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Identifying Digital Active Ageing 

Policies in the EU: The Case of Italy

Marianna Russo *

Abstract. Ageing is one of the key social and economic challenges facing Europe in the 21st century. Since the 1990s, the EU has promoted active ageing policies to enhance the role of older people in society. As the digital transition reshapes the world of work, identifying effective tools for the inclusion of older workers is crucial. While digitalisation is often viewed as a barrier for this group, due to perceived inflexibility and limited digital skills, a closer look reveals that certain technologies can support rather than hinder older workers’ participation in the labour market.
Keywords: Older workers; active ageing policies; digitalisation; EU labour market; Italy.
1. Introductory Remarks on the Aims, Objectives, and Methodology of this Research
According to the World Social Report 2023, population ageing
 is among the most significant demographic trends
 of our time. Data show that, over several decades, the number of older individuals has increased globally, while birth rates have declined. By 2050, the number of people aged 65 and over is expected to double, exceeding 1.6 billion worldwide
.

Although this demographic shift is occurring across all regions, the pace and extent vary. Statistical data indicate that the ageing trend is most advanced in Europe
, North America, Australia and New Zealand, as well as much of East and South-East Asia. In many countries within these regions, the proportion of older individuals exceeds 10%, and in several cases, surpasses 20% of the total population. Japan leads with 28% of its population aged over 65, followed by Italy (22.8%), Greece and Portugal (21.8%), Germany (21.4%), and France (20.3%)
.

This makes the phenomenon of population ageing particularly pronounced in Europe. The so-called “Old Continent” is, quite literally, becoming the oldest. By 2060, the proportion of young people (under 15) is projected to decline to 13.6%, while the share of older adults (65–79) is expected to rise to 17.8%. The proportion of the “very old” (over 80) is set to double, reaching 12.5%
.
Population ageing has wide-ranging implications for society and the economy
, particularly in terms of policy planning. It significantly affects the labour market, reshaping the size, characteristics, and composition of the workforce
.

Importantly, this irreversible global trend
 is occurring alongside the digital transition—another major societal transformation. Both processes have far-reaching effects on economic and social life, including the organisation of work.

Against this backdrop, the present research seeks to explore how the European Union is responding to the twin transitions – demographic and digital – in the workplace. The focus is on how to valorise the “age factor”, namely the experience, skills, and organisational loyalty of older workers, while also promoting measures to ensure their health and safety through the use of new technologies.

To this end, the study first outlines the relevant EU regulatory framework. It then turns to a case study to assess the practical implementation of EU rules and policies on age management within a Member State. Italy has been chosen due to its status as one of the world’s most “silver” countries and the “greyest”
 in Europe, placing it at the forefront in addressing the unprecedented challenges of demographic change
.

The case study analysis draws on recent Italian legislation and both private and public collective agreements. The aim is to assess the extent to which these instruments provide for the effective and sustainable inclusion of older workers in the labour market, and whether they are sufficient to meet current and future challenges.

2. Brief Overview of Age Management in the EU Regulatory Framework
According to Article 2 of the Consolidated Version of the Treaty on European Union, one of the EU’s core values is equality
. This principle is applied across various domains
, including the workplace, as affirmed by Directive 2000/78/EC
, which establishes a general framework for equal treatment in employment and occupation
.

Age is explicitly listed as a protected characteristic under both Article 21 of the Charter of Fundamental Rights of the European Union (CFREU) and Article 1 of the aforementioned directive
. Anti-discrimination protection constitutes one of “central forms of regulation of current EU law”
 and is among the most frequently litigated issues before the Court of Justice of the European Union (CJEU)
. However, it is not the only approach. Since the early 2000s
, the European Commission has actively promoted active ageing policies as a complementary strategy.

Active ageing policies typically address three broad domains: employment, social participation, and independent living
. They consist of various measures and initiatives aimed at promoting and enhancing the contributions older people can make to society. These policies are designed not only to protect older workers from age-based discrimination but also to foster their inclusion through positive and proactive measures. The legal foundation for these initiatives lies in Article 25 of the CFREU, which states: “The Union recognises and respects the rights of the elderly to lead a life of dignity and independence and to participate in social and cultural life.”
The workplace, as a key arena of social participation, presents significant challenges when it comes to age management. Eurostat data
 demonstrate persistent disparities in the employment levels of older workers across Europe. Although the employment rate for older workers
 has increased considerably over the past decade
, significant variation remains. For example, the share of workers aged 55 and over ranges from 46.6% in Luxembourg to 82.6% in Iceland.

The demographic shift towards an ageing population is not yet matched by an adequate response from labour markets. In many cases, older workers continue to be marginalised or excluded from productive employment
. Several factors contribute to this gap, starting with cultural perceptions that portray older employees as less productive, inflexible
, technologically incompetent
, or more susceptible to workplace accidents
 and longer recovery times. Additionally, older workers often represent a higher financial cost to employers, as pay is frequently linked to seniority rather than productivity.

In response to these barriers, the European Commission designated 2012 as the European Year for Active Ageing and Solidarity between Generations
. This initiative aimed to promote autonomy, dignity, and participation among older people
. The Commission proposed a range of active ageing measures
, including:

· Enhancing working conditions and environments to maintain health and well-being throughout working life, thereby supporting life-long employability
;

· Providing access to continued vocational education and training to facilitate re-entry into, and sustained participation in, quality employment;

· Combating negative stereotypes and age-based discrimination in the workplace;

· Promoting work–life balance and flexible working arrangements.

In addition, some measures involve economic incentives to encourage the hiring of individuals aged 55 and over
.

