
The European
Demographic Fitness
Survey 2008:

Demographic Fitness 
of Companies in Rough
Economic Waters

Adecco Institute White Paper – March 2009
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The Adecco Institute is committed to facilitating discussions on the
broad topic of work and how work impacts our society among all
stakeholders, from politicians and academics to employers, unions
and employees. 

Through primary and secondary research as well as thought pieces,
conferences and events, the Institute provides a forward-looking and
fact-based perspective on innovative approaches to help organiza-
tions and regions raise employability, productivity and employee 
satisfaction at work. 

Adecco’s worldwide reach enriches the Institute’s views. With over
6,600 offices in more than 70 countries and territories, and manag-
ing a workforce of over four million individuals each year, every day
Adecco employees face economic and demographic realities that
both challenge and foster clients’ business goals.
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Executive Summary

With the survey results presented in this White Paper, the Adecco
Institute provides an extensive analysis of the degree of demo-
graphic fitness of companies in a time of ageing societies. The
analyses are based on the Demographic Fitness Survey, which has
tracked companies in 11 European companies since 2006, and en-
ables evaluation of whether and how companies in these countries
are prepared for the impact of demographic changes, as well as
how they behave in a changing economic environment. The analy-
ses cover companies from the five biggest European economies (the
‘EU Big Five’: France, Germany, Italy, Spain and the United Kingdom)
and continue our research on the ageing workforce, focusing on
how companies address changes in the age structure of the work-
force. 

Long-term demographic change is a powerful and irrepressible
force, and the future ageing of the European workforce is already an
empirical fact. While dramatic changes in population and substantial
ageing of the workforce in the coming decades are empirical facts, 
a large number of studies have shown that it is not anticipated to the
same extent that this development will substantially reshape all
aspects of our lives – our businesses, workplaces and health and
education systems. Companies must recognize and address these
changes, and the companies taking proactive action will have an
advantage over those simply reacting. The Adecco Institute seeks to
improve and further knowledge on preparedness for the ageing
workforce.

The main outcome of the Demographic Fitness Survey is the Demo-
graphic Fitness Index (DFX), which assigns each firm a score on an
index of 100–400 points, based on its performance in five areas of
human resources (HR) activity, and also determines an aggregated
country-wide score. Interviews were conducted with HR decision-
makers in 2,518 companies to identify their practices in the five areas
of career management, lifelong learning, knowledge management,
health management and diversity management. The survey was
conducted in December 2008 and thus provides insight into how
companies are handling the long-term issue of an ageing society in
a an economic environment of high levels of insecurity. All observed
countries have figures significantly below 200 out of a possible 400,
indicating that they are far from ‘excellent’ in this regard. Although
we were able to observe a slightly positive development from 2006
to 2007, now companies in all countries show a significant drop in
their individual results compared to those of the previous year.

On average European companies achieve a DFX of 172 points, which
is a drop of 10 points compared to 2007. This is a dramatic develop-
ment and a strong indicator that companies handle the long-term
issue on the basis of short-term facts. The results for the individual
countries further indicate that although all five indices drop signifi-
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cantly, the extent of this drop differs. The DFX indices in Spain and
Italy dropped dramatically by 18 and 14 index points, respectively,
compared to the previous year. For the United Kingdom and France,
we also observe a substantially lower DFX index, whereas Germany
has relatively stable figures. However, we expect Germany to lag
somewhat behind in the drifting economy: overall labour market
figures already showed alarming results at the end of 2008 in Spain,
the United Kingdom and Italy, and now forecasts indicate a down-
turn in Germany as well. Nordic countries analyzed in a previous
study perform much better with an average of 19 index points above
the EU Big Five. 

Within the five areas targeted by the DFX we also observe a clear
decline, mainly in career management, life long learning and knowl-
edge management compared to previous years, while the outcome
of health and diversity management figures is relatively stable. This
can be seen as a result of the fact that the overall awareness about
the importance of demographic change as a main future challenge
dropped significantly within just one year. Furthermore, the actual
survey indicates a significant decline in the – already short – plan-
ning horizon of staffing needs and comes in line with a decline of the
awareness of skill shortages. However, as skill shortages are in large
part a long-term topic and strongly connected with the demographic
challenge, the outcome is a double-edged sword.

The economic crisis has a significant and dynamic impact on HR
decisions, and this impact depends on how deep an economy is
already in the crisis. In countries like Germany, relatively positive
effects like higher priority to reduction overtime and postponement
new hiring than to dismissals were observed, but the deeper a
country is in the crisis, like for example Spain, the more negative
effects like further cut of HR development activities dominate.

In sum, European companies show an alarmingly strong dependen-
cy with respect to their efforts to actively manage the issues related
to the long-term strategic topic of the ageing workforce. In view of
the substantial decline in overall DFX scores in tandem with the
beginning of the economic downturn, we wish to emphasize that 
this short-term orientation is highly problematic, not only in the light
of the next upturn, which very likely will be characterized by an even
stronger skill shortage. Rather than saving costs by cutting workforce
development programmes, these activities should be retained and
even extended – independent of cyclical changes. Demographic
change and its challenges are not issues to be driven by business
cycles. Instead, they are long-term strategic investments for compa-
nies. Only companies that keep this in mind and retain their activities
will be prepared for the next upturn.

Adecco Institute
Demographic Fitness Survey: Europe 2008

5



Ageing Population: Main facts and figures

As long-term population forecasts like those of the United Nations
indicate, the population of nearly all developed countries shows
dramatic figures in the ageing of the workforce. Over the next 50
years, every industrialized country in the world will see not just a
steep rise in retirees, but also a sharp drop in the share of people 
of prime working age. The ageing workforce represents a challenge
of the same magnitude as globalization and technological change,
as shown in our first report on the demographic fitness of European
companies in 2006.

The figure above depicts the UN forecast of shares of older people
shows that in the medium-term perspective, the share of people old-
er than 60 in the Big Five European economies will develop more or
less homogeneously. Obviously, all five countries are faced with sub-
stantially higher shares of older people. The population forecast for
European countries shows that within the next 20 years the share of
people over 60 will rise dramatically, and that people over 40 will be
in the majority across Europe before 2020. With ten years taken as a
relevant time horizon for strategic business decisions, companies
must prepare themselves for an ageing workforce in order to meet
their business needs. 

Population forecast for older workers (60+) in the ‘Big Five’ 
European countries, 2000 – 2050 (%)

Source: UN World Population Prospects
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A report recently released by the European Commission provides in-
depth analyses of the social needs of an ageing society1. The report
documents that in 2004 the EU-27 life expectancy was 81.5 years for
women and 75.2 years for men. During each of the preceding four
decades, around 2.5 extra life years were gained by reducing mor-
tality, particularly through progress in fighting respiratory diseases
and cancer in the 1970s, as well as cardiovascular diseases in more
recent years. Today, there is little scope for further gains in life ex-
pectancy by reducing premature mortality (up to the age of 60) in
most EU member states. The vast majority of new-born children can
expect to live to this age. Any further improvements in life expectan-
cy will have to come from improved health in old age.

A society‘s ability to cope with an ageing population does not de-
pend directly on the old-age dependency ratio – that is, the number
of people over 65 in relation to people aged 15–64 (the ‘working-age
population’). Another key question is the inactivity rate and the num-
ber of people with expensive health and long-term care needs to be
supported by the active population. Just under two-thirds (65.4% in
2007) of the working-age population are actually in employment,
which is far below the Lisbon target of 70% by 2010 – and progress
towards this target has been slow.

In 2007, around 50% of men and 40% of women were still in em-
ployment at the age of 60. These rates are low, indicating that the
ageing baby boomers constitute a major potential for increasing
Europe‘s labour force. Nevertheless, the figures represent an in-
crease by 10 percentage points compared to the year 2000, and
show that the trend towards earlier retirement has been reversed,
an indication that the Lisbon agenda of promoting employment of
older people has begun to work.

Although there is still potential for increasing employment through
increased labour force participation, notably of women and older
workers, it can be expected that within about one decade the de-
cline of the working-age population will be such – notably due to the
retirement of baby boomers – that rising employment rates will no
longer be sufficient to compensate for this decline. From then on, the
source of economic growth will have to be increased in productivity,
which need to be achieved through investment in human and physi-
cal capital and in innovation. 

