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Introduction

The wider aims of the Ministry of Education and Culture in Cyprus include the provision of "Lifelong
Learning" opportunities for all the citizens of the Republic of Cyprus and the combating of educational
inequalities so that citizens may be successfully integrated and be enabled to act efficiently in a united
Europe. The policy for Lifelong Learning (LLL) has only recently become the focal point for the economic
and social development policies. Education and training constitute an integral part of the overall effort
to address the global economic recession. In Cyprus the population is 848,300, with the over 50s
constituting 26.7% . The unemployment rates for over 50s in Cyprus are 10.2% while the amount of over
50s reported as internet users are 13.3%
The Adult Education Centres in Cyprus coincide with these wider aims and are the only public
organisation that provides general adult education within the framework of providing lifelong learning
opportunities. The main objective of the Adult Education Centres is the general development of each
adult’s personality as well as the social, financial and cultural development of citizens and society in
Cyprus.
Regarding the status of digital technologies, Europe's Digital Progress Report (EDPR, 2016) explains that
in Cyprus businesses and citizens use digital technologies at European average levels. Despite progress,
digital skills levels remain relatively low, and the provision of online public services progresses slowly. In
February 2012, Cyprus launched a “Digital Strategy", in line with the Digital Agenda for Europe. In
addition to the development of future-proof network infrastructure, the strategy foresees the further
digitisation of public services, increased digital literacy, the fostering of the digital economy, and the use
of ICT for the environment.

This National report was prepared for Cyprus using the following research methodology:






50 questionnaires to adult learners 50+
20 questionnaires to companies
1 focus group with 6 participants
1 in-depth interview with social media expert
1 case study
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Analyses of the survey of adult learners 50+
I. Contents ` questions:
1. Rating general computer and digital skills
The participants rated their general computer and digital skills on scale from 1 to 4 (1: none/very
poor, 2: average, 3: good, 4: advanced).
The most frequent rate for computer skills in general (e.g. MS Office) is 1 (34 % of participants). The
lowest rate is 4 ( 14 %).
General internet using skills were also most frequently rated with 3 (36%) and lowest rated with 4
(8%).
Social media usage skills were the most frequently rated with 1 (38%) and the lowest rated with 4
(8%).
Participants rated their mobile applications usage skills with the most frequently rated at 3 (34%)
and lowest with 4 (16%).
Digital security and safety skills were most frequently rated with 1 (68 %) and the lowest rated with
4 (2%).
As other general computer and digital skills participants specified using Windows programs, writing
texts, using e-mails, and using Google tools.
2. Personal profile / account on the social media, email and communication networks &
3. Frequency of using the information and comunication networks within last 12 months
Participans have their personal profile/account on the following social media, email and
communication networks:
 71.1% on Facebook (38% never use it, 2% used it a few times, 22% are using it weekly
and 38 % daily),


8.9 % on Instagram (84% never use it, 0% used it a few times, 2% are using it weekly and
8% daily),



8.9 % on Twitter (86 % never use it, 2% used it a few times, 2% used weekly, 6% are using
it daily),



24.4 % on LinkedIn (82% never use it, 6% used it a few times, 2 % are using it weekly and
6% used it daily),



15.6 % on Google+ (68% never use it, 9 % used it a few times, 4% are using it weekly and
22 % daily),



20 % on YouTube (54% never use it, 12 % used it a few times, 14% are using it weekly and
8 % daily),
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88.9 % on e-mail (22% never use it, 18% used it a few times, 24% are using it weekly and
34% daily),



71.1 % on Skype (34% never use it, 10 % used it a few times, 32% are using it weekly and
22 % daily),



55.6 % on WhatsApp (48% never use it, 4% used it a few times, 16% are using it weekly
and 30% daily), and



40 % on Viber (60% never use it, 12 % used it a few times, 4% are using it weekly and 20%
daily).