3. Extending Working Life across Europe
The premature exclusion of older workers from the labour market has negative consequences for both individuals
 and society
. Their continued contribution is essential to avoid a significant imbalance between the economically active population and those who are dependent. According to the baseline scenario of Eurostat’s latest population projections
, the EU’s old-age dependency ratio
 is expected to reach 57% by 2100 – almost double the 2019 figure of 31%
. In practical terms, this means there will be one inactive person for every two workers
.

A shrinking labour force will struggle to meet the needs of a growing elderly population. This dynamic poses a serious threat to the sustainability of welfare systems, particularly pension schemes, as the increasing number of beneficiaries places pressure on a diminishing base of contributors.

One of the clearest responses to demographic ageing and the imperative of economic sustainability has been the extension of working life and, correspondingly, the raising of retirement ages across Europe. Over the past few decades, numerous European countries have introduced measures to delay retirement.

In Germany, the RV-Altersgrenzenanpassungsgesetz (Law on the Adjustment of Retirement Ages) was adopted in 2008. This law initiated a major reform of the public pension system, gradually increasing the statutory retirement age to 67. The process began in 2012 with the 1947 birth cohort and will conclude in 2029 with those born in 1964
.

Belgium
 has also enacted pension reforms, with the retirement age set to rise from 65 to 66 in 2025, and to 67 by 2030
. Further reforms are under discussion following a government agreement in July 2022 aimed at promoting employment and reducing inequality
.

In the Netherlands, the statutory retirement age—fixed at 65 since 1957—began increasing in 2013 due to rising life expectancy
. As of 2023, it stands at 66 years and 10 months
.

Spain implemented a significant pension reform in 2011
, which included provisions for gradually raising the retirement age
. More recently, additional legislative measures have been introduced to “establish a new framework for the sustainability of public pension systems” 
.
In France, despite widespread protests
, a controversial reform raised the statutory retirement age from 62 to 64 by 2030.

Italy has also followed this trend, with a series of pension reforms
 since the 1990s gradually increasing the minimum retirement age. The Monti-Fornero reform
, in particular, raised the statutory retirement age to 67
. Although subsequent governments have proposed modifications, the law remains in force.

This brief overview illustrates that raising the retirement age is a widespread trend across Europe, despite considerable differences in national social security systems.
4. Age Management and Digitalisation in the EU Social Dialogue
With increasing life expectancy and the implementation of recent pension reforms, European workers are remaining in employment for longer periods. As a result, it is essential to adapt career pathways and working conditions to the evolving needs of an ageing workforce. In this context, the European social dialogue
 has addressed the issue of age management, aiming to identify effective strategies to support older workers.

The EU social partners play a strategic role in promoting improved working conditions and enhanced labour protections, in accordance with Article 31 of the Charter of Fundamental Rights of the European Union (CFREU)
. Social dialogue between workers’ and employers’ representatives is a cornerstone of the European social market economy
, and the Treaty on the Functioning of the European Union (TFEU) recognises its promotion as a shared objective of the EU and its Member States
. As stipulated in Article 155 TFEU, agreements concluded at Union level are intended to co-design, in collaboration with the European Commission and national governments, balanced measures that foster an enabling environment for businesses and improved living and working conditions.

In 2017, after nine months of negotiations, the European Social Partners signed the Autonomous Framework Agreement on Active Ageing
. This agreement represents a significant contribution to EU active ageing policy, aiming to build upon and enhance existing initiatives across various national contexts.

According to the EU social partners, ensuring that workers of all ages are able to remain in quality, productive, and healthy working conditions should be a core objective of business management. Digitalisation, when properly harnessed, may serve as a powerful tool in achieving this aim. Although new technologies are often perceived as a barrier for older workers – due to stereotypes regarding their flexibility and digital adaptability – technological innovations in the workplace can support work–life balance and may function as a form of reasonable accommodation
 for older employees.

For this reason, the 2017 Framework Agreement actively promotes digital innovation and encourages the participation of older workers in training to ensure adequate digital competence
.

This position is further supported by the European Parliament resolution “On an Old Continent Growing Older – Possibilities and Challenges Related to Ageing Policy Post-2020”
, and by the creation of the European Innovation Partnership on Active and Healthy Ageing
, launched by the European Commission. Both initiatives highlight the impact of demographic change on the labour market and stress the need for ongoing improvements in workplace management and practices, including the utilisation of digital tools such as teleworking.

The sustained interest of the European social partners in remote work is particularly noteworthy
. Reviewing and updating the 2002 Framework Agreement on Telework
 is currently a key priority, as set out in the Joint Work Programme 2022–2024, signed on 28 June 2022. The revision of remote working arrangements – varying in form and regulation across Member States – is vital, as telework may represent a viable mechanism for supporting a sustainable and inclusive digital and demographic transition.

5. National Case Study: Digital Active Ageing Policies in Italy
Active ageing measures must be implemented—where appropriate—at national, sectoral, and organisational levels to facilitate the continued participation of older workers in the labour market up to the statutory retirement age. It is therefore useful to assess whether, and to what extent, the EU regulatory framework on active ageing has been transposed into practice within a Member State. Italy serves as a particularly relevant case for this analysis, as it is currently the “oldest” country in Europe in terms of population structure.

For several years, Italy has experienced a pronounced and rapid demographic shift characterised by an ageing population. This trend has attracted significant policy attention and has been accompanied by notable developments in legislation and initiatives aimed at supporting older individuals.