Immigration can also help alleviate labour market shortages due to
a declining working-age population. The EU has been receiving an
unprecedented number of migrants over recent years. Over the past
13 years (1995–2007), the population of the EU-27 increased by
nearly 15.5 million people due to net migration. The countries that
attracted the largest numbers of migrants were Spain, Italy, Germany
and the United Kingdom. 

The report concludes that Europe can envisage its demographic
future with confidence founded on the recognition that population
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ageing is above all the result of economic, social and medical
progress, as well as greater control over the timing and number of
children that people wish to have. Europe has significant opportuni-
ties to respond to the challenges of demographic change through
five key areas of political action: (a) improved support for families, (b)
promotion of employment, (c) reforms to raise productivity and eco-
nomic performance, (d) immigration and integration of migrants, and
(e) sustainable public finances. Obviously, on the political level major
reforms and decisive action are necessary, and there is only a small
window of opportunity of about ten years during which further em-
ployment growth remains possible. Increasing the number of highly
productive and high-quality jobs is the key to ensuring that Europe‘s
economy and member states will be able to meet the needs of age-
ing populations.

Given these outcomes, with a focus on the society and governmental
policies, with the Demographic Fitness Survey we focus on the com-
pany side. The main question posed is how companies have pre-
pared to tackle the substantial and irreversible fact of an ageing
workforce. These results are presented in the next section. In view of
the fact that the ‘regular’ working population (15–65 years of age) is
shrinking, and that skills play an outstanding role in the knowledge
society and therefore in the competitiveness of companies, how
have they prepared? 

The Demographic Fitness Index (DFX):
Methodology

In September 2006, the Adecco Institute launched the Demographic
Fitness Survey – the first ever quantitative analysis of the extent to which
European companies are preparing for the realities of an increasingly
ageing workforce. The Demographic Fitness Index (DFX) is based on five
pillars measuring a company’s ability to leverage an ageing workforce:

• career management, 
• lifelong learning, 
• knowledge management, 
• health management and
• diversity management. 

The DFX takes the results of these five pillars and, on the basis of a
weighting scheme and an overall indicator, scores the fitness of
companies in demographic terms on a scale of 100 to 400 points.
The interviews for this year’s survey were conducted in December
2008 by TNS Intratest through the use of computer-aided telephone
interviews (CATI). TNS assessed the underlying structure of the Euro-
pean economy in terms of size of companies (medium or large) and
sector (industry, trade or services) to establish a representative sam-
ple of all companies in the EU Big Five. 
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The European Demographic Fitness Survey draws on responses from
2,518 companies: 1,202 medium-sized (annual sales of 10 to 50 mil-
lion euros) and 1,316 large (more than 50 million euros). The sample
included 806 companies engaged in the trade sector, 854 engaged
in industry and 858 engaged in the services sector. The interview
samples were weighted by using a representative European struc-
ture for the final total analysis and for calculating the DFX.

It has not traditionally been the ‘business’ of business to plan for long-
term demographic change; however, it is an emerging trend over
which employers have an unprecedented degree of control. Compa-
nies that actively prepare for an ageing workforce will be better pre-
pared to continue to engage their employees on their career path,
attract older workers and deliver on their business plans even as
workers age and there are fewer young people to replace them. As
mentioned, we have identified five areas where companies can devel-
op policies that will increase the productivity and loyalty of all employ-
ees – and encourage older employees to remain engaged, committed
and focused as they age. A brief description of each follows.

Career management addresses the needs of both employers and
employees throughout the life cycles of both. When an employer is
willing to accommodate the life-cycle needs of employees (e.g.
changes in professional interests, having children, caring for elderly
parents), employees develop a level of loyalty to the firm that cannot
be fostered through traditional perks like pay increases. Companies
willing to respond to the individual needs of employees while actively
managing their own workforce needs (e.g. through professional
career planning and realistic succession planning) will benefit from 
a dedicated workforce with a real commitment to the company.
Alternatively, employees who feel that their employer fails to under-
stand or accommodate their needs, or simply ‘doesn‘t care’, will look
for opportunities elsewhere – taking their expertise with them.

Lifelong learning is increasingly essential in today‘s workplace, an
environment that is characterized by constant change – in work
processes, in competition, in customer tastes and demands, and in
how we work. Both employers and employees must be committed 
to lifelong learning in order to keep ahead of – and in some cases,
current with – the demands of business. Lifelong learning means
making learning something we do every day – whether by means 
of informal processes that keep employees up to date, or by means
of structured learning. By making learning relevant and compelling,
employees keep skills up to date, while employers benefit from an
active and attuned workforce.

Knowledge management: As older staff leave, firms often lose vital
expertise, customer relationships and internal networks – all of
which can affect their ability to produce, innovate and compete.
Firms can renew and retain such critical ‘intangibles’ through a sys-
tematic approach to knowledge management and enhanced cultur-
al appreciation of people’s know-how and experience. Knowledge
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management enables companies to understand the role that em-
ployees play in keeping the business going – and the risks that com-
panies run when key employees depart.

Health management: Firms suffer costs from worker absence, lower
productivity and poor motivation. These costs can be reduced
through improved analysis of people’s stress levels and emotional
and physical health, and through adopting ergonomics, regular
check-ups and healthier lifestyles. Healthcare has not been a mana-
gerial issue in Europe to date, but health issues are becoming in-
creasingly important. Thus, firms better at handling them will enjoy 
a competitive advantage in coping with demographic change.

Diversity management recognizes the necessity of creating a work
environment that values each individual’s contribution – regardless 
of age or rank. It ensures that work groups include both older and
younger workers, and that projects are staffed to enable members
of all ages to actively contribute – thus building self-esteem and
mutual esteem, and reducing barriers for workers who may feel ‘out
of place’ in a group comprised primarily of older or younger workers.
Firms can enhance their ability to compete, innovate and produce
not just through the correct application of legal norms on diversity,
but also by means of efficient interactions between younger and
older employees in the workplace, such as through mentorship and
mixed task forces.

The 2008 European Demographic 
Fitness Survey

In this section we present empirical data and detailed results from
the European Demographic Fitness Survey. In the first section, we
show how companies in the big five European economies are pre-
pared for the needs arising from demographic change by presenting
the DFX figures, our aggregate indicator evaluating the fitness of
European companies. We compare the indices of this year’s Big Five
survey covering France, Germany, Italy, Spain and the United King-
dom and then show the cross-section perspective by comparing the
results of the Big Five in a three-year perspective. We then discuss
the five components of the DFX, namely, the role of career manage-
ment, lifelong learning, knowledge management, health manage-
ment and diversity management. In the second part of this empirical
section, we show further main trends in HR management related to
expectations of important issues in the future, the recognition among
European companies of the importance of analysing their intra-cor-
porate structure, their current planning horizon for personnel needs
and their expectations about staffing requirements. 

In addition to these yearly results, we ask the HR managers a set
questions related to the current situation in the labour market. This
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year we concentrated these questions on expectations about the
upcoming severe economic crisis. The survey was conducted in
December 2008; depending on the country, the companies may
have already been hit by the wave, but the ensuing problems had
not yet fully taken hold in the economy. The main results from these
questions are presented in the third section of this White Paper2.

The DFX score: Dramatic changes in rough economic
waters 

The DFX score is the aggregate indicator summarizing how prepared
European companies are on the basis of the five pillars of strategic
HR management – that is, career management, lifelong learning,
knowledge management, health management and diversity man-
agement. The overall indicator is calculated by scoring the fitness of
companies in demographic terms on a scale of 100 to 400 points.

The average score of the companies in the European Big Five
economies is 172, and therefore far below the figures achieved by
the three Scandinavian countries Denmark, Sweden and Norway in
autumn 2008 (191), and also 10 points below the Benelux country
results from 2008 (182). Comparison in this year is rather difficult, for
the rapid economic developments ensuing from the financial crash
in autumn 2008 are impacting the different countries at different
points in time; although all of the country surveys were conducted in
the second half of 2008, they are difficult to evaluate with respect to
the impact from recognizing the downturn. However, one clear result
is that the companies in the largest economies in the EU are signifi-
cantly worse off in their preparedness in comparison with their
northern neighbours.