4. Options 50+ likely use to find a job
For finding a job, the participants are using the following options: 18% national, regional or local
employment agency, 62 % advertisements in newspapers, 24 % private recruiting companies, 62 %
private connections (family, friends, colleagues), 40 % social media platforms, 26 % job search
websites and 10% social peer-to-peer gatherings.
5. To what level 50+ agree that increased digital skills can increase their competitiveness in
labour market and help to find a job or change to a better job?
62 % of participants strongly agreed that increased digital skills can increase their competitiveness in
labour market and help to find a job or change to a better job, while 28% agreed, and 10% neither
agreed or disagreed.
Some of the comments on this answer were that it makes an indiivual much more efficient and
adaptbale to know how to use such tools. Also, it makes it easier to find and change a job.
6. Rating which specific digital competences are necessary for 50+ to increase their prospects of
employability
Participants marked the following specific digital competences that they think are necessary for
them to increase their prospects of employbility; they also rated their skills in these competences on
scale from 1 to 4 (1: none/very poor, 2: average, 3: good, 4: advanced):
a) 60 % marked obtaining information from authorities/services' websites (most
participants;32% rated this competence as »good«);
b) 80 % marked using information search engines (most participants;35% rated this
competence as »good«);

5

c) 72 % marked using job search engines (most participants; 35% rated this competence as
»none/very poor«);
d) 56 % marked finding information about goods or services online (most participants;30%
rated this competence as »good«);
e) 62 % marked telephone/video calls over the internet (most participants;36% rated this
competence as »none/very poor«);
f) 88 % marked sending/receiving emails (most participants;35% rated this competence as
»good«);
g) 58 % marked creating and sustaining personal profile on social networks, participating in
online communication (most participants;38% rated this competence as »none/very
poor«);
h) 42 % marked using file-sharing services online (most participants;50% rated this
competence as »none/very poor);
i) 28 % marked using online learning resources (most participants;66% rated this
competence as »none/very poor«);
j) 28 % marked using internet banking (most participants;62% rated this competence as
»none/very poor«);
k) 24 % marked protecting digital devices (most participants;66% rated this competence as
»none/very poor«);
l) 18 % marked solving technological problems by exploring the settings and options of
programmes or tools (most participants;78% rated this competence as »none/very poor«)
m) 20 % marked protecting personal data and privacy online (most participants;70% rated
this competence as »none/very poor«);
n) 18 % marked creatively using digital technologies (most participants; 76% rated this
competence as »none/very poor«).

7. Overall opinion on using digital tools for employability and social participation
Overall, partiicpants agreed that using digital tools for employability and social participation are
very important. Anything that helps them gain competitiveness in the current labour market is
useful. Some noted that digital tools have made finding jobs much easier as well as easier to actually
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sustain a job. One participant in particular reported how her own business of making hand-crafted
bags has reached a younger audience through promoting it using digital tools. A majority of the
participants agreed that unless they gain knowledge and expertise of these tools they will not be
able to keep up with today’s society and labour market.
There were however other views such that the importance of digital tools was stressed but with high
levels of doubt regarding their own capacity to learn these at their age. Similarly it was expressed
that although they are aware of how crucial these are, they dont have the resources or the knowhow to enter this world and actually become proficient in it.
Alternatively, another small group of pariticpants explained that although important, the kind of jobs
they search for are low-paid jobs whcih dont necessarily require digital tools (i.e. kitchen assistant,
house cleaner).
II. Socio-demographic analysis:
8. Age
Every participant is 50 years old or older with the average age of 58. The youngest participant is 50
and the oldest is 80 years old.
9. Number of years of working experience
The average years of their working experience is 29.9 years. Participants with the most working
experience have 55 years of experience and participants with the least have 6 years of experience.
10. Currently in search of a job
16 % of participants are currently in search for a job, while 84% are not in search of a job.
11. Currently attending or have been attending within last 12 months any learning courses to
increase qualification
When asked, if they are currently attending or have been attending any learning courses to increase
their qualification, 88 % answered with “No” and 12% with “Yes”. When asked what kind of courses
they reported Adult Education courses on Computers, English. Others reported that they attended
courses in relation to their work such as ‘Anti-money Laundering’ and ‘Project management’.
12. Characteristics of employment which suits the most to their working experience and
qualifications
They selected the following characteristics of employment which suits the most to their working
experience and qualifications:
 82% selected the statement that computer skills are necessary to do/find the job,