To explore the implementation of digital active ageing policies in Italy, this case study adopts two main analytical lenses: recent legislative innovations and collective agreements. These sources provide clear evidence of how active ageing strategies are being developed and how digitalisation is being employed to enhance their effectiveness.
5.1. Italian Legislative Developments on the Matter
Law 23.03.2023, No. 33, marks a significant milestone in the field and is regarded as a “bill of rights” for the elderly. This law empowers the government to promote measures for active ageing, prevention of frailty, and the provision of care and assistance for older individuals. To implement this law, Legislative Decree 15.03.2024, No. 29, was issued. Its 43 articles address a broad range of aspects related to the promotion of dignity, autonomy, and social inclusion for the elderly population.

Particularly noteworthy is Article 5 of Legislative Decree No. 29/2024, which is expressly dedicated to measures promoting health and active ageing in the workplace
. According to the first paragraph of Article 5, employers are required to comply with the risk assessment and prevention obligations stipulated in the consolidated health and safety legislation. This includes considering the Workplace Health Promotion model recommended by the World Health Organization and the guidelines outlined in the National Prevention Plan
. These guidelines encourage the implementation of processes and interventions designed to make the workplace more suitable for older individuals through appropriate organisational changes.

Ensuring worker safety and investing in their health are fundamental elements in creating a conducive working environment. To achieve this goal, it is crucial to raise awareness of the importance of well-being at work and to promote educational interventions. Therefore, the prevention strategy emphasises lifelong learning, risk assessment, and ongoing monitoring. However, to address health determinants effectively and contribute to overall well-being, it is essential to foster collaboration and programmatic integration between relevant central institutions, including involving the Ministry of Labour and Social Policies in the development of an active ageing plan for the workplace.

Furthermore, there are multiple references to the role of new technologies and the contribution they can make in preventing occupational risks and promoting safety and health in the workplace.

The second paragraph of Article 5 of Legislative Decree No. 29/2024 identifies agile work as an effective tool for age management: “The employer shall adopt any initiative aimed at assisting older employees in carrying out, even partially, their work in an agile manner, in compliance with the provisions set forth in the current national collective sector agreements.”
“Agile work”
 – more commonly known as smart work – was introduced by Law 22.05.2017, No. 81, in Article 18 and subsequent provisions. This is not a new form of employment, but rather a way of carrying out subordinate work, established through agreement between the employer and employee. Agile work is characterised by flexibility in both location and hours, as workers perform their jobs partly within company premises and partly remotely, using technological tools.

Although agile work initially applied to a limited number of employees, it saw a substantial increase during the COVID-19 pandemic, as it became a key measure for maintaining operations while reducing the risk of contagion in the workplace. The widespread use of agile work during this period has allowed for a more in-depth exploration of its potential and its challenges.

At first glance, agile work might appear to present challenges for age management, as it involves the use of new technologies and a more dynamic organisation of work activities. However, it could serve as an effective means to balance personal and professional needs flexibly, while mitigating age-related stressors
 such as long commutes and crowded workplaces. Moreover, the specific agreements between employers and employees outline the most relevant methods to be implemented when the smart worker is offsite
. This flexibility enables both parties to tailor working arrangements to meet business and employee needs, ensuring mutual satisfaction.

From both a psychological and practical perspective, the use of blended working methods (a mix of remote work and on-site presence) may offer a gradual transition towards retirement for older workers, adjusting their work rhythms and reducing interaction with colleagues through alternating days at the office and days working remotely
. This may act as a softer approach to retirement, “by shifting their emphasis more toward leisure time and nonwork activities”
 or conversely, allowing for continued work beyond the traditional retirement age.

However, agile work is not without its challenges
. Careful attention and appropriate training are required to mitigate potential physical
 and psychosocial risks
. Additionally, agile working relies on the use of digital devices, yet there is an age-based digital divide, which represents a longstanding inequality in access to new technologies and the skills required to utilise digital tools effectively.

The accelerated digitalisation of the workplace – particularly during the COVID-19 pandemic – has exacerbated the effects of this digital divide, leaving many older workers unable to fully engage with the digital systems implemented
. The difficulties older individuals
 face in participating in the digitalisation of society and the workplace have further contributed to their exclusion.

In this context, reducing the generational digital divide is crucial for ensuring full access to digital services, technological devices, and improved age management strategies
.

Articles 19 and 20 of Legislative Decree No. 29/2024 focus on digital literacy and promote initiatives to train the elderly in digital skills, supporting them in the use of new technologies. This focus on digital literacy could benefit older workers by enabling them to take full advantage of flexible working arrangements, such as agile work, and to utilise wearable technology. Wearable technology includes accessories and garments enhanced with electronics, which can be divided into two categories: wearable devices (e.g., smartwatches and smart glasses) and smart textiles (fabrics that sense and react to the environment)
.

These technologies can promote workplace well-being by continuously monitoring employees’ health, such as heart rate, perspiration, physical strain, and environmental conditions like exposure to noise, hazardous substances, or extreme temperatures. Additionally, wearables can provide crucial information about safety risks, resource allocation, equipment failure, and predictive maintenance, which can support decision-making
. and reduce health and safety risks in the workplace.

For these technologies to be utilised effectively, it is essential to foster digital literacy among older workers. Lifelong learning is crucial in this context. Unfortunately, older workers often face the greatest need for technological training, yet they are the least likely to attend relevant courses offered by their employers. This lack of participation is sometimes a personal choice, but it is often a result of business decisions, where investment in the professional development of older employees – particularly those approaching retirement – is seen as a poor use of resources
.