172

GER: 184

UK: 176

FRA: 166

ITA: 168

ESP: 162

Average 
score 
2008

State of fitness of European companies, 2008
Nordic Countries Benelux SwitzerlandEU Big 5Index

191

DEN: 183

NOR: 194

SWE: 196

182

BEL: 182

NL: 183

172

Adecco Institute
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The figures by country give a heterogeneous picture: whereas Ger-
many scores relatively well with 184 (above the Benelux countries
Belgium and the Netherlands), the United Kingdom is in the lower
mid-field with 176. France and the southern countries, however, all
have disastrous figures, with France scoring 166, Italy a marginally
higher 168, and Spain just 162.

The three-year comparison underlines the disillusioning results for
the Big Five companies: the overall decline of the DFX is a disastrous
number of 11, whereby this result mainly can be attributed to the last
year (a decline of 10). Spain shows the most dramatic decline, with 5
in 2007 and an incredible 18 in 2008, adding up to a total decrease
of 23 index points. Italy is only slightly better with an overall decline
of 18 index points in the two-year period, followed by the United
Kingdom (13 index points) and France (10 index points). Germany is
the only country showing a slightly improved 2008 index compared
to 2006; however, after an increase in the first year, a decline of 2
points was observed for 2008. Given the fact that Germany lags
somewhat behind in the overall economic downturn, it is very likely
that this result will worsen in the coming months. 

European companies achieve a DFX score of 172 points out of a pos-
sible score of 400 in the 2008 Demographic Fitness Survey. However,
in addition to the fact that we observe a decline in the awareness
that demographic change is a serious topic, the figures below 200
out of a possible 400 indicate that all countries (including Scandina-
vian countries) are far from ‘excellent’ in this regard. Thus, significant
improvement is needed across the board.

Career management

By focusing increased attention on career development, companies
are more likely to be able to retain key resources and prevent the
loss of talent. Of the nine main career management tools cited in 
our survey, European companies, on average, offered 3.6 in 2008,
indicating that career management played a minor role in 2008. The

average score 2007

average score 2006

average score 2008

Development of the Demographic Fitness Index (DFX), 2006 – 2008 

EU Big 5DFX

–1

–10

183

182

172

Germany

+5

–2

181

186

184

UK

–3

–10

189

186

176

France

+2

–8

172

174

166

Italy

–4

–14

186

182

168

Spain

–5

–18

185

180

162
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country results diverge somewhat in the overall supply of measures,
ranging from 3.3 in Germany and Spain to 4.2 in the United King-
dom. 

With respect to specific measures, the outcome is even more hetero-
geneous. For example, work-life plans play a minor role in Germany,
with a share of only 25%, whereas this aspect is of significant impor-
tance in the United Kingdom (51%). And whereas coaching pro-
grammes have high credibility in the United Kingdom (73%), they are
of minor interest especially in Spain. In turn, in Spain internal career
consulting quite popular, with a share of 71%. Another outlier, and
less favourable in direction is France providing only 9% of measures
for external career consulting, while 39% of French companies imple-
ment programmes to enhance potential, which is the highest figure
in the Big Five comparison. However, once again the Big Five are far
behind their Nordic neighbours, where, for example, Norway imple-
ments five out of nine measures, followed by Denmark with 4.9.

When comparing the three years of survey results, we observe a
decline in the provision of career management measures in nearly
all groups at the Big Five level. The only positive outcome is internal
career consulting programmes with an overall growth of 9% be-

Share in % Question: I am now going to read you a list of some career management tools. 
Which of these are currently used in your company? 

Work life plans 

Average no. of tools offered:

40

Change of profession / 
career path 38

Creation of entirely 
new positions 41

High potential 
programmes 30

Mentoring programmes 34

Coaching programmes 48

Internal career consulting

External career consulting

62

25

42Individual career 
programmes

Fields of action “Demographic Fitness”: Career Management 

EU Big 5

3.6 (of 9)

25

44

45

20

24

49

46

23

53

Germany

3.3 (of 9)

51

28

58

28

54

73

63

18

44

UK

2008

4.2 (of 9)

40

39

36

39

33

42

66

9

32

France

3.4 (of 9)

44

51

43

37

30

42

62

37

40

Italy

3.9 (of 9)

39

26

22

25

30

35

71

37

42

Spain

3.3 (of 9)
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tween 2006 and 2008, though already with a slight decline in the
last year (–1%). The most significant decline in the Big Five can be
observed in the creation of new jobs (–19% since 2006) and external
career consulting (–15% since 2006).

For the three-year period, Germany shows the most positive figures,
with a large number of positive developments in the two years since
2006, and only small declines in the last year compared to those of
the other countries. For example, the United Kingdom has had a
dramatic decline of 30% in change of profession/career path since
2006, followed by Spain with an only slightly lower 27% and Italy
with 22%. France, with its very negative job creation figure, shows a
significant rise in measures for increased potential, suggesting that
even in the critical economic environment of this recession, qualifica-
tions are an important factor.

Lifelong learning

The continual updating and acquisition of new skills over the entire
course of a work life is a second key determinant of both individual
employability and corporate growth. Lifelong learning is increasingly
essential in today‘s workplace, an environment that is characterized
by constant change. In European companies, specific tools of lifelong
learning are introduced and implemented comparatively well: with
4.2 out of eight, a significantly larger number of these measures are
implemented in comparison to career management tools (3.6). 

Work life plans –7

–14

–19

–15

–10

–4

3

9

–1

Changes in currently used career management programmes 

EU Big 5Absolute change 2008 
vs. 2006

High potential  
programmes

Mentoring programmes

Coaching programmes

Internal career 
consulting

External career 
consulting

Individual career 
programmes

Creation of entirely 
new positions 

Change of profession/
career path 

–8

17

–3

11

15

5

2

16

1

Germany

5

–30

–18

–5

–23

–3

10

4

–8

UK

–10

–8

–29

–11

–8

–10

18

26

14

France

–31

–22

–10

–30

–24

3

3

–1

–2

Italy

10

–27

–36

–39

–7

–17

–20

–2

–8

Spain
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The figures for 2008 indicate that German companies take the lead-
ing role in this category, with an overall provision of 5.4 out of eight.
Especially noteworthy is Germany’s share of 70% for schemes for im-
parting technical skills, whereas France, for example, with its overall
provision of 3.6 out of eight measures, has just 40% in this category.
Nonetheless, French companies, which are relatively weak in the
provision of lifelong learning schemes, are rather good in the field of
advanced training initiatives from external providers (55%). In the
United Kingdom, encouragement through individual attention and
advice is quite prominent at 67%, whereas in Italy only 40% of these
tools are provided by companies.

Developments over the three years show that the average decline in
Europe is dramatic in nearly all fields. On average, Big Five compa-
nies provide one measure less out of eight in 2008 compared to
2006. The most severe reduction can be observed in advanced train-
ing initiatives outside the workplace, with –19% since 2006, directly
followed by workplace-based training initiatives (–18%). The United
Kingdom is the worst performer with respect to advanced training
initiatives outside the workplace, with a reduction of over one-third
(–36%); France follows with –27%. The development in Germany with
respect to lifelong learning measures is again far less dramatic than
in the other countries. However, schemes for imparting technical
skills declined by 14% in just one year since 2007, even though we
observed a slight increase one year before. 

Share in %

Analysis of individual 
training requirements/
regular discussions

Average no. of tools offered:

64

Workplace based training 
initiatives 68

Internal training initiatives     
outside the workplace 61

Advanced training initiatives 
from external providers 59

Encouragement through 
individual attention/advice 49

Schemes for imparting  
technical skills 54

Schemes for imparting      
methodological skills 

Schemes for imparting 
social skills 

35

31

Fields of action “Demographic Fitness”: Lifelong learning 

EU Big 5

4.2 (of 8)

72

77

79

82

45

70

53

57

Germany

5.4 (of 8)

62

72

59

53

67

61

30

30

UK

2008

4.4 (of 8)

55

58

45

55

44

43

31

22

France

3.6 (of 8)

66

59

63

57

40

47

29

18

Italy

3.8 (of 8)

64

75

59

48

47

49

34

25

Spain

4.0 (of 8)
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In sum, the decline in the provision of lifelong learning measures is
substantial in only one year (since 2007) although we did observe a
minor decline in the year prior. The German results underline that
lifelong learning programmes seem to react less quickly, though with
the same sensitivity to changes in the economic environment.

