is wrong! 
Instead, the opposite is true: “It is never too late 
to learn!” However, the cliché persists that older 
workers do not like training. The reality is that 
they are not offered training. Furthermore, the 
ability to learn is not impaired by the age per se. 
In retrospect, prejudices against older workers 
went a long way, but they have finally arrived at 
end of the avenue. 
 

 

““YYOOUU  CCAANN  NNOOTT  TTEEAACCHH  AANN  OOLLDD  DDOOGG  NNEEWW  TTRRIICCKKSS..””  
TTHHAATT  IISS  WWRROONNGG!!  IINNSSTTEEAADD,,  TTHHEE  OOPPPPOOSSIITTEE  IISS  TTRRUUEE::  
““IITT  IISS  NNEEVVEERR  TTOOOO  LLAATTEE  TTOO  LLEEAARRNN!!””  
 

 
Equally, the need to combat age discrimination 
has finally sunk into the mindset of people. A 
decade ago, workers aged fifty-five and above 
had difficulties in finding a new job. Today, 
everyone knows that the worker’s age does not 
affect his/her efficiency or capacity to adapt to 
changes. Today, it is well-known that companies 
with age-mixed teams do not experience drops 
in productivity. On the contrary, they benefit 
from better knowledge-sharing between the 
younger and the more mature staff. As long as 
management offers their mature staff the 
possibility to become better skilled, they will not 
exit from the labour market and their potential 
will not be lost. A successful campaign in 
Finland – run as early as in 2005 – was named: 
“Experience is a treasure.” Indeed, in an ageing 
society, experienced workers are a treasure. In 
a nutshell, training can deliver a rise in 
productivity as well as defer labour market exits.  
 
When examining the participation rate in adult 
education – that is, learning activities such as 
courses provided by “Popular Universities”, etc. – 
Sweden, Denmark and the United Kingdom 
were the best-performing countries ten years 
ago.16 Today, in 2017, many European 
countries are about as good as the three 
countries from Northern Europe. Most Conti-

                                                           
16 European Commission’s report, Progress towards the 
Lisbon Objectives in Education and Training, May 16, 
2006, pp. 5–6 (SEC(2006) 639). 

nental and Central European countries have 
made good progress. 
 
In the first decade of this century, the OECD was 
right when promoting investment in education 
and training. Education and training were 
recognised as crucial economic factors. It was 
understood that this was the way to shape the 
future. Evidence presented by the OECD 
showed that those countries with the largest 
investments in training obtained the highest 
economic and social benefits.17 
 
This policy approach is fully in line with evidence 
from neurophysiologic science: the brain never 
stops learning!18 Therefore, there is a permanent 
need for learning, training and retraining for 
every-body. In a nutshell, by 2017 the response 
to the information society was the education 
society; the response to the dazzling power of 
technical instruments was a renewed awareness 
of the meaningfulness of intelligence and 
conscious-ness of values rooted in European 
history and culture. 
 

 

TTHHEE  SSOOCCIIAALL  PPAARRTTNNEERRSS  HHAAVVEE  AA  CCRRUUCCIIAALL  RROOLLEE  IINN  
PPRROOMMOOTTIINNGG  LLEEAARRNNIINNGG--CCOONNDDUUCCIIVVEE  WWOORRKKPPLLAACCEESS  
WWHHIICCHH  TTAAKKEE  IINNTTOO  AACCCCOOUUNNTT  TTHHEE  TTRRAAIINNIINNGG  NNEEEEDDSS  
OOFF  TTHHEE  IINNDDIIVVIIDDUUAALL  WWOORRKKEERR..  
 