The implementation of lifelong learning remains a global challenge, as noted by the UN’s Open-ended Working Group on Ageing
. In the EU, there is a notable divide between Northern and Southern Europe. Northern European countries have been actively engaged in ongoing training for workers for several years
, achieving significant success in integrating older people into the workforce. In contrast, this issue remains in its infancy in Southern European countries, where further promotion and implementation are necessary.

The provisions outlined in Articles 19 and 20 of Legislative Decree No. 29/2024 offer a promising starting point for bridging the digital divide.

5.2. The Role of Collective Bargaining in Improving Age Management
In the Italian labour law system, collective agreements are frequently used to further regulate the more technical aspects of law implementation and to resolve management issues.

From this perspective, social partners not only play a key role in improving the labour conditions of older workers through collective bargaining, but their involvement in training is also essential. Helping employees make the best possible use of digital technologies that are introduced should be one of the most important tasks for trade unions, as highlighted in the European Social Partners Agreement on Digitalisation
.

If not collectively negotiated and adequately implemented, the use of agile and remote work might disadvantage older workers due to the digital divide. Therefore, the role of social partners is crucial in responding to this new form of work organisation, by defining and implementing policies related to agile work and negotiating strong provisions in collective bargaining agreements to ensure the rights and conditions of older workers.

Agile work is not the only possible measure for age management, as other areas of intervention may concern multiple aspects of the employment relationship, including recruitment, training and lifelong learning, flexibility of working hours, promotion of health and safety in the workplace, career transitioning in later life, and gradual accompaniment to retirement
.

Regarding the public sector, the collective agreement of central functions – which regulates employment relationships for employees in ministries, tax agencies, and non-economic public bodies – generally plays a leading role, serving as the model followed by the other three public sectors
. This is also true in relation to age management, as demonstrated by the collective agreement signed by ARAN (Agency for the Representation in Negotiations of the Public Administration) and certain trade unions on 27th January 2025.

Compared to the collective agreement currently in force for the public sector of central functions
, the recently signed agreement introduces significant innovations concerning age management.

Firstly, in the third section (dedicated to employment relationships), the expression “age management” appears, which was absent in the 2019–2021 agreement. More specifically, Article 27, titled “Age Management Objectives and Tools”, pays particular attention to the increasing average age of workers and encourages administrations to adopt targeted strategies for employees’ personal development throughout their careers. It also stresses the importance of promoting optimal health conditions and preventing occupational diseases and accidents at work.

One of the proposed tools
 to concretely achieve these objectives is particularly interesting. It seeks to enhance the active role of more experienced personnel within the administration, as they represent a valuable repository of skills and knowledge to be passed on to newer employees. Therefore, administrations would work to foster intergenerational dialogue through adequate support for new hires and peer-to-peer training sessions aimed at encouraging the exchange of skills between generations, thus reducing the risk of isolation and facilitating the integration of new resources. This intergenerational dialogue builds upon the traditional mentoring model and promotes “reverse mentoring”, as it encourages the exchange of knowledge and skills between older and younger workers.

Another key point is the introduction of greater flexibility in task management
, such as promoting remote working methods (including agile work
), part-time options, and establishing flexible schedules to support a healthy work-life balance. However, in relation to agile work and remote work
, this regulatory provision does not seem to align with the articles of the same collective agreement on agile and remote work. In fact, the list of priorities for access to both smart work and remote work does not include any reference to employee age but focuses instead on categories of workers such as those with documented health needs, those who care for family members with serious disabilities under Law No. 104/1992, and workers who are parents. Nevertheless, the third paragraph of Article 13, concerning agile work, refers to “the priority rights established by the regulations in force at the time”. The question arises: did Article 5, paragraph 2, of Legislative Decree No. 29/2024 introduce a priority?
 Answering this is not straightforward.

The third aspect addressed by the second paragraph of Article 27 of the collective agreement is the constant monitoring of environmental conditions and worker health
, as the promotion of occupational safety for older employees has always been a key component of active ageing measures. While there is no explicit reference to the use of digital tools (such as wearable technology) to carry out this monitoring, this issue could be addressed in the future through supplementary collective bargaining at the level of individual administrations.

The final measure discussed in the second paragraph of Article 27 is the review of training and lifelong learning methods, with the aim of preventing or eliminating the risk of skill obsolescence among staff. Unfortunately, especially in Southern European countries, lifelong learning remains in its infancy and needs to be promoted and implemented more effectively. Moreover, it is often older workers who fail to attend training and professional development courses. This is sometimes a personal choice, but more often it is a business decision, as companies may view investing in the professional development of employees approaching retirement as a waste of time and resources
.

To counter this trend, Article 26 of the collective agreement establishes that, when ranking employees for paid study leave (150 hours per year), older workers should be given preference
 when all other criteria are equal.

According to the last paragraph of Article 27, each administration is tasked with conducting annual monitoring of the results of the age management policies that have been implemented. The results of this monitoring will be discussed with the trade unions. If done correctly, this annual report could be of great practical value in improving age management within public administrations.

In contrast to the collective agreement for public central functions, which explicitly addresses age management from a digital perspective, the latest agreements signed in the private sector do not contain similarly insightful provisions on the matter.

First, there is no explicit reference to age management or the need for special attention and protection for older workers. As a result, references to seniority (for salary purposes, for example
) focus on years of service rather than chronological age.

In the regulation of agile working methods, some recent collective agreements refer to the national protocol on agile working, signed on 7th December 2021 by the social partners and the Minister of Labour. This trilateral agreement is the product of intensive work carried out during the critical phases of the COVID-19 pandemic. It does not contain any specific references to older workers or age management. However, by adopting a literal interpretation, older workers could potentially be classified under the category of “fragile workers” addressed in Article 10, for whom agile working may represent a reasonable accommodation to facilitate access to work. Older workers may also fall within the scope of Article 11 of the national protocol, which promotes agile work as an inclusion tool for companies.