Knowledge management

Knowledge management enables companies to understand the role
that employees play in keeping the business going – and the risks
that companies run when key employees depart. European compa-
nies are taking knowledge management relatively seriously, with an
overall Big Five average of 4.5 measures. However, with a total num-
ber of 12 measures, this average cannot be compared to the previ-
ous results, which involved only eight measures. What we can ob-
serve is that here, too, the spread is rather significant, with Germany
again taking the lead with a total of 5.3 out of 12 measures, followed
by Spain with 4.6 and the United Kingdom with 4.5. Whereas man-
agement information systems are quite established, varying from a
share of 66% in Spain to 42% in France, the difference between
countries is much more significant in the case of internal online
forums, where France provides less than half (18%) of what Germany
does, where a share of 41% is provided by the companies. However,
‘publication of knowledge holders’ seems to be less common in all
Big Five companies, with an average share of 20%, ranging from
19% (the United Kingdom and Spain) to 22% (Germany and Italy). 

Analysis of individual training  
requirements/regular discussions –13

–18

–6

–15

–5

–16

–13

–19

Changes in the provision of lifelong learning programmes

EU Big 5Absolute change 2008 vs. 2006

Advanced training initiatives 
from external providers 

Encouragement through 
individual attention/advice

Schemes for imparting 
technical skills

Schemes for imparting 
methodological skills 

Schemes for imparting 
social skills 

Internal training initiatives              
outside the workplace 

Workplace based 
training initiatives 

4

–4

1

2

–3

–11

2

–3

Germany

–25

–19

–26

–16

–15

–25

–26

–36

UK

–18

–29

0

–19

4

–15

–12

–27

France

–8

–17

–6

–12

7

–5

–7

–10

Italy

–19

–20

–2

–30

–18

–24

–25

–18

Spain
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The three-year comparison again shows figures substantially declin-
ing. For the Big Five, the averages for standardized records of busi-
ness-critical knowledge (–22%), targeted advanced training pro-
grammes for renewal of knowledge (–15%) and the use of external
consultants (–17%) are striking. This list can be extended, especially
when the results of the different countries are taken into account. For
example, cooperation with colleagues and other institutions declined
by nearly one-third in the United Kingdom (–31%), and in France the
decline in contact with external think tanks is also alarming.

In sum, knowledge management is also on the decline in 2008, with
substantial saving activity especially in the United Kingdom, France
and Spain.

Share in %

Management Information 
Systems

Average no. of tools offered:

Customer Relationship 
Management Systems

Internal online forums

Publication of knowledge 
holders in an internal 
“Yellow Pages”

Building mixed age teams

Standardised records of 
business critical knowledge 

Targeted advanced training 
programme for renewal
of knowledge 

Use of external consultants

Cooperation with other 
companies

Cooperation with colleges 
and other institutions

Establishing own think tanks

Contact with external 
think tanks

Fields of action “Demographic Fitness”: Knowledge management 

EU Big 5

4.5 (of 12)

Germany

5.3 (of 12)

UK

2008

4.5 (of 12)

France

4.0 (of 12)

Italy

4.2 (of 12)

Spain

4.6 (of 12)

55

44

28

20

40

37

53

56

47

42

15

7

54

39

41

22

51

53

69

60

53

51

23

9

61

59

24

1 9

38

31

31

49

47

50

20

10

42

35

18

21

39

33

59

49

49

28

13

5

55

38

31

22

30

32

55

60

41

36

9

5

66

50

28

19

39

34

51

60

46

45

12

8

Adecco Institute
Demographic Fitness Survey: Europe 2008

17



Health management

Healthcare has not been a managerial issue in Europe to date, but
health issues are becoming increasingly important as population
ageing progresses. Thus, firms better at handling them will enjoy a
competitive advantage in coping with demographic change. Euro-
pean companies tackle the issue of health management with an
average of 3.4 out of nine measures. This is far below, for example,
the results for companies in the Scandinavian countries, which had
an average of 4.3 out of nine, with the leading companies in Swe-
den (5.0 out of nine).3

For the more ‘classical’ medical measures such as ‘medical check-up
at work’, with a Big Five average share of 67%, the difference be-
tween the countries is substantial, varying between the already high
level of 48% in the United Kingdom and nearly twice as much  in
Germany (87%). These differences can partly be explained with
reference to the substantial differences between the public health
systems (e.g. Germany’s is financed by public and private health
insurance, whereas the NHS in the United Kingdom is tax-based). 
On the other hand, the differences with respect to the more ‘mod-
ern’, more preventive measures – like relaxation programmes, with 

Management Information Systems 3

–2

–3

–17

–8

–14

–11

–16

–4

–22

–15

–8

Change in the provision of knowledge management programmes

EU Big 5Absolute change 2008 vs. 2006

Publication of knowledge holders 
in an internal “Yellow Pages” 

Building mixed age teams

Standardised records of 
business critical knowledge 

Targeted advanced training 
programme for renewal 
of knowledge
Use of external consultants

Cooperation with other 
companies

Cooperation with colleges 
and other institutions 

Establishing own think tanks

Contact with external think tanks

Internal online forums

Customer Relationship 
Management Systems

4

–1

–2

–2

8

–5

–9

5

1

–10

–2

–2

Germany

–18

–2

–9

–18

–13

–31

–20

–20

5

–34

–21

–9

UK

24

19

–23

6

–8

–26

–21

–17

–12

–8

–8

–3

France

–24

–9

–10

–5

–11

–30

–11

–9

12

–5

5

–8

Italy

–6

–20

–6

–17

–17

–25

–7

–17

–10

–23

–33

–11

Spain
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a share ranging from a negligible 4% in Spain up to 15% in Germany,
or company sports facilities, with only an 8% share in Italian compa-
nies, whereas German companies report a share of 26% – indicate 
a substantial difference in the company culture and the awareness
of companies about their responsibility for the sustainable health of
their employees. This responsibility not only aims to prevent health
problems among workers, but also is in the company’s own interest:
ageing employees in good health can provide their know-how and
skills to the company for a far longer time. In comparison to the first
three pillars of demographic fitness, the provision of health manage-
ment systems by companies in the Big Five economies presents a
more differentiated picture for the three-year period in question. 

Health management seems to be more stable in the face of economic
shocks; the figures indicate no general downward trend as observed
in the other three areas. Certainly, we do find some variation, but
these variations are of lower magnitude, and they do not follow a
unique trend. Perhaps one exception is the category health
advice/medical consultation. Here, the Big Five average has substan-
tially declined by one-fifth since 2006, with the United Kingdom, Italy
and Spain showing figures of one-fourth to one-third compared to
2006. However, particularly the variation in proactive measures, such

Company sports facilities

Average no. of tools 
offered:

17

Back strain reduction 22

Relaxation programmes 9

Healthfully catering 34

Dietary advice 16

Medical checkup 
at work 67

Pre employment 
medical checkup

Regular health checks

73

66

30Health advice/
medical consultation

Fields of action “Demographic Fitness”: Health management 

EU Big 5

3.4 (of 9)

Share in %

26

23

15

45

18

87

63

70

38

Germany

3.9 (of 9)

21

28

8

40

8

48

45

42

15

UK

2008

2.7 (of 9)

14

22

7

36

21

72

79

68

26

France

3.5 (of 9)

8

18

9

24

14

75

90

71

37

Italy

3.5 (of 9)

17

19

4

25

17

54

87

76

36

Spain

3.4 (of 9)
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as the provision of sports facilities and other measures targeted more
to well-being than to the discovery of potential diseases, is pleasantly
stable. In sum, we can say that health management programmes
have been relatively stable until now; hopefully this trend will continue
even as we go deeper into recession in the coming months.

Diversity management

Diversity management recognizes the necessity of creating a work
environment that values each individual’s contribution – regardless of
age or rank. European companies provide an average of 4.6 out of
11 tools in diversity management areas such as equal opportunity for
all age groups and age-neutral job advertisements and appoint-
ments – areas that typically are protected by law. In these areas, the
Big Five companies present a relatively uniform picture, which is not
that astonishing as the measures are often based on directions from
the European Parliament. Thus, a general convergence over the past
decade was to be expected, and the actual observation confirmed
this expectation.