14% selected the statement that computer skills are not necessary to do/find the job,



80 % selected the statement that digital competence is an advantage to do/find a job,

7



16 % selected the statement that digital competence is not an advantage to do/find a job,



76 % selected the statement that knowledge of internet usage is necessary to do/find a job



20% selected the statement that knowledge of internet usage is not necessary to do/find a job



60 % selected the statement that knowledge of social media is an advantage to do/find a job,
and



36 % selected the statement that knowledge of social media is an advantage to do/find a job.

13. Region where they work or look for a job
95.9% of participants stated they work or look for a job in Cyprus.
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Analyses of the survey of companies
I.

Recruitment practises and competences' needs:
1. Choosing options that they likely use to advertise a job vacancy at their enterprise


25% marked national, regional or local employment agency as one of their choices;



25% marked advertisement in newspapers;



60% marked private recruiting companies;



25% marked private connections (family, friends, colleagues);



45% marked social media platforms (internet);



45% marked job search websites (internet),



0% marked Social (peer to peer connections) and



25% marked their enterprise’s website (internet).

As other options participants specified using internal calls for applications.
9
2. Specifying social media, email and other social and communication networks they use in
the application / recruitment process
85 % of companies use social media, email and other social and communication networks in the
application / recruitment process. 77.8 % of them use Facebook, 72.2 % Email (any), 55.6 %
LinkedIn, 16.7% use Twitter, 16.7% Skype, 5.6 % use Google+, Whats App and Viber.
3. To what level companies agree that increased digital skills can increase job seeker’s
competitiveness in labour market and help to find a job or change to a better job? &
4. Comments on the answer
40 % of companies agree with the statement that increate digital skills can increase job seeker’s
competitiveness in labour market and help to find a job or change to a better job, while 60% of
them strongly agree.
There were a few comments on the answer. These were:
- When an employee has better digital skills they also have wider communication skills and can
increase client base
- Without these, people are not capable of finding a job or changing a job. The majority of the
job postings are online. It is impossible for somebody to find a job otherwise.
- Very important in this current age.
- Digital skills play a role but I personally want to see the other person's mind, and not his
digital skills

5. Rating how needed are the general computer and digital skills during the application
process at their enterprise
6. Comments on the answer

Companies rated the needed skills on scale from 1 to 4 (1: not needed, 2: advantageous, 3: partly
needed, 4: very needed).


Computer skills in general were most frequently rated with 4 (70 % of participants) the
highest rate, the lowest rate is 1 (5 %).



General internet using skills were most frequently rated with 4 (65%) the highest rate,
and the lowest rate is 1 (5 %).



Social media usage skills were most frequently rated with 1 (30 %) and 2(30&), while the
lowest rates were 3 (40%) and 4(40%).



Mobile applications usage skills were most frequently rated with 1 (45 %), while the
lowest was rated at 3 and 4 (both 25%).



Digital security and safety skills were most frequently rated with 1 (45 %), the lowest at 3
(0%).

They commented that such skills are needed especially since job applicationas are now
happening digitally.
7. Rating how needed are the specific computer and digital skills during the application
process at their enterprise &
8. Comments on the answer
Companies rated the needed skills on scale from 1 to 4 (1: not needed, 2: advantageous, 3: partly
needed, 4: very needed).
 Obtaining information from public authorities/services’ websites was most frequently
rated with 4 (35 % of participants) and with the lowest 2 (10 %).


Using information search engines was most frequently rated with 4 (55%) and the lowest
with 1 (5 %).



Using job search engines was most frequently rated with 4 (35 %) and the lowest with 1
and 2 (both 20 %).