Finally, it is important to note that the collective agreements that typically drive collective bargaining in the private sector, such as those in the metalworking sector
, are somewhat outdated and have not yet been renewed. Therefore, it is crucial to address this gap and deal with the issue more effectively.

6. Concluding Remarks: Facing the Challenges and Seizing the Opportunities
At the end of this European overview and the analysis of the national case study, it is clear that careful and balanced age management is essential to address the current demographic transformation of the labour market and the concurrent digital transition.

In this context, promoting digital active ageing policies – which involve the application of technological tools to foster the inclusion and participation of older workers – appears to be the most suitable approach. Indeed, the use of digitalisation in the workplace can have positive effects from multiple perspectives. On the one hand, it can enhance the inclusion of older workers in the labour market and improve their working conditions throughout their careers; on the other hand, it can support the sustainability of social security systems by reducing absenteeism and occupational injuries, and by enabling more informed retirement decisions. This may help prevent premature retirement driven by personal or health-related concerns.

However, returning to the original question, it is crucial to assess whether the European Union in general – and Italy in particular – is ready to tackle ageism in employment alongside the digital transition. The answer is far from straightforward.

The EU regulatory framework has consistently emphasised equality and inclusion, including in the field of employment. The European Commission has included active ageing policies in its agenda since the 1990s. Furthermore, the EU social dialogue has sought to align demographic and digital transitions by promoting technological tools in work organisation, such as remote working. Nevertheless, the results to date remain unsatisfactory, and digital active ageing policies are still in their infancy – for example, in the area of wearable technology, which may represent a new frontier for the inclusion of older workers
.

In January 2025, the European Agency for Safety & Health at Work (EU-OSHA) issued guidelines on “Smart digital systems for better safety and health at work”
 but there is only one reference to older workers, when they highlight the greater accessibility for workers with specific needs, included ageing workers or those with health conditions.

Furthermore, in recent years EU-OSHA has paid particular attention to the introduction of exoskeletons in the workplace
 but there are not references to aged employees. Exoskeletons – also known as “industrial exoskeletons” when used in the workplace – augment, amplify, or reinforce the performance of a worker’s existing body components, primarily the lower back and the upper extremity (arms and shoulders). Despite a lack of research, manufacturers of these devices claim productivity gains, work quality improvements, and numerous benefits in reducing musculoskeletal loads
. Their use may offer a valuable opportunity to increase the active participation of older people in the workplace, and some European companies are beginning to explore the introduction of such devices among their workforces. However, their adoption raises several critical issues.

Indeed, European policies and legal frameworks are particularly cautious and prudent in relation to the challenges posed by emerging technologies. Firstly, wearables collect and process significant amounts of personal data. Their introduction into the workplace therefore risks creating a conflict between employees’ rights to privacy and data protection, and employers’ legal duty of care. Consequently, the only way to legally benefit from such digital devices is by ensuring full compliance with privacy and data protection legislation
. From this perspective, health data processed by employers through wearables must be handled “lawfully, fairly, and in a transparent manner”
,, and used only “for a specified purpose”
, such as safeguarding workers’ health. Any further processing for non-compatible purposes – for instance, performance management – is not permitted, in line with the principle of purpose limitation. The processing of personal data must also be “adequate, relevant and limited to what is necessary in relation to the purposes”, in accordance with the principle of data minimisation
.

Additionally, if employers within the European Union wish to use wearables in the workplace, they must comply with the obligations set out in the EU AI Act
, which entered into force on 1st August 2024
. These obligations relate to transparency, monitoring, training, and reporting
.

The question is not “if” this technology should be used – given its potential benefits – but how to use it appropriately, in a human-centric and value-based manner.

Regarding the national case study, it is worth noting that Italy, as the country with the largest proportion of elderly people in its population among European states, is among the first to face this challenge. While new legislation has been introduced to address the issue, full implementation will take time, as evidenced by the uneven application of these provisions within collective bargaining frameworks.

Furthermore, Legislative Decree No. 29/2024 dedicates only one article to employment relationships and addresses just two
 of the many aspects in which age management could be developed in the workplace.

Although the collective agreement on public central functions is highly noteworthy and provides a variety of tools to support age management within public administrations, it must be remembered that it has not been signed by some of Italy’s most significant trade union organisations
. Moreover, this public sector agreement remains an isolated example, although draft agreements for the local functions and health sectors – which include similar provisions on age management – are currently under negotiation. In the private sector, by contrast, there have been no substantial advances to date.

In conclusion, despite the considerable attention paid to the issue, a great deal of progress remains to be made in ensuring the implementation of digital active ageing measures in the workplace.
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� It is an inevitable consequence when the extension of the average life span is accompanied by a declining fertility rate. According to the World Population Prospects (2022 Revision) written by the United Nations, global fertility is projected to fall from 2.3 children per woman in 2021 to 2.1 in 2050: see � HYPERLINK "https://www.un.org/en/global-issues/population" \l ":~:text=Fertility%20rates,2021%20to%202.1%20in%202050" �https://www.un.org/en/global-issues/population#:~:text=Fertility%20rates,2021%20to%202.1%20in%202050�. “Demographic transition stems from longer lives and smaller families”: United Nations, Leaving No One Behind In An Ageing World. World Social Report, UN Publications, 2023, p. 29. In some countries data are even more alarming: according to ISTAT, the Italian Statistical Institute, in 2022 there was a negative record for birth rate (only 393,000 births). The average number of children per woman dropped to 1.24 (Istat Report 26.10.2023).