 
The social partners are best placed to under-
stand the specific needs of employers and 
employees. Therefore, they can contribute 
towards the implementation of appropriate life-
long learning strategies. It has been on the 
management and labour level that the stake-
holders have succeeded in enhancing 
awareness of the need for continuous workplace 
training, for example for low-skilled adults 
through governmental second-chance program-
mes or training vouchers.19 It is on the job floor 
level that the Works Council can convince 

                                                           
17 Andreas Schleicher, OECD, PISA co-ordinator, 
Treibhäuser der Zukunft: Wie in Deutschland Schule 
gelingt, a Reinhard Kahl study and film documentation, 
supported by the Federal Ministry of Education and 
Research of Germany, 2005, second edit., pp. 95–97. 
18 OECD publication, Understanding the Brain: The Birth 
of a Learning Science, July 2007; OECD Centre for 
Educational Research and Innovation (CERI). 
19 Prof Günther Schmid, Sharing Risks - On Social Risk 
Management and the Governance of Labour Market 
Transitions, Social Science Research Centre Berlin 
(Wissenschaftszentrum Berlin für Soziale Forschung 
WZB), January 2006, p. 26; http://skylla.wz-berlin.de/pdf/ 
2006/i06-101.pdf. 
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management that “John Miller” needs flexitime 
because he has to take care of his newborn 
baby. Consequently, the social partners have a 
crucial role in promoting learning-conducive 
workplaces which take into account the 
characteristics of the employees and, thus, 
release the learning potential of the workforce. 
 
Within the new EU budget period for the 
Structural Funds 2014–2021, the European 
Social Fund (ESF) is a significant financial and 
policy tool for all initiatives concerning the 
development of workers’ skills.20 The social 
partners have frequently used these funds for 
useful internal and external training program-
mes.21 
 
Work-Life balance and life-cycle approach 
 
In the years between 2005 and 2007, when 
certain young couples were in their late twenties 
and early thirties, they entered a period of their 
life when they had to do everything: find a job, 
start a career, find a partner, create a family. 
Women’s fertility can not be postponed during 
these years. The sociologists call this life-cycle 
period a “compressed work career” or the “rush 
hour period”. Coping with up to five or six 
different social tasks, women often did not find 
the ideal moment to create a family. Today, the 
situation is better: substantial efforts were made 
in most countries to create childcare facilities in 
order to support young couples. The practice of 
ascribing the role of bringing up children solely 
to women has been abolished all over Europe. 
 
Ten years ago, there was astonishingly little 
socio-economic data on the rush hour period. 
What is more, little was known about life cycles 
of workers in general. Political leaders, thus, 
agreed to analyse the sequences of various life 
events.22 One of the objectives of the “life-cycle 
approach” was to improve the labour markets by 
ensuring that future working generations remain 
in employment as they grow older. Life course 
policies are perceived as a fundamental way to 
increase the overall employment rate. Having 

                                                           
20 The prior Structural Funds programming period 2007–
2013 is exceeding EUR308 billion. 
21 EIPA-CEFASS is organising tailored ESF training 
conferences in Milan, for instance from December 13-
14, 2007. For online registration see: www.eipa.eu. 
22 Dominque Anxo, Jean-Yves Boulin, Ute Klammer, A 
New Organisation of Working Time throughout Working 
Life, 2004, p. 3. 

realised this serious knowledge gap, resear-
chers had started to collect data. 
Traditionally, life cycles had been vertically 
divided into the periods “education”, “work” and 
“retirement”. This perspective did not corres-
pond to the life paths of today’s workers. The 
bridges between the various stages of life 
became more complex: entering into the labour 
market and pursuing a career is often inter-
rupted by periods of training or maternity and 
paternity leave. Likewise, discontinuity through 
unemployment plays an increasing role in work 
biographies.23 The line between working as an 
employed wage earner and being self-employed 
has become difficult to draw in many countries. 
In addition, continuous training has become a 
standard feature in today’s working life. 
 
Today, there is a new perception of the work-life 
course. Researchers had been steadily promo-
ting a horizontal life-cycle approach (see the 
graph below).24 There are more lifelong family 
and leisure activities. A good work-life balance 
and gender equality both are thereby sides of 
the same coin: better reconciliation of work and 
family is helping young couples to realise their child 
dreams which is, on average, to have two kids. 
Women have no more to choose between career 
and family which results in both higher female 
employment rates and higher birth rates.  
 