Finding information about goods or services online was most frequently rated with 2
(35%) and the lowest rates are 1 and 4 (both 20%).
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Telephone/video calls over the internet was most frequently rated with 2 (35 %) and with
the lowest rate being 1 (15%).



Sending/receiving emails was most frequently rated with 4 (90 %) and the lowest rate is 2
(15 %).



Creating and sustaining personal profile on social networks, participating in online
communication was most frequently rated with 4 (55%) and with lowest rate being 2
(10%).



Using file-sharing services online was most frequently rated with 4 (55%) and with the
lowest rate being 1 (10%).



Using online learning resources was most frequently rated with 1 (50 %) and the lowest
rate being 2 (10%).



Using internet banking was most frequently rated with 1 and 2 (both 50%).



Protecting digital devices was most frequently rated with 1 (50 %) and the lowest rate
with 4 (0%).



Solving technological problems by exploring the settings and options of programmes or
tools was most frequently rated with 1 (60%) and 3 and 4 with the lowest rates (0% for
both).



Protecting personal data and privacy online was most frequently rated with 1 (55 %) and
the lowest with 4 (0%).



Creatively using digital technologies was most frequently rated with 1 (55 %) and the
lowest with 4 (0%).

The only comment made was that the application process happens online so knowing how to use
the computer is a necessity.
9. Opinion and experience on main advantages of employability of people in the age group 50+
Companies believe the main advantages of employability of people in the age group 50+ are the
following:
- Experience
- Know-how that younger generations due to lack of experience don’t have
- Knowledge and skills
- Flexibility
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Ability to overcome work-related challenges
Expertise of their field
Professionalism
Resilient mindset
Strong attitudes and networking skills
Experience in being adaptable to adverse situations
Experience in interpersonal relationships
Focus and stronger work concentration
Soft skills (i.e. communication skills to interact with people).
Ability to think critically
Mindset that younger people don’t have due to age difference.

10. Opinion and experience on main disadvantages of employability of people in the age group
50+
Companies believe the main disadvantages of employability of people in the age group 50+ are:
-

Lack of advanced technological knowledge
Their requirement of a higher salary as they consider themselves more hhighly trained.
Lower productivity in comparison to younger people.
Lack of flexibility and adaptability
Lack of digital know-how
Not so energetic
Lack innovation
Their unwillingness to change from traditional methods to new ones.
Loss of their interest in their work
Not being able to work effectively using online methods
Attitudes of hierarchy
Lack of adaptability and vision
Lack of enthusiasm to learn from others, especially from younger people.
Lack of drive, input and passion
Change of work-ethics
Difficulty in accepting new innovative ideas
Inability to adapt with new technologies
Are not easy learners and can be slow learners of anything that is digital
Lack of energy
Lack of motivation to learn new skills, moving this group into the obsolete group.
Rigid and stubborn in old ways.

11. Overall opinion on the necessity of digital competences for employability in current labour
market circumstances, particularly in relation to people of age of 50+
Companies opinion on the necessity of digital competences for employability in current labour
market circumstances, particularly in relation to people of age of 50+ includes the belief that
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employees need a certain degree of knowledge about it, but that it depends on the job they are
doing. Most companies believe it is a necessity and that it is important to train staff that are underskilled in this aspect. Some mentioned that in Cyprus it is still possible to compete in the labour
market without digital skills. However the majority believed that it is time to change their ability to
accept the digital world by letting them understand how this can help thei job effectiveness.
Some companies discussed how it does not help with the quality, but it helps with the speed. They
mentioned that digital skills can sometimes remove the professionalism. Although they are helpful,
what is more important is to have an employee who knows how to use his mind. If they lack in this,
then digital competences wont take you forward. They believe that sometimes digital skills take
people away from the essence of what labour market needs which is true and serious
professionalism.
Others believe that it is not really necessaryy as not all jobs require digital competences. They
consider exeprience is much more valuable and a stronger aspect to an employee.
II.