� United Nations, World Social Report 2023, cit., p. 2. A. Samorodov, Ageing and labour market for older workers, ILO publications, 1999, p. 2, wrote that “the next century will be known as an era of population ageing”.


� United Nations, World Social Report 2023, cit., p. 3. 


� The Ageing Report 2021, written by the European Commission, attests that the ageing process is already advanced in the EU: p. 19.


� Population Reference Bureau 2019, in https://www.prb.org/resources/countries-with-the-oldest-populations-in-the-world/.


� https://www.unibocconi.it/en/news/old-continent-getting-older.


� Due to the increase in social spending.


� United Nations, World Social Report 2023, cit., p. 53; CNEL, Rapporto 2024, cit., p. 1.


� United Nations, World Social Report 2023, cit., p. 17.


� The old-age index in Italy reached an all-time high on January 1, 2023, with 193 elderly people for every 100 young people. Population ageing is higher in the North, with Genoa reaching a peak of 273 elderly people for every 100 young people: see https://www.silvereconomyforum.it/la-rete-delle-citta-della-longevita-sicurezza-salute-e-ambiente/.


� CNEL, Rapporto 2024. Demografia e forza lavoro, 18.12.2024, in www.cnel.it.


� “The Union is founded on the values of respect for human dignity, freedom, democracy, equality, the rule of law and respect for human rights, including the rights of persons belonging to minorities. These values are common to the Member States in a society in which pluralism, non-discrimination, tolerance, justice, solidarity and equality between women and men prevail”.


� Just think of art. 21 of the Charter of Fundamental Rights of the European Union on non-discrimination.


� Issued on November 27, 2000.


� For a broader comment, see U. Belavusau, K. Henrard, The Impact of the 2000 Equality Directives on EU Anti-Discrimination Law, Hart Publishing, Oxford, 2019, p. 3 and ff.


� The literature on age discrimination at work is extensive and the implications of the issue are so numerous and complex that it is not possible to fully consider them here. Therefore, it is necessary to consult some essential references, ex pluribus: European Commission, Age discrimination and European Law, Luxembourg, 2005; O. Bonardi, Le discriminazioni basate sull’età, in M. Barbera (edited by), Il nuovo diritto antidiscriminatorio. Il quadro comunitario e nazionale, Giuffrè, Milan, 2007, p. 125; ILO, Age discrimination and older workers: Theory and legislation in comparative context, Geneve, 2008; N. Bokum, T. Flanagan, R. Sands, R. Steinau-Steinrück, Age discrimination law in Europe, Wolters Kluwer, 2009; M. Sargeant (edited by), Age Discrimination and Diversity. Multiple discrimination from age perspective, Cambridge University Press, 2011; A. Numhauser-Henning, M. Rönnmar (edited by), Age discrimination and labour law. Comparative and conceptual perspectives in the EU and beyond, Wolters Kluwer International, 2015; M. Sargeant, Age Discrimination in Employment, Routledge, New York, 2016; O. La Tegola, Il divieto di discriminazioni per età nel diritto del lavoro, Cacucci, Bari, 2017. In a more general way M. Barbera, A. Guariso (edited by), La tutela antidiscriminatoria, Giappichelli, Turin, 2020.


� M. Barbera, Eguaglianza e differenza nella nuova stagione del diritto antidiscriminatorio comunitario, in Giornale di diritto del lavoro e di relazioni industriali, 2003, no. 3-4, p. 401.


� The first ruling on the topic is CJEU 22.11.2005, C- 144/04 (Mangold), in https://eur-lex.europa.eu/. This was followed by many others, including CJEU 16.10.2007, C-411/05 (Palacios de la Villa v. Cortefiel Servicios SA); CJEU 5.03.2009, C-388/07 (Age Concern England v. Secretary of State for Business); CJEU 13.09.2011, C- 447/09 (Prigge/Deutsche Lufthansa); CJEU 5.07.2012, C-141/11 (Torsten Hörnfeldt v Posten Meddelande); CJEU 26.09.2013, C-476/11 (Kristensen v Experian) and, more recently, CJEU 17.11.2022, C- 304/21 (VT v. Ministero dell’Interno); CJEU 20.04.2023, C-52/22 (BF v. Versicherungsanstalt öffentlich Bediensteter); CJEU 7.12.2023, C-518/22 (J.M.P. v. AP Assistenzprofis GmbH), all in � HYPERLINK "https://curia.europa.eu/" �https://curia.europa.eu/�. One of the elements that make the rulings on the topic more varied and sometimes conflicting is the presence of a justification clause (for the sole hypothesis of age-based differential treatment) provided for by art. 6 of the European directive no. 2000/78. It is an open content clause, meaning it is susceptible to different interpretations, making the dividing line between discriminatory acts and justified unequal treatment more difficult and ambiguous.


� European Commission, Realising the European Union’s potential: Consolidating and extending the Lisbon Strategy, Brussels, 2001; European Commission, Increasing the employment of older workers and delaying the exit from the labour market, Brussels, 2004. Actually, active ageing policies were included in the EU agenda also in the 90s, albeit in a milder way: see the 1994 EU summit underlined the need to improve employment opportunities for older workers.


� See European Commission, Population ageing in Europe. Facts, implications and policies, Bruxelles, 2014, p. 9; Eurostat, Active ageing and solidarity between generations. A portrait of the European Union, Luxembourg, 2011, p. 7.


� See https://ec.europa.eu/eurostat/databrowser/view/tesem050/default/table?lang=en.