 

 

 
Source: Geneviève Reday-Mulvay, Expert at the Inter-

national Association for the Study of Insurance Economics; 
further developed by the author 

 
 
 
                                                           
23 European Foundation for the Improvement of Living 
and Working Conditions, Dr Hubert Krieger, New work 
biographies in Europe: a challenge to develop an EU work 
life policy, June 2004, http://www.eurofound.eu.int. 
24 Geneviève Reday-Mulvay, Social Policy Expert at the 
International Association for the Study of Insurance 
Economics (Geneva Association), Working Beyond 60: 
Key Policies and Practices in Europe, 2005, p. 21. 
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Since the life-expectancy of the newborn is 
around 100 years, people live some thirty years 
after retirement. In this period many citizens 
have started to undertake voluntary work in 
order to do good for the society. As it was 
examined earlier, learning and “re-skilling” 
became routine processes during the whole life 
cycle. 
 
However, transforming the horizontal life-cycle 
approach into a concrete, consistent practice 
had been rather difficult and required large 
financial advances to implement and co-ordinate 
employment, family, social and financial 
policies. 
 
Summarising this chapter on the “work-life 
balance and the life-cycle approach”, it may be 
appropriate to refer to an anecdote reported by 
the writer André Gide which dates back to the 
year 1925. The famous French author narrated 
an encounter with a minister from the Chinese 
government who was visiting Europe.25 André 
Gide used the opportunity to raise a question to 
the well-educated Chinese gentleman. He 
asked him: “What has been your most striking 
observation when watching the Europeans?” 
The Chinese minister answered: “Well, I am of 
course not in the position to give my opinion on 
such a great continent. However, as you insist 
asking let me tell you that I have the following 
impression: you know all arts and sciences of 
the world… with the exception of the one – to be 
happy.” He went on saying: “Your cultures seem 
to draw you in different directions. You seem to 
move away from your ethical grounds. Yet, your 
Bible is stating: ‘Give to Caesar the things which 
are Caesar’s, to God the things that are 
God’s’.26”  
 
In 2017, most citizens on the continent have 
established a better balance between “Caesar” 
and “God”, that is, between tax-gathering work 
on one side and a private life based on moral 
values on the other side. Be that as it may, 
European ethical standards are preaching 
solidarity with the most vulnerable, for instance 
for senior workers over fifty-five who have lost 
their jobs. 
 
The EU "flexicurity" concept 
 
In June 2007, the European Commission had 
published the Communication “Towards 
                                                           
25 Carl Einstein, Paul Westheim (eds.), Europa-
Almanach, Gustav Kiepenheuer Verlag, Berlin. 
26 Matthew, ch. XXII, v. 21. 

Common Principles of Flexicurity”27. The paper 
suggests a broad approach on what is meant by 
“flexicurity”. According to the paper, flexibility is 
about “successful moves during one’s life 
course” such as the education-work transition, 
moves from one job to another, between 
unemployment and work, and from work to 
retirement. Security, on the other hand, is about 
“equipping people with the skills that enable 
them to progress in their working lives”.  
 
The Commission and the Member States 
reached a consensus that flexicurity policies can 
be implemented across four policy components. 
One of the four components contains “compre-
hendsive lifelong learning strategies to ensure 
the continual adaptability and employability of 
workers”.28 From the year 2010 until today, 
training opportunities started step-by-step to 
encompass all workers. A special focus was laid 
on two groups: the low-skilled and the older 
workers. 
 

 

FFLLEEXXIIBBIILLIITTYY  IISS  AABBOOUUTT  ""SSUUCCCCEESSSSFFUULL  MMOOVVEESS  
DDUURRIINNGG  OONNEE''SS  LLIIFFEE  CCOOUURRSSEE  SSUUCCHH  AASS  TTHHEE  
EEDDUUCCAATTIIOONN--WWOORRKK  TTRRAANNSSIITTIIOONN  OORR  MMOOVVEESS  
BBEETTWWEEEENN  UUNNEEMMPPLLOOYYMMEENNTT  AANNDD  WWOORRKK..  
 