Questions about their enterprises' profile:

12. The number of employees in enterprise
The average number of employees is 119; the smallest enterprise has 8 employees and the largest
has 1200 employees.
13. The share of employees aged 50 and above
13
The average share of employees aged 50+ is 17 %, the smallest share is 0% and the largest is 45%.
14. Providing training of skills and competences necessary for job &
15. Comments on the answer
90 % of enterprises provide training of skills and competences necessary for job.
They did not give any comments on the answer.
16. Having targeted corporate policy measures towards employees of age 50+ &
17. Short description of the targeted measures
Only one enterprise had targeted corporate policy measures towards employees of age 50+ but this was
not in favour of this age group. The policy stated that the ompany should not hire people over the age of
50.
18. Region where their enterprise operates
All enterprises operate in Cyprus, some of them also operate abroad (particularly in Poland,
Shanghai, Australia and Africa).
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Main conclusions of the focus group
One focus group was organized with participation of 6 representatives (Adult learners, over the age
of 50 and Adult Educators). The fous group took place at the Adult Education Centre in Limassol. The
focus group discussion was centred on :
A) Identifying the missing link between training and guidance services as well as employment
services in general
B) Identifying companies` needs and expectations
C) Discussing the importance of digital skills for employability
Based on structured and result oriented discussion of the focus group participants related to digital
skills development programmes for job seekers of age 50+ the main outcomes are following:
A) Identifying the missing link between training and guidance services as well as employment
services in general
There was unanimous agerement that there is a huge gap between training and guidance services as
well as employment services in general. Not only is this gap evident in training services, but also in
the actual job counselling services which are offered. All participants agreed that there are mainly
gaps in the system in Cyprus and this is found at all levels. At a higher level, the government has not
passed on a law that would encourage companies to hire people over the age of 50. Sinc ethe
government does not promote the equal treatment of this age group, then companies are free to act
in whatever way they want. At the societal level, there are still taboos and discrimination regarding
the people over the age of 50.
Participants stated that if these gaps are to be bridged there needs to be change on all levels;
governmental, cultural, societal, corporate as well as individual level:
“What is missing is a change in mentality. Not necessarily to boost their employability skills via digital
tools. I think finally what is needed is change on all levels starting from the mentality of the society in
general”
“The government addresses these people by offering informal education without even offering
formal certificates. So they are also contributors to the gaps between training and guidance services”
Participants emphasized the issue of discrmination as a way of Some even said that based on their
own experience with such services there is discrimination also towards younger age groups (i.e. 40):
“When I was abroad I didnt have such discrimination, I only faced such discrimination in Cyprus”.

C) Identifying companies needs and expectations
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Participants reported that companies expect that employees need to know how to use the computer
but beyond that skill, they also expect transversal skills (i.e. problem-solving, communication etc.).
Apart from the basic computer skills and digital know-how they also expect employees to know how
to use the speficic software programmes that are related to the company’s services. This does not
serve the older age group as they already have difficulty with the basic digital tools, let alone the
more advanced programmes that each company has:
“The over 50s are probably undermined by companies due to their lack of speed by which they learn
new and basic digital tools”
Some stated that older people have the experience and skills that take time to be developed. Their
weakness for companies is that they don’t know how to use digital tools, but also that they don’t
have the speed of productivity required by companies.
It was also stated that companies expect their investing in employees to offer them high returns.
Considering that someone who is over the age of 50 wil retire in the near future, companies become
more reluctant to offer and invest such training in this group:
“A company wants to trains someone who will work for them longer, than someone who will leave
for retirement. The investment has higher potential returns for younger people than for older people.”
According to the experience of the over 50s, it was stated that in the working place having a younger
person with the digital know-how and the older person with the experience, this can serve as a great
advantage to companies:
“When a young person and an old person work together they can make huge leaps forward, because
they offer the best of both worlds to one another.The one completes the other!”
C) The necessity and importance of digital skills
Digitial skills are considered aas something necessary and important. They recognise that lack of this
knowledge results in you having severe competition issues when it comes to employability. The issue
of marginalisation as a result digital illiteracy was discussed by adult learners and educators:
“If you don’t know the digital world nowadays, you are like an uneducated person amongst other
educated people”
Participants reported that regardless of the academic background of an individual, without the use
and know-how of the digital world it is very difficult to keep up with the modern world:
“People move on, we must also move on”
Despite the necessity of digital tools being acknowledged there were also statements relating to the
fact that older people don’t have the motivation or the apetite to learn new digital tools.
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Young people have more motivation and willingness to learn how to use digital tools:
“I am over 50, and whenever I have to learn something I think that I had more willingness and
apetite when I was 35 or when I was 40 to learn new things”
It is a way of coming closer to younger generartons. Also for their children they can offer saferty and
privacy guidelines. In general they can search wider topics, they can become more comfortable using
these.
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Main conclusions and outcomes of the in-depth interview