� Aged from 55 to 64.


� The European average increased from 47.9% in 2013 to 62.3% in 2022.


� D. Avramov, M. Maskova, Active ageing in Europe, Council of Europe Publishing, Luxembourg, 2003, p. 94.


� Generally older workers have professional qualifications that hardly adapt to the rapid changes imposed by technical and structural transformations. The professional and experience possessed by seniors risks losing importance in the face of the varied and ever new needs that come from the internationalised labour market.


� See H. Blossfeld, S. Buchholz, K. Kurz (edited by), Aging populations, globalization and the labor market. Comparing late working life and retirement in modern societies, Edward Elgar Publishing, UK, 2011, p. 6. The authors underline the need for companies to keep up with the rapid diffusion of communication technologies and to be flexible, adopting work organisation models in continuous and sudden transformation.


� Actually, there is no scientific evidence of a correlation between seniority and accident risk: ISTUD, L’epidemiologia e i costi degli infortuni e delle malattie delle risorse umane relativi alla incidenza del fattore anagrafico, in www.istud.it, 2009, p. 98. Young workers are often more exposed than older workers due to lack of experience, more stressful work shifts, and less awareness of risk (p. 99). However, young workers more easily accept the use of both new technologies that simplify and make the activity safer, and personal protective equipment (p. 99).


� See Decision no. 940/2011/EU of the European Parliament and of the Council of 14 September 2011.


� See European Commission, Active Ageing Report, Special Eurobarometer no. 378, Brussels, 2012.


� Council of the EU, Council Declaration on the European Year for Active Ageing and Solidarity between Generations: The Way Forward, Brussels, 2012, p. 8 and ff.


� European Commission, Population ageing in Europe, cit., p. 41.


� European Commission, Active ageing and gender equality policies, Publications Office of the European Union, Bruxelles, 2012, p. 71.


� The early inactivity of workers involves not only the loss of potential future earnings, but, above all, the opportunity for personal fulfillment. This may affect both the physical and psychological health of the individual: R. Blanpain, Le differenze di trattamento e la discriminazione connessa all’età: una società per tutte le età, in Diritto delle relazioni industriali, 2005, no. 4, p. 942.


� “The economy will not be able to survive without the talents and experience of older workers”: R. Blanpain, Le differenze di trattamento, cit., p. 944.


� https://ec.europa.eu/eurostat/web/products-eurostat-news/-/ddn-20200713-1.


� The old-age dependency ratio is the ratio of the number of elderly people at an age when they are generally economically inactive, compared to the number of people of working age.


� By 2100, across the EU Member States, the old-age dependency ratio is projected to be highest in Poland (63%), followed by Italy, Malta, and Finland (all 62%) as well as Croatia (61%). At the other end of the scale, the lowest ratios are projected in Cyprus (52%), Sweden and Czechia (both 53%), Germany, Denmark and Belgium (all 54%).


� European Commission – Directorate for economic and financial affairs, The 2015 Ageing Report: economic and budgetary projections for the 28 EU Member States (2013-2060), Brussels, 2015, no. 3, in www.ec.europa.eu, p. 22.


� OECD, Key policies to promote longer working lives. Country note 2007 to 2017. Germany, OECD publications, 2018, p. 1.


� Belgian act 28.12.2011; Law 10.08.2015.


� J. Schols, Reform of the statutory pension scheme in Belgium, ESPN Flash Report 2022/59, European Social Policy Network (ESPN), Brussels, 2022.


� K. Lalieux, Pensions: agreement on 3 measures that support work and reduce inequalities, in https://lalieux.belgium.be/nl/pensioenen-akkoord-over-3-maatregelen-die-werk-ondersteunen-en-ongelijkheden-verminderen, 2022.


� See F. Pennings, Social security law in the Netherlands, Wolters Kluwer, 2022, p. 467.


� In 2024 the statutory retirement age is at 67.


� Law 1.08.2011, no. 27 on the updating, adaptation and modernisation of the social security system. See also royal decree law 15.03.2013, no. 23.


�According to the rules in force, in 2023, the retirement age in Spain is 66 years and 4 months: https://tradingeconomics.com.


� Royal decree law 16.03.2023, no. 2.


� For months, France has endured ongoing strikes and protests over controversial government pension reforms: https://www.bbc.com/news/world-europe-64997414.


� Legislative decree 30.12.1992, no. 503; Law 8.08.1995, no. 335; Legislative decree 18.02.2000, no. 47; Law 23.08.2004, no. 243; Legislative decree 5.12.2005, no. 252; Law 24.12.2007, no. 247; Law 3.08.2009, no. 102. For a broad overview of the Italian pension reforms, see M. Cinelli, Diritto della previdenza sociale, Giappichelli, Torino 2022, p. 587; M. D’Onghia, M. Persiani, Diritto della sicurezza sociale, Giappichelli, Torino, 2022, p. 131.


� Law decree 6.12.2011, no. 201, converted with modifications by law 22.12.2011, no 214.


� In 2023 for both men and women (applying till 2026).


� Employer organisations and trade unions at EU level are engaged in European social dialogue, provided for under artt. 154 and 155 of the Treaty on the Functioning of the European Union (TFEU). 


� The first paragraph of art. 31 establishes that “every worker has the right to working conditions which respect his or her health, safety and dignity”.


� European Commission, The role of social partners in the design and implementation of policies and reforms, Bruxelles, 2016, p. 1.


� Art. 151 TFEU.


� On March 8, 2017.


� Art. 5 Directive 2000/78/EC.