 
However, implementing the flexicurity concept 
has faced a number of challenges until today: 
flexicurity triggers substantial costs. It seems to 
work only in highly developed welfare states 
such as Denmark and Sweden. Those countries 
have long-established dialogue cultures, 
moderate job protection legislation and generous 
unemployment benefits. Countries with a weaker 
social dialogue culture – such as Bulgaria or 
Greece – seem to face difficulties in finding the 
right balance between rights and obligations.  
 
Ten years after the launch of the “flexicurity 
debate”, the flexicurity model from Denmark 

                                                           
27 http://ec.europa.eu/employment_social/news/2007/jun/ 
flexicurity_en.pdf; another CESI conference dealing with 
the “EU Flexicurity Concept” will be organised in April 
2008. 
28 The Commission paper’s three further policy compo-
nents are: flexible and reliable contractual labour law 
arrangements, effective active labour market policies 
(ALMP) and social security systems that encourage 
labour market mobility and help people to combine work 
with private responsibilities. The OECD also defines a 
high participation in lifelong learning as a core feature of 
the flexicurity concept: OECD Employment Outlook 
2006, Boosting Jobs and Incomes: Policy Lessons from 
Reassessing the OECD Jobs Strategy, p. 15. 
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could not be replicated in other EU countries 
(apart from Finland and Sweden, which have a 
tradition of around 100 years of social dialogue). 
Continental, Southern, Central and Eastern 
European countries are still facing difficulties in 
financing training and unemployment benefits 
on the high Scandinavian level. However, the 
main features of the Danish policy approach 
have been tested, verified and adjusted in 
several regions according to their socio-
economic environments and the individual 
needs of their labour market players. In Italy, for 
instance, the so-called Biagi Reform is certainly 
a process heading in the right direction. The 
attempt to summarise the EU flexicurity concept 
in one sentence could be phrased: good skills 
provide workers with flexibility and security. 
 
By way of conclusion 
 
Today, in the year 2017, the European Union is 
again a respected world power. For ten years it 
has been the world’s largest economic entity, 
with half a billion people and a gross domestic 
product slightly larger than the United States’. 
Europe is the largest exporter, the largest 
foreign donor, the largest source of foreign 
investments, and a magnet for migrants.29 The 
European Union is not a bureaucratic paper 
tiger, it is a real tiger. How did the Europeans 
achieve this better life? Member States have 
learnt from each other. Thanks to an enhanced 
cross-country co-operation and mutual – not 
self-centric – learning, countries have become 
wealthier. A majority of Europeans have 
successfully passed from the “information 
society” to a “learning society”. Lifelong learning 
is considered to be as important as pensions. A 
good work-life balance is considered as impor-
tant as health insurance.  
 
Age-neutral employment policies have been 
implemented: age does not matter in human 
resources management any more. Training is 
the right tool for retention of older workers. 
Through the right incentives, workers have been 
encouraged to stay active longer. Gradual 
retirement schemes are a key factor for a good 
work-life balance. Continuous training has a 
huge economic value. In many companies and 
public institutions, monthly workplace training 

                                                           
29 Bruegel Discussion Paper, Fragmented Power: 
Europe and the Global Economy, September 2007; 
http://www.bruegel.org/Public/ 
SimplePage.php?ID=4552. 

has become as normal as sports at the 
weekend. 
 
The roots of the European continent lay in the 
diversity of cultures: the philosophy of Plato, the 
poetry of Dante, the enlightenment of René 
Descartes, the reasoning of Immanuel Kant. The 
strength of our continent lays in our capacity of 
thinking in a long-term perspective.  
 
Lifelong learning for everyone at any time, a 
good work-life balance and retaining older 
workers in the labour market – all this requires 
long-term planning. Hence, a noteworthy 
Chinese proverb says: “If you plan for a year, 
plant corn. If you plan for a decade, plant a tree. 
If you plan for a life, train people.” 
 