An in-depth interview was conducted with social media expert and was recorded.
The discussion was focused on the following topics:
1) General opinion of expert about people of age 50+ attitudes and activities online, particularly
on social networks online.
2) Social pressure upon people 50+ to use digital tools.
3) Basic digital skills to be considered socially active online
4) Basic digital skilsl to eb competitive in labour marekt
5) Online social networks designed in particular for target audience of age 50+
6) The bridging of young people’s digital skills and over 50s experience
1. General opinion of expert about people of age 50+ attitudes and activities online, particularly on
social networks online.
In Cyprus there is a slower movement regarding people’s exposure and familiairy to digital
technology among the age group of over 50. The drive that these age groups have for learning new
digital tools is mainly the creation of new businesses. They use these tools as a way to use online
platforms for marketing advantage, or to survive in their industry. The other reason this age group
use digital tools is to keep up with social connections. There is the idea that this age group use it for
professional reasons and for social reasons.
2. Social pressure upon people 50+ to use digital tools.
Mostly because of pressure. This age group tend to to use such tools as a way of competing in
Cyprus which is a small market. They are not in the stage of them wanting to learn these skills purely
for educational or for their own interest. The use of digital tools is rather a cultural and societal
trend, so this age group feel pressured that they need to also apply these in their own lives and/or
businesses.
3. Basic digital skills to be considered socially active online
They are the same skills that apply to everyone. In order to be soacially active online there are same
skills that are needed, regardless of age group. In order to become more socially active it is
necessary to enhance the creation of more content such as more videos, more posts, more pictures
and more articles. There needs to be higher social engagement with digital tools. According to the
social media expert experience, there is a lack of active engagement of this age group on online
platforms. However for them to be more socially active they need to be much more interactive; log
in, create, send, like, share etc. Although they strive to create the profiles, they then become slow in
engaging with these. However this is the situation in Cyprus. Internatioanlly there is a different
picture. There is a movement of older age groups sharing more, perhaps to achieve old dreams or to
accomplish old goals.
4. Basic digital skills to be competitive in labour marekt
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For this age group to become more competitive in the labour market there needs to be a willingness on
their part to learn and become active users of digital tools. In Cyprus, however there is a low learning
motivation. People just want to do their job and aren’t that interested in learning new things. Although
for the younger generations they are changing and learning new skills, the older age groups are more
reluctant. This affects their competition in the labour market. Again, its about engagement with online
tools and promoting these for higher empoloyability purposes.
5. Online social networks designed in particular for target audience of age 50+
There are specific platforms that are designed for this age group, but most of the platforms out there
are designed for a broader audience and some even purely for the younger generations. However there
are established online social platforms such as Linkedin and Facebook which try to accommodate and
tailor their services to meet the needs of particular groups. These groups may also be the older age
groups. For example, in LinkedIn there is the option of choosing a closed group, and its the same for
Facebook. These ‘closed groups’ are there to accommodate the needs of those who create them. These
massive platforms attract younger generations but they have the flexivbility and functionality to attract
older age groups.