� European Social Partners’ Autonomous Framework Agreement on Active Ageing, 2017, pp. 5-6.


� European Parliament resolution of 7 July 2021.


� https://futurium.ec.europa.eu/en/active-and-healthy-living-digital-world.


� See M. Russo, Twenty years of EU agreements on remote work from 2002 to 2022. What next?, in Freedom, Security & Justice: European Legal Studies, 2022, no. 3, p. 215; D. Mangan, Agreement to discuss: the Social Partners Address the Digitalisation of Work, in Industrial Law Journal, 2021, no. 4, p. 689.


� Framework Agreement signed on the 16th of July 2002.


� Legislative decree 9.04.2008, no. 81.


� It was drawn up by the Ministry of Health for the five-year period 2020-2025.


� On the topic see, ex multis, M. Martone, Il lavoro agile nella l. 22 maggio 2017, n. 81: un inquadramento, in G. Zilio Grandi, M. Biasi (edited by), Commentario breve allo Statuto del lavoro autonomo e del lavoro agile, Milano, 2018, p. 461; C. Spinelli, Tecnologie digitali e lavoro agile, Bari, 2018; M. Tufo, Il lavoro digitale a distanza, Napoli, 2021; M. Russo, Il datore di lavoro agile. Il potere direttivo nello smart working, Edizioni Scientifiche Italiane, Napoli, 2023.


� M. Brollo, Lavoro agile: prima gli anziani?, in V. Filì (edited by), Quale sostenibilità per la longevità? Ragionando degli effetti dell’invecchiamento della popolazione sulla società, sul mercato del lavoro e sul welfare, Adapt University Press, Bergamo, 2022, p. 67.


� Art. 19 Law no. 81/2017. On the great relevance of the agile work agreement see the Directive signed by the Italian Minister for Public Administration on 29.12.2023.


� According to experts, “losing your job or ending it due to retirement is a sort of mourning […]. If this process stops abruptly and not gradually, the chances of adaptation are lower. It is known that many people arrive at retirement apparently happily and then the new situation emerges as a trauma”: I. Romano, Smart working e over 60: un ponte verso il pensionamento?, in www.spazio50.org, 4.08.2020.


� N. W. Van Yperen, B. Wörtler, Blended Working and the Employability of Older Workers, Retirement Timing, and Bridge Employment, in Work, Aging and Retirement, 2017, no. 1, p. 102.


� It is not possible to deal with the topic in detail here, so please refer to the doctrine on the topic: see, ex multis, J.E. Ray, Grande accélération et droit à la déconnexion, in Droit social, 2016, no. 11, p. 912; E. Dagnino, Il diritto alla disconnessione nella legge n. 81/2017 e nell’esperienza comparata, in Diritto delle relazioni industriali, 2017, no. 4, p. 1024; R. Zucaro, Il diritto alla disconnessione tra interesse collettivo e individuale. Possibili profili di tutela, in Labor & law. issues, 2019, vol. 5, no. 2, p. 215; M. Russo, Esiste il diritto alla disconnessione? Qualche spunto di riflessione alla ricerca di un equilibrio tra tecnologia, lavoro e vita privata, in Diritto delle relazioni industriali, no. 3, p. 682; M. Biasi, Individuale e collettivo nel diritto alla disconnessione: spunti comparatistici, in Diritto delle relazioni industriali, 2022, no. 2, p. 400.


� Working through digital devices can cause ergonomic problems, such as muscle strain and musculoskeletal disorders, due to the posture necessary when spending many hours in front of the computer, and vision problems. 


� Hyperconnectity can lead to isolation, overworking, burnout, mental disorders: see Eurofound, ILO, Working anytime, anywhere: The effects on the world of work, Publications Office of the European Union, Luxembourg, and the International Labour Office, Geneva, 2017, p. 37 ss. See also European Parliament resolution 21.01.2021 with recommendations to the Commission on the right to disconnect no. 2019/2181.


� G.M. Van Jaarsveld, The Effects of COVID-19 Among the Elderly Population: A Case for Closing the Digital Divide, in Frontiers in Psychiatry, 2020, vol. 11, p. 1.


� A. Rosales, J. Svensson, M. Fernández-Ardèvol, Digital ageism in data society, in A. Rosales, M. Fernández-Ardèvol, J. Svensson (edited by), Digital ageism. How it operates and approaches to tackling it, New York, 2023, p. 1.


� See M. Russo, Digitalisation and age management. Elderly-centered policies and tools at work, in C. Di Carluccio, A. Festa (a cura di), Il lavoro tra transizione ecologica e digitale. Esperienze europee a confronto, Editoriale Scientifica, Napoli, 2024, p. 313.
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� ISFOL, L’age management nelle grandi imprese italiane. I risultati di un’indagine qualitativa, Roma, 2015, p. 62. 
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� Collective agreement 2019-2021, signed on 9.05.2022.


� See lett. a) of the second paragraph of art. 27.


� Lett. b) of the second paragraph of art. 27.


� Art. 13 of the collective agreement.


� Art. 15 of the collective agreement.


� “The employer shall adopt any initiative aimed at assisting older people in carrying out, even partially, their work in an agile manner, in compliance with the provisions set forth in the current national collective sector agreements”.


� Art. 27, paragraph 2, lett. c).


� T. Tikkanen, The lifelong learning debate and older workers, in T. Tikkanen, B. Nyhan (edited by), Promoting lifelong learning, cit., p. 19.


� Art. 26, paragraph 7, of the collective agreement.


� See art. 216 of the collective agreement for trade, signed on 22.03.2024.


� Signed on 5.02.2021.
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