Finally, in 2005 the European Commission 
published a paper called “Plan D”: democracy, 
delivery and diversity. A better name for what 
Europe needs might be “Plan D 4”: democracy, 
delivery, diversity – and dream! At school, 
everyone had learnt about the “American 
dream”. Yet, nobody had dared to speak about 
the “European dream”. Would it sound less 
pathetic to speak about a “vision for Europe”? 
On the world stage, for two decades Europe has 
already maintained the moral leadership for 
environment policies. Today, Europe has also 
the moral leadership for social and employment 
policies. After all, in 2017, European citizens 
have finally started to live the European dream. 
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EE II PP AA -- CC EE FF AA SS SS   MM II LL AA NN   AA TT   AA   GG LL AA NN CC EE ……   
 

TTHHEE  EEUURROOPPEEAANN  IINNSSTTIITTUUTTEE  OOFF  PPUUBBLLIICC  AADDMMIINNIISSTTRRAATTIIOONN  ((EEIIPPAA))  IISS  
EEUURROOPPEE''SS  LLEEAADDIINNGG  TTRRAAIINNIINNGG  AANNDD  RREESSEEAARRCCHH  IINNSSTTIITTUUTTEE  OONN  PPUUBBLLIICC  
AADDMMIINNIISSTTRRAATTIIOONN  AANNDD  EEUURROOPPEEAANN  PPOOLLIICCIIEESS..  IITT  PPRROOVVIIDDEESS  HHIIGGHH--
QQUUAALLIITTYY  TTRRAAIINNIINNGG,,  RREESSEEAARRCCHH  AANNDD  CCOONNSSUULL--TTAANNCCYY  TTOO  TTHHEE  EEUU,,  IITTSS  
MMEEMMBBEERR  SSTTAATTEESS  AANNDD  CCAANNDDIIDDAATTEE  CCOOUUNNTTRRIIEESS..  TTHHEE  IINNDDEEPPEENNDDEENNTT,,  
IINNTTEERRDDIISSCCIIPPLLIINNAARRYY  IINNSSTTIITTUUTTEE  HHAASS  IITTSS  HHEEAADDQQUUAARRTTEERRSS  IINN  
MMAAAASSTTRRIICCHHTT  AANNDD  HHAASS  FFOOUURR  BBRRAANNCCHHEESS  IINN  LLUUXXEEMMBBOOUURRGG,,  BBAARRCCEE--
LLOONNAA,,  WWAARRSSAAWW  AANNDD  MMIILLAANN..  EEIIPPAA  TTRRAAIINNIINNGG  CCAANN  BBEE  DDEELLIIVVEERREEDD  OONN  
RREEQQUUEESSTT  IINN  TTHHEE  CCLLIIEENNTT''SS  PPRREEMMIISSEESS  OORR  IINN  AANN  EEIIPPAA  LLOOCCAATTIIOONN  CCLLOOSSEE  
TTOO  TTHHEE  CCLLIIEENNTT..    EEIIPPAA--CCEEFFAASSSS  IISS  TTHHEE  MMIILLAANN--BBAASSEEDD  EEUURROOPPEEAANN  
TTRRAAIINNIINNGG  CCEENNTTRREE  FFOORR  SSOOCCIIAALL  AAFFFFAAIIRRSS  AANNDD  PPUUBBLLIICC  HHEEAALLTTHH  CCAARREE..  
TTHHEE  IINNSSTTIITTUUTTEE''SS  WWOORRKKIINNGG  LLAANNGGUUAAGGEESS  AARREE  EENNGGLLIISSHH  AANNDD  FFRREENNCCHH..  
YYOOUU  CCAANN  RREEGGIISSTTEERR  OONNLLIINNEE..  FFOORR  MMOORREE  IINNFFOORRMMAATTIIOONN  PPLLEEAASSEE  VVIISSIITT  
WWWWWW..EEIIPPAA..EEUU  OORR  EEMMAAIILL  DD..MMIINNEELLLLII@@EEIIPPAA--IITT..CCOOMM;;  TTEELLEEPPHHOONNEE::  
++3399..0022..6677110000660000..  

 