6. The bridging of young people’s digital skills and over 50s experience
Getting the experience quicker is probably impossible; but being able to share the experience and
knowledge can be achieved. In practice, if each company create their own content sharing training
platform on their online site, this could work. In the form of a user-friendly platform the structure could
assist both younger and older age groups. Someone could be responsible for this platform to capture
the information into the system. Softwares have a ‘FAQ’ section, which can be implemented in the
companys’ online sites. On their platfiorm younger people can assign questions to older people, and
older people to younger people. In the format of ‘search’ the relevant groups could reply. This would be
a platform where knowledge-exchange would occur. Older people share their experience in relation to
the question, and younger people share their digital-know how in relation to the question. The younger
generation can create ‘how-to’ videos with step-by-step directions on solving digitial questions. This
needs to be thought and desgned in a way that is user-friendly and that accommodates both groups.
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Case study

CARDET (Center for the Advancement of Research & Development in Educational Technology) is an
independent, non-profit, non-governmental, research and development organization based in Cyprus
with partners around the world. CARDET is becoming one of the leading institutions in the EuroMediterranean region for research , evaluation and development. The CARDET team strives to offer the
highest quality research and development capabilities and educational opportunities to benefit society.
Their organisation's mission is to inspire next generation education, and to promote research,
innovation, and development through evidence-based practices, cutting-edge research, and empowered
people.
CARDET brings together an international team of experienced professionals with extensive global
expertise in their respective areas. CARDET has collaborated with organizations, governments,
international and local agencies, and corporations in Asia, Europe, and the USA. Members of the
CARDET team successfully completed more than 130 projects in more than 40 countries, several of
which were supported by the European Commission, the National Science Foundation, Microsoft, The
Commonwealth of Learning, the United Nations Development Program, The William and Flora Hewlett
Foundation, the Cyprus Research Promotion Foundation, and several Ministries around the world. In the
next decade, CARDET plans to enhance its contribution to educational research and social development
that make a difference in people’s lives.
In the past CARDET used traditional methods to conduct the application process:
“In the past we used printed media, newspapers or we published in university brochures about
availability depending n the target. The old method is word of mouth that actually is still useful today.
But as an organisation we are heavily docused on technology and education. So that philosophy taps
into our application process too”.
As an organisation their application process holds the philosophy of using digital tools, meaning that all
their vacancies are posted through social media, newsletters and employability websites. The vast
majority of the target audience for new vacancies are people that work with technology and that are
digitally literate. This philosophy is combined in their vacancies.
The experience of going from traditional to online methods is a positive one that has greatly served the
organisation’s profile. The company representative mentioned that in general they have transferred
other practices from offline to online:
“For example, in the past people used to discover us by the ‘word-of-mouth’. Today, it is still happening
but digitally! The ‘digital-word-of-mouth’, which is essentially the sharing on online social media
platforms such as Facebook and Linkedin.”
The organisation’s policy regarding adults over 50 is that there is no age limit placed for the vacancies.
However, considering that they are heavily digital-focused they prefer to incorporate this group’s skills
and assets in other ways:
“ If we are going to employ a person over 50 we try to use their experience in administration and
coordination. We take advantage of their quality which is their experience. They may not be full-time,
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but they may be part-time Consultatns or Coordinators of wider tasks. Like driving educationall
methodologies or offering project consultation”.
Although as an organization there are no set policies in place to ensure age diversity in its workforce,
there are no set policies that restrict such age groups to apply and be employed:
“It comes down to the nature of the work we do. But as I said before, we try to employ such people for
other kind of roles where their experience is of great value to us”.
CARDET uses innovative online tools (Facebook, Twitter, Linkedin, Youtube) and methods not only to
attract customers, but also potential employees. It also uses online software tools to that enable its
current employees to engage in effective project management (i.e. Teamwork, Dropbox).
More about them: www.cardet.org
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Overall national conclusions and recommendations