Company sports facilities 1

6

3

–9

–20

6

–7

2

11

Change in the provision of health management programmes

EU Big 5Absolute change 2008 
vs. 2006

Healthfully catering

Dietary advice

Medical checkup at work

Pre employment 
medical checkup

Regular health checks

Health advice/
medical consultation

Relaxation programmes

Back strain reduction

3

–1

6

10

–2

7

5

17

9

Germany

–1

–5

–1

2

–30

–3

–6

–9

6

UK

7

19

6

–24

–14

14

–14

–8

23

France

–4

15

7

–14

–25

–11

5

8

8

Italy

1

2

–3

–19

–32

–6

3

7

7

Spain
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There are, however, areas of age diversity management where we can
observe substantial differences in the provision of measures by compa-
nies. For example, junior/senior roundtables play a negligible role in
France (4%), whereas this tool is rather common in Germany (26%) and
Italy (18%). Mentoring programmes are another example: German
companies report a share of only 24%, whereas this approach is much
more prominent in the United Kingdom (47%) and France (45%). 

The three-year comparison reveals that age diversity management is
– like health management – relatively stable compared to the first
three pillars. As always, there are exceptions, but there is no general
downward trend. One very significant exception was observed for
Italy and Spain. In both countries, the companies used significantly
more age-neutral advertisements over the three-year period (Italy
34% and Spain 23%, compared to 2006 figures). This obviously, how-
ever, has its roots in changes in governmental regulation – spurred
on by the convergence of European law. In general, there is much
less movement of these measures. 

Age neutral job 
advertisements

Average no. of tools 
offered:

Share in %

Age neutral 
appointments

Equal opportunities 
for all age groups

Performance orientated 
payment system

Junior-/Senior 
Round Table

Age heterogeneous 
working groups

Age homogeneous 
working groups

Teambuilding seminars

Platforms for exchange
between employees

Mentoring programmes

Awareness raising 
workshops for 
managers on the 
subject of age diversity

Fields of action “Demographic Fitness”: Age diversity management 

EU Big 5

4.6 (of 11)

Germany

5.4 (of 11)

UK

2008

4.8 (of 11)

France

4.4 (of 11)

Italy

4.0 (of 11)

Spain

4.2 (of 11)

75

75

83

45

14

38

15

31

31

37

11

92

90

88

71

26

31

12

45

37

24

25

84

86

89

36

11

26

11

35

36

47

17

70

76

81

39

4

41

15

27

34

45

5

51

63

70

38

18

48

22

25

25

32

4

77

59

88

41

11

43

17

21

20

35

5
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Further trends in European human
resources management
As argued above, demographic change is one of the biggest future
challenges for European society, and therefore for the labour market
and European companies. Against this backdrop, we asked compa-
nies for their views of this challenge and about where they see the
major challenges of companies worldwide. In addition to asking
about their awareness of demographic change and their companies’
related activities, we asked HR leaders about their perception of the
main trends in HR management. On average, HR leaders in Europe
see technological progress as the most important future challenge,
with an overall share of 48%, and as more important than the issues
of demographic change and general globalization, both with 40%.
Therefore, the results on average for the five biggest European
economies (Germany, France, United Kingdom, Spain and Italy) indi-
cate that there is an awareness of demographic change, and that
the issue often places among the top three future topics.

Age neutral job advertisements 11

3

–1

–4

–4

–4

3

–13

–14

–16
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Change in the provision of age diversity management programmes

EU Big 5Absolute change 2008 
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Teambuilding seminars

Platforms for exchange 
between employees

Mentoring programmes

Awareness raising 
workshops for managers on 
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However, the disaggregated results for the countries present a rather
different picture. Whereas 66% of German companies see demo-
graphic change as a future challenge nearly as important as global-
ization (67%), UK firms in particular see only a minor challenge in this
regard, with only 30% of HR managers identifying it as highly rele-
vant. And in France (35%), Italy (32%) and Spain (35%), only half the
number of companies assign as much importance to demographic
change as German managers do. Whereas in these four countries
technological progress is seen as one of the top two topics, German
managers rank this concern in third place. 

As mentioned, this was the third year we conducted the survey,
which allowed us to track changes with respect to the companies. 
At first one might expect there to be little variation from one year to
the next, as we are talking about related long-term developments in
the economy and society. On the other hand, human thinking, by
nature, often is oriented to the short term. And specifically in the last
12 months, many things have changed, some of them very substan-
tial. Before the crisis in the financial sector escalated last autumn oil
prices saw a historical high in the summer of 2008, and then sud-
denly dropped to a level three times lower at the beginning of 2009.
Given these turbulences, our question here is how HR managers
have changed their views on the main long-term issues. 

We found that in fact there have been substantial changes in most
countries. Whereas German perceptions have been relatively stable
over the past three years, with only globalization showing a signifi-
cant drop in its importance, France, Italy and Spain show a substan-
tial drop in the importance of demographic change as a significant
challenge for the future. In sum, and certainly due to the current eco-
nomic crisis, demographic change is no longer the focus of Euro-
pean companies.

Share in %             Top two on a scale from 1 to 6 (1 = very major challenge, 6 = not a challenge at all)

Globalisation
40

40

–18

–7

48
–6

37
–7

Expectations of major future challenges for companies worldwide 

EU Big 5

Changes in 
general (political/
social) conditions

Absolute change 2008 vs. 2006

Technological 
Progress

Demographic 
Change

Germany UK France Italy

67

66

–6

4

55
–3

46
–6

27

30

–14

–3

42
1

35
–3

37

35

–26

–14

49
–6

36
–8

30

32

–26

–9

43
–12

34
2

41
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–13
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Planning horizon of staffing needs, 2008

All European companies plan their personnel needs only for the
short term, and staffing is even more of a short-term matter. The sur-
vey results indicate that none of the companies plan overall staffing
needs more than 1.9 years (22.8 months) in advance, which is the
case for Germany, where requirements for professionals and execu-
tive personnel are planned fairly far ahead. This result, however, 
is an outlier among the planning horizons for all other categories
and countries, as the figure clearly indicates. The shortest planning
horizons are in the UK industrial sector, which reports 0.7 years 
(8.4 months), closely followed by Italy with 0.8 years (9.6 months) 
for industrial as well as commercial staff.

The figure below shows how the planning horizon has developed
over the past three years. Instead of indicating an improvement in
the light of the increased public discussion on skill shortages, the Big
Five average shows a minor but general overall decline in the plan-
ning horizons for staff needs. This declining trend is observed not
only between the years 2007 and 2008, and thus in the light of
growing insecurity about the economy due to the financial crisis and
rising expectations of a severe worldwide economic crisis. In fact, the
declining figures of approximately 0.1 years (1.2 months per year) are
a linear three-year trend. The figures by country reinforce this pic-
ture: neither a particular category, such as high- or low-skilled jobs,
nor a specific country leads to this change on average; it is a general
and rather uniform development towards a more short-term orienta-
tion (see tables in appendix).

All staff employed by the company

Average (in years)

Professionals and executives

Commercial staff

Industrial staff

Staffing requirements: Planning horizons of the companies 

1.3

Germany

1.9

1.4

1.1

0.8

UK

1.0

0.8

0.7

2008

1.1

France

1.2

1.1

0.9

0.8

Italy

1.0

0.8

0.8

1.1

1.2

1.0

0.9
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The results in the figure above show how European companies see
their future staffing requirements in relation to currently filled vacan-
cies as well as to expectations of future needs. HR managers report
that 12% of all vacancies were filled without fully meeting the initial
qualification requirements. Another 12% of jobs have not been filled
because there were too few successful applications. And 15% of all
vacancies in the Big Five average were not filled by the initially stated
date. 

From a country-specific perspective, the differences are not very sub-
stantial, though a few interesting observations can be made: at 8%,
the United Kingdom has the lowest percentage of applications that
do not fully fit the required qualifications, as well as the lowest
percentage – again 8% – of problems in filling all of the vacancies.
Furthermore, the United Kingdom shows high negative changes in
nearly all categories. These rates of change indicate that companies
have fewer problems in filling their vacancies than in the previous
years. 

There is a high likelihood that this ostensible improvement in the
United Kingdom is actually a reflection of the economic downturn,
which started relatively early in the United Kingdom, and is seen as
the most severe compared to all western economies; London is the
heart of the global financial world, and employees in the financial
sector were the first ones hit hard by the crash of big and estab-
lished banking houses. The argument that cyclical effects are at
work is reinforced by the fact that Spain, also hit relatively early,
especially in the construction sector, also shows declining figures
with respect to problems filling vacancies. 

In the EU Big Five countries, companies’ answers on observed skill
shortages show a slight decline, which also can be explained with
reference to the economic downturn, together with the above-men-
tioned short-term orientation of companies in filling their vacancies.