On the basis of the research conducted in Cyprus the following national main conclusions and
recommendations are made:
a) In Cyprus inclusion of the elderly in education and training is significantly lower than the
inclusion of the entire population aged between 25 and 64 years:
 The elderly population in Cyprus is a group of people that have had lower educational training in
comparison to the younger population. The percentage of adults (% of people aged 25-64)
participating in lieflong learning in 2013 was 6,9% in 2013 (compared to 7,4% in 2012 and 8,5%
in 2008) which is less than the 10,4% EU28 average (Source Eurostat). The EU's target is to
increase this percentage to 15% by 2020. The national target is to increase this percentage to
12% by 2020. A majority of the over 50s dont have the willingness or motivation to engage in
learning, and don’t believe they have capacity to learn new skills, especially digital skills. Many
individuals of this age group prefer to narrow down their job search to jobs that don’t require
digital or transversal skills. In order for this to change there needs to be a change in cultural
mindset regarding the value of education and the importance of lifelong learning. The Cyprus
Ministry of Education and Culture (MOEC), the Ministry of Labour, Welfare and Social Insurance
(MLWSI), the Human Resource Development Authority (HRDA) and the Cyprus Productivity Center
(CPC) have prepared a National Strategy concerning LifeLong learning for the period 2014-2020.
In this strategy there is the promotion of four priority areas; 1.Promoting Access and Participation
in Lifelong Learning for All and recognition of learning outcomes; 2. Improving the quality and
efficiency of education and training; 3. Promoting Research and Development for the Support of
Lifelong Learning, and 4. Promoting employability (promoting integration/reintegration into the
labour market).
b) Older age groups are not give enough opportunities to engage with digital tools:
 In Cyprus, the elderly mostly obtain digital skills through self-education (practical work) and
informal assistance from others (colleagues, friends, relatives) as well as adult edcuation centres.
There is a need to enhance offline and online resources made available to older age groups
regarding the use and engagement in digital tools, both for employability and social
participation. In compliance with the National Statregy of Lifelong Learning, 2014-2020, it is
important that quality and efficiency of education and training is enhanced for this age group in
particular. This can be realized by strengthening the links between technical and vocational
education, training and the labour market and creating partnership/ synergies with the business
world to ensure a better focus on the skills and competencies needed in the labour market
c) Adult Education lacks formal accreditation, diminishing adults motivation to engage in lifelong
learning:
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 According to the adult learners and adult educators interviewed in the focus groups there is very
poor accreditation concerning the classes attended by adult learners, including that of
computers. A suggestion would be to provide and offer formal accreditation for the courses
attended at the public Adult Education Centres as a way of complying with the National Stretgy
on Lifelong Learning, 2014-2020.
d) There are currently no corportate policies ensuring age diversity in the workplace:
 Age diversity should be encouraged and emphasized in the form of legal corporate policies. If
there is to be a change, there needs to be one that is on all levels: governmental, societal,
cultural and civic. For there to be change towards encouraging older age groups to be included in
the labour market the right opportunities need to be offered and a change of cultural mentality
needs to be set in place. The Cyprus Department of Labour main aobjectives are:
- To promote full, productive and quality employment by encouraging more participation in
employment, and by providing placement services and vocational guidance.
- To promote rational utilisation of human resources, including administrative and coordinating
work in the fields of vocational training and education.
- To protect special categories of people in the field of employment, including the securing of
conditions of equal treatment and equal opportunities between men and women in employment,
the protection of children and young persons, as well as pregnant women and new mothers.
- To guarantee conditions of proper employment of foreign workers, within the smooth operation
of the labour market.
It is clear that there are a lack of objectives directed specifically the over 50s age group. Such
more specific objectives need to be set in place for there to ba e change in corporate policies
towards the employability of age group.
e) Companies are discouraged to employ over 50s mainly due to lack of digital know-how as well
as overall inflexibility and non-adaptability.
 As taken from the case study and the social media expert a way to prevent this from happening
would be for companies to be trained on the way they can make the most out of such older age
groups (i.e. external consultants, project co-ordinators). In this way the skills and experience this
age group has does not become nullified but instead is valued and applied to the benefit of the
company.

END OF REPORT
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