All staff employed 
by the company

Professionals 
and executives

Commercial staff

Industrial staff

Development of planning horizons (in years) 

1.1

2006

Question:  How far ahead do you usually plan your staffing requirements?

1.1

2007

EU Big 5 

1.0

2008

1.4 1.3 1.2
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For example, 4% fewer companies had problems filling vacancies
requiring technical and/or engineering skills. On the other hand, re-
gardless of the changed business expectations, companies are
faced with substantially higher problems related to language skills.
Whereas 14% of companies’ vacancies were not filled adequately in
2007, this number rose to 20% in 2008. But language skills are an
exception; the general trend is fewer problems with skill shortages. 

However, we should not assume that the structural problems have
improved. In the light of the short-term planning horizon for person-
nel, the logic is simple: in response to a slowdown in incoming
orders, companies slow down their production or product supply;
consequently, their demand for skilled labour slows down, and it is
easier to fill vacancies. Therefore, the long-term issue of growing 
skill shortages does not vanish. 

Required qualification
12

12

–12

–15

15
–13

8
–14

Appointment of vacancies vs. companies’ requirements (2006 and 2008) 

EU Big 5

Required site/location

Appointed not fully according to the need in 2008 Absolute change 2008 vs. 2006

Required dat

Required number/quantity

Germany UK France Italy
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11

–7

–9

18
–6

5
–10

8

8

–10

–13

12
–18

7
–19

14

14

–11

–11

17
–12

11
–13

11

11

–19

–28

12
–19

9
–17

14

15
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In sum, we see that European companies do not diverge substantial-
ly in their main expectations about future developments. Germany
shows relatively positive figures in this year’s survey, and with re-
spect, for example, to the planning horizons, there seems to be a
positive difference in comparison with other countries. However, we
expect that many of these differences can be explained by the fact
that the economic downturn hit the countries at slightly different
times. At the moment, developments are very dynamic, sometimes
changing week by week. Thus, it will be particularly interesting to
track future developments. 

Reactions and perceptions in the face 
of the economic crisis

As mentioned, our survey has two sections: first, the core of the
study, the annually posed DFX questions based on the five pillars
presented above; second, questions that change from year to year,
depending on the current situation in the labour market. This year
the questions focused on expectations about the approaching se-
vere economic crisis. The survey was conducted in December 2008;
depending on the country, the companies may have already been hit
by the wave, but the ensuing problems had not yet fully taken hold
in the economy. 

HR managers in the five big European countries reported that the
economic and financial crisis had a significant impact on HR deci-
sions in the previous year, and that overall this impact will increase.

IT skills

Business knowledge

Technical/Engineering skills

Language skills

Skill shortage: Areas with most severe shortage 

19

EU Big 5

Share in %

18

2007 2008
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The figure below shows that this impact on HR decisions, although
relevant for each of the five countries, differs significantly in its ex-
tent. Whereas German companies in particular report a compara-
tively low overall impact, with 25% of HR managers claiming its rele-
vance, 42% of companies in Spain and 36% of companies in Italy
report that they have already adapted their activities to the changed
situation. All countries report that this impact will increase in 2009. 
In Germany 34% report that this will be the case, whereas 50% of all
Spanish companies report an expected change. In the other three
countries, this figure is slightly lower, but with a share of 45% in Italy,
38% in the United Kingdom, and 36% in France, a considerable
portion of companies in the Big Five EU countries can be expected to
adapt their HR activities in response to the economic crisis. In 2008,
35% of medium-sized companies were affected substantially, slightly
more than large companies (32%). In 2009, they may change places:
46% of large companies expect an impact, whereas the share of
medium-sized companies is slightly lower at 39%. 

With respect to the specific changes made in company practices and
policies, a large share of all companies in the Big Five have already
reduced overtime among their employees in 2008. The figures re-
ported by German companies are again lower, with a share of 37%
compared to the ‘leader’, Spain, with 51%. Postponement of new
hires played an important role, as did the dismissal of employees
and the termination of contracts with temp-work agencies. This trend
can be observed for all countries. In general, however, potential
cost-cutting activities that would have an impact on the Adecco 
Institute DFX and the core concerns of this report were relatively
restrained in 2008. 

2008

Forecast 
2009

Economic/financial crisis: Influence on HR policy 2008 and 2009

Share in % Strong influence (Top two) No or low influence (Bottom Two)
on a scale from 1 to 6  (1 = strongly influenced, 6 = not influenced at all)

Spain

42233424

EU Big 5

4015

2544

Germany

3424

UK

3421

3822

France

3415

369

Italy

3618

459 4912
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These figures change when we look at expectations for 2009. Here
we can expect substantial changes in the availability of these long-
term-oriented activities, underlining the impression already received
from the results of the DFX index in the previous section. Overall
reduction in HR development will take place in 26% of German com-
panies (12% in 2008). In France, an alarming 34% of the companies
report planned reductions (21% in 2008), followed by 33% in Spain
(20% in 2008), 27% in Italy (15% in 2008) and 21% in the United King-
dom (13% in 2008). Returning to the five pillars of the DFX, the results
of the 2008 survey are not only verified, but even worse. The majority
of companies in all countries will substantially cut their HR activities.
Career management and lifelong learning activities will be among
those most affected, whereas health and age diversity management
will be less affected.

Finally, we asked HR managers about their expectations with respect
to temporary work agencies. In the same set of questions – perhaps
somewhat surprising at first sight – we asked respondents about 
the importance of governments taking on responsibility and taking
action to improve the difficult situation that companies face. Why do
we connect these two questions? It is true that temp agencies and
governments do not have much in common: one is purely profit-
oriented while the other is responsible for society. However, what
connects these two actors when it comes to the topic of the labour
market and employment is that they both act more or less independ-
ently in the labour market as a clearing institution: both provide
companies with services to help them tackle uncertainties caused by
economic instabilities – temp agencies with the provision of flexible
workers; governments with public employment services and their
designated mandate to balance social inequalities. Both have an
interest in bringing people into work.
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Because of the recent economic downturn, companies in all five
countries count more on the action of governments to help them out
of their difficult situation. In Spain, 68% of companies count on help
from the government, followed by Italy with 66% of all companies 

Reduction of overtime 

Companies’ planned actions in response to the economic crisis

Share in %

51

Germany

56

UK

58

58

France

59

Italy

62

Implementation of short time work 18 18

18

18

1820 20

Cutting of bonuses 13

13

13

24 2420

20

20

20

25

Postponements of new hires  41 56

56

65 64

Postponements of new hires: 
lower qualified 31 28

28

53 42

Postponements of new hires: 
higher qualified 32

32

32

49 4924

24

24

24

40

Dismissal of employees/staff 19

19

19

16

11

11

12 9

16

16

19

23

23

23

Dismissal of lower qualified employees

Dismissal of higher qualified employees

Reduction of HR development activities 

… in the area of Career Management

… in the area of Life Long Learning

… in the area of in Knowledge 
 Management

… in the area of Health Management

… in the area of Age Diversity 
 Management

15

21

21 34 27 33

34

26

2621

17

1777

3

24 4

4

76

5

11

12 16

16

16 16

Termination of contracts with 
temp work agencies

Use of more temp work instead 
of new hires 

Spain
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and France with 56%. These figures are lower in the United Kingdom
and Germany: 45% and 41%, respectively, expect the government to
take on responsibility. To be sure, these results indicate that those
countries affected earlier are louder in crying for governmental help.
But it is also clear that southern European countries rely more on
governmental help than do more liberally oriented ones, above all
the United Kingdom, which has, as is well known, been affected
quite negatively by current developments. With respect to the use of
temporary work agencies, we see in the figure below that the ques-
tion is not simply an inverse of the voice crying for governmental
help. In fact, France is the leader in this respect, with 29% of the
companies reporting that qualified temp workers are an alternative
to immediate new hires in economically difficult situations. In turn,
companies in the United Kingdom expect the least amount of help
from the flexibility provided by temp agencies in uncertain times. 

Share in %           Agree strongly (Top two) on a scale from 1 to 6  (1 = yes, definitely and 6 = no, not at all)

“Qualified temp workers are an alternative 
to new hires in economically difficult times.”

“The government in our country should be 
more involved or responsible to help our 
company to react in a more flexible way to 
the financial/economic crises.”

The role of qualified temp work in an economic downturn

27 18 29

41 45 56

22

66

24

68

Germany UK France Italy Spain
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Conclusions and recommendations

In this White Paper we presented the results of the Demographic
Fitness Survey 2008 and revealed how HR managers in the Euro-
pean Big Five economies are reacting to economic developments
and the high probability of an historically deep recession. First and
foremost, companies have to survive these times, meaning that
difficult cost cuts are necessary. Supposed ‘luxury’ programmes for
long-term employee development often are the first to be scaled
back. Then, when an upturn comes, the awakening can be quite
painful, as human resources are insufficient and not always up to
the challenge. This theoretical scenario and the lesson to be drawn
from it might be familiar to many experts, but what does reality look
like – in practice? We presented the following findings in this White
Paper.

Companies in the European Big Five countries achieve on average a
DFX of 172 points, which is a drop of 10 points compared to the pre-
vious year. This is a dramatic development and a strong indicator
that companies handle the long-term issue on the basis of short-
term facts. The results for the individual countries further indicate that
although the DFX drops significantly in all five countries, the extent of
the drop differs. The most problematic results come from southern
European companies. The DFX indices for Spain and Italy dropped
dramatically in comparison with the previous year. The main reason
for these results is that a substantially lower share of measures with-
in the five fields of action has been implemented, compared to the
prior years. For the United Kingdom and France, we also observe a
substantially lower DFX index, whereas Germany has relatively
stable figures. However, we expect Germany to lag somewhat be-
hind in the drifting economy: overall labour market figures already
showed alarming results at the end of 2008 in Spain, the United
Kingdom and Italy, and now forecasts as well as statistics, indicate a
downturn in Germany as well. 

In sum, European companies show an alarmingly strong dependen-
cy with respect to their efforts to actively manage the issues related
to the long-term strategic topic of the ageing workforce. In view of
the substantial decline in overall DFX scores in tandem with the be-
ginning of the economic downturn, we wish to emphasize again that
this short-term orientation is highly problematic, not only in the light
of the next upturn, which very likely will be characterized by an even
stronger skill shortage. Rather than saving costs by cutting workforce
development programmes, these activities should be retained and
even extended – independent of cyclical changes. Demographic
change and its challenges are not issues to be driven by business
cycles. Instead, they are long-term strategic investments for compa-
nies. Only companies that keep this in mind and retain their activities
will be prepared for the next upturn. 
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Appendix 

Table A1: Population forecast: Percentage of population aged 60+, 2000–2050

EU DK N S UK I E F D B NL CH
2000 20.3 19.8 19.3 22.2 20.7 24.2 21.6 20.8 23.2 22.0 18.2 19.5
2005 20.6 21.2 19.7 23.4 21.2 25.3 21.7 20.8 25.1 22.1 19.3 21.1
2010 21.9 23.4 21.5 25.1 22.8 27.0 22.7 22.9 25.7 23.7 22.1 23.0
2015 23.6 24.9 22.8 26.1 23.6 28.2 23.9 24.7 27.5 25.3 24.4 24.6
2020 25.6 26.3 24.3 26.9 24.7 29.8 25.8 26.4 29.7 27.3 26.8 26.7
2025 27.6 28.1 25.9 28.0 26.5 32.3 28.5 28.0 32.8 29.5 29.2 29.0
2030 29.4 29.5 27.6 29.0 28.1 35.2 31.6 29.3 35.5 31.1 31.2 30.8
2035 30.9 30.4 28.8 29.7 28.9 37.6 34.9 30.5 36.1 32.2 32.0 31.1
2040 32.2 30.4 29.1 29.7 29.1 38.8 37.8 31.0 36.1 32.7 31.6 30.8
2045 33.5 29.6 29.2 29.7 29.5 38.9 39.1 31.4 36.5 33.0 31.1 30.7
2050 34.5 29.4 29.6 30.3 30.1 38.6 39.0 31.8 37.0 33.2 30.7 30.7

Source: UN World Population Prospects

Table A2: Changes in expectation on future challenges, 2006–2008

EU Big 5 Germany UK France Italy Spain

2006 2007 2008 2006 2007 2008 2006 2007 2008 2006 2007 2008 2006 2007 2008 2006 2007 2008

Future challenges

Advancing globalisation 57.5 55.9 40.4 73.0 76.6 66.9 41.1 41.0 27.2 63.1 62.0 36.8 55.7 48.7 30.0 54.4 51.1 40.8

Advancing demographic 

change 46.6 47.2 39.5 62.0 70.2 65.7 33.5 32.0 30.4 48.5 48.0 35.0 40.8 42.8 32.0 48.4 43.1 35.0

Increasing technological

progress 53.9 53.3 47.8 58.0 65.1 55.0 41.3 34.4 42.4 54.5 56.6 48.8 54.7 50.4 43.0 61.2 60.0 50.1

Changes in general 

(political/social) conditions 44.3 38.8 37.1 52.0 44.2 46.1 37.4 29.8 34.6 44.5 43.8 36.4 31.9 30.9 34.0 55.7 45.3 34.9

Table A3: Change in the five fields of action: Career management 2006–08

EU Big 5 Germany UK France Italy Spain

2006 2007 2008 2006 2007 2008 2006 2007 2008 2006 2007 2008 2006 2007 2008 2006 2007 2008

Career management

Work-life plans 46.8 44.7 40.1 33.0 27.8 25.0 46.0 47.6 51.3 50.5 54.8 40.4 75.0 68.7 44.0 29.4 24.6 39.4

Change of profession/ 

career path 51.5 52.9 37.7 27.0 36.0 44.2 57.6 53.7 28.1 47.0 45.1 39.1 73.0 76.1 51.0 53.1 53.4 26.3

Creation of entirely 

new positions 59.7 53.7 40.7 48.0 46.1 45.4 75.0 69.1 57.5 64.7 58.6 36.1 53.1 43.6 43.0 57.6 50.9 21.7

High potential programmes 30.2 29.1 29.7 19.0 18.4 19.6 36.1 24.1 27.9 24.8 18.0 39.0 38.8 47.6 37.0 32.1 37.6 24.5

Mentoring programmes 38.5 39.6 34.2 19.0 25.0 24.2 57.4 55.2 54.2 42.2 34.6 32.6 26.7 35.5 30.0 47.2 47.8 30.4

Coaching programmes 45.4 48.9 48.2 47.0 42.8 49.4 62.8 68.8 72.8 23.6 30.2 41.7 38.8 44.8 42.0 54.9 57.8 34.9

Internal career advice 52.8 52.2 61.6 30.0 35.9 46.1 58.7 47.5 63.0 39.4 46.3 65.7 63.2 62.5 62.0 72.7 68.8 70.6

External career advice 39.3 34.3 24.6 12.0 9.6 23.3 22.5 14.1 17.5 19.7 16.7 9.1 67.0 67.7 37.0 75.5 63.7 36.8

Individual career 

programmes 51.4 49.7 41.9 38.0 45.0 52.7 67.1 54.9 43.8 39.2 45.3 31.6 63.5 60.2 40.0 49.4 43.0 42.0
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Change in the five fields of action: Lifelong learning 2006–08

EU Big 5 Germany UK France Italy Spain

2006 2007 2008 2006 2007 2008 2006 2007 2008 2006 2007 2008 2006 2007 2008 2006 2007 2008

Lifelong learning

Analysis of individual training 

requirements as part of regular 

discussions with employees 77.1 73.2 63.9 68.0 69.4 72.4 86.8 76.7 62.3 73.6 64.3 55.3 73.7 87.9 65.5 83.6 67.7 64.3

Workplace-based training 

initiatives 86.3 86.7 68.4 81.0 88.8 77.3 91.5 95.5 72.1 87.8 82.8 58.4 76.7 75.9 59.3 94.7 90.3 75.1

Internal training initiatives 

outside the workplace 67.3 66.7 60.9 78.0 77.2 79.4 84.9 79.3 59.0 44.3 41.1 44.6 68.5 66.0 62.8 60.6 69.7 58.9

Advanced training initiatives 

from external providers 77.5 75.2 58.8 85.0 81.3 82.1 88.5 79.0 52.9 81.9 76.8 54.6 66.6 66.4 56.5 65.7 72.5 48.1

Encouragement through 

individual attention/ advice 53.7 56.1 48.6 48.0 57.4 44.8 82.8 78.0 67.4 40.0 35.2 44.1 32.2 38.5 39.6 65.3 71.1 47.3

Schemes for imparting 

technical skills 70.1 61.9 54.1 81.0 67.2 70.0 85.9 82.1 61.0 58.0 55.9 42.9 52.4 51.3 47.4 73.1 53.2 49.3

Schemes for imparting 

methodological skills 48.8 47.7 35.4 51.0 50.1 53.0 55.2 46.1 29.6 42.9 46.0 30.7 36.1 37.4 29.4 58.9 58.7 34.4

Schemes for imparting 

social skills 45.4 41.0 30.5 55.0 49.2 57.4 46.2 37.0 30.4 40.9 34.4 21.9 30.1 28.2 17.7 54.9 56.1 24.9

Change in the five fields of action: Knowledge management 2006–08

EU Big 5 Germany UK France Italy Spain

2006 2007 2008 2006 2007 2008 2006 2007 2008 2006 2007 2008 2006 2007 2008 2006 2007 2008

Knowledge management

Management Information 

Systems (MIS) 52.2 57.2 55.3 50.0 43.6 53.5 78.8 81.4 60.7 17.3 32.1 41.7 43.5 51.8 55.3 71.3 77.2 65.6

Customer Relationship 

Management (CRM) Systems 46.0 46.4 44.2 40.0 39.9 38.7 61.1 53.2 59.3 16.0 33.9 35.2 42.3 43.3 37.5 70.5 61.6 50.4

Internal online forums 31.3 32.9 28.3 43.0 52.1 41.0 32.7 26.9 24.0 21.1 29.8 17.8 26.5 32.3 31.3 33.2 23.4 27.6

Publication of a list of 

knowledge-holders/experts 

in an internal ‘Yellow Pages’ 27.9 29.8 20.3 24.0 21.0 21.6 27.4 32.2 18.5 28.9 37.0 20.9 29.2 24.2 21.7 30.0 34.8 18.6

Building mixed-age teams 43.6 39.6 39.6 43.0 43.4 51.2 33.5 31.7 38.4 51.5 43.1 39.3 40.9 40.6 29.7 48.9 39.2 39.2

Standardised records of 

business-critical knowledge 58.3 55.0 36.6 58.0 64.4 53.4 64.7 56.4 30.5 49.6 40.9 32.7 62.2 67.9 31.9 56.8 45.4 34.3

Targeted advanced training 

programme for renewal 

of knowledge 67.6 57.4 53.1 71.0 61.6 69.4 51.6 43.0 31.0 67.2 53.3 58.9 63.8 52.5 54.7 84.6 76.4 51.2

Use of external consultants 72.3 62.4 55.5 62.0 63.7 59.9 66.8 56.2 48.6 72.3 53.6 49.1 83.5 70.1 59.9 76.9 68.4 60.2

Co-operation with 

other companies 55.8 58.0 47.4 62.0 56.7 52.9 59.9 72.2 46.9 43.3 42.7 49.4 50.1 57.6 41.4 63.6 60.9 46.2

Co-operation with colleges 

and other institutions 55.7 54.2 42.0 46.0 42.3 51.0 80.5 75.7 50.0 36.0 39.5 27.6 45.8 46.5 36.3 70.0 67.0 45.1

Establishing the company‘s 

own think tanks 26.5 28.5 15.2 22.0 25.4 22.6 39.4 54.0 19.7 39.6 32.1 13.4 13.6 14.8 8.7 18.0 16.2 11.5

Contact with external 

think tanks 22.7 23.2 7.1 18.0 22.9 8.5 30.2 22.8 9.8 25.3 13.5 4.5 15.6 28.4 5.0 24.6 28.4 7.9
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Change in the five fields of action: Health management 2006–08

EU Big 5 Germany UK France Italy Spain

2006 2007 2008 2006 2007 2008 2006 2007 2008 2006 2007 2008 2006 2007 2008 2006 2007 2008

Health management

Company sports facilities 15.8 18.5 17.0 23.0 21.0 25.6 21.2 18.3 20.7 6.7 18.8 13.5 11.9 17.0 7.6 16.0 17.5 17.4

Back strain reduction 16.0 13.2 22.0 24.0 17.4 23.0 32.5 23.8 27.8 2.8 8.6 21.6 3.4 5.9 18.1 17.4 10.3 19.3

Relaxation programmes 5.5 5.0 8.5 9.0 8.1 15.4 8.2 5.6 7.5 1.8 1.9 7.4 1.4 3.9 8.7 7.0 5.4 3.6

Healthy catering 23.4 25.3 33.9 36.0 34.1 45.4 34.0 31.5 39.9 13.0 21.2 35.7 15.7 16.5 23.7 18.2 23.3 24.8

Dietary advice 9.3 9.4 15.6 11.0 10.1 17.6 11.2 8.9 8.2 7.5 9.5 21.1 6.5 5.5 14.3 10.2 13.0 17.0

Medical service at work 73.7 76.2 67.2 82.0 80.8 86.7 54.1 62.5 48.3 86.0 77.4 71.6 86.5 89.1 75.3 59.7 71.4 54.2

Pre-employment medical 71.1 71.7 72.6 46.0 58.6 62.5 53.7 49.7 45.1 86.8 79.5 78.5 85.5 86.8 90.0 83.7 84.1 86.7

Regular health checks 74.4 71.4 65.5 60.0 64.1 70.0 39.9 44.6 42.2 92.6 86.9 68.2 84.9 74.6 71.0 94.5 86.8 75.9

Health advice 50.8 45.6 30.4 40.0 39.8 38.0 44.8 39.3 15.1 39.6 35.9 25.5 62.0 52.6 37.4 67.6 60.3 36.1

Change in the five fields of action: Age diversity management 2006–08

EU Big 5 Germany UK France Italy Spain

2006 2007 2008 2006 2007 2008 2006 2007 2008 2006 2007 2008 2006 2007 2008 2006 2007 2008

Age diversity management

Age-neutral job 

advertisements 63.3 69.2 74.7 86.0 83.7 91.9 86.8 77.6 83.8 72.1 78.9 69.9 17.3 43.1 50.9 54.1 62.7 76.9

Age-neutral appointments 71.8 72.8 74.8 83.0 83.7 89.7 87.4 77.6 86.0 73.4 78.9 76.1 62.1 60.8 62.7 53.0 62.7 59.4

Equal opportunities for 

all age groups 84.4 86.1 83.2 82.0 85.6 88.4 95.9 92.9 89.4 88.7 84.2 80.9 71.0 80.0 69.8 84.4 87.9 87.5

Performance-orientated 

payment system 63.3 57.2 45.0 78.0 70.0 71.1 56.0 50.7 35.8 45.0 44.1 39.0 69.3 59.1 38.4 68.4 61.6 40.8

Junior/senior round table 27.1 27.3 14.1 19.0 26.0 25.9 21.2 17.9 11.4 20.7 11.9 4.3 24.5 35.0 18.3 49.9 45.7 10.6

Age-heterogeneous 

working groups 51.9 53.0 37.6 36.0 48.7 30.6 32.7 34.9 26.1 66.1 66.3 40.5 57.6 51.4 47.9 67.1 63.8 42.9

Age-homogeneous 

working groups 31.1 28.7 15.2 23.0 23.0 12.1 26.0 26.1 10.6 35.3 30.3 14.9 30.6 27.9 21.8 40.5 36.1 16.8

Teambuilding seminars 34.6 27.6 30.5 35.0 25.3 44.5 55.3 48.1 35.1 19.3 13.6 26.8 32.1 21.5 24.8 31.3 29.3 21.2

Platforms for exchange 

between employees 34.2 31.1 30.5 49.0 42.1 37.2 51.0 41.4 35.9 20.6 28.9 33.8 25.4 27.0 25.4 24.9 15.9 20.1

Mentoring programmes 33.9 37.0 36.5 18.0 25.9 23.9 56.9 62.1 46.8 36.8 31.1 45.1 17.7 20.1 31.9 40.2 45.7 35.1

Awareness-raising 

workshops for managers on 

the subject of age diversity 15.5 15.3 11.2 9.0 17.1 24.5 38.7 32.4 17.1 5.9 2.3 5.3 15.4 15.7 4.2 8.6 8.9 5.0

Adecco Institute
Demographic Fitness Survey: Europe 2008

35


