. As there is no clear-cut evidence that raising the labour force participation of older workers reduces job opportunities for young workers 1 , both generations of workers have to be considered when setting new labour market reforms. In France, the generation contract reform enacted by law in March 2013 is an attempt to promote employment simultaneously for younger and older workers. This reform encourages employers to negotiate a collective agreement setting conditions on both the employment of young workers and the retention of older employees 2 . The innovative idea is to induce employers to rely on complementarities that may be set up between generations of workers, particularly through knowledge transmission. Hiring new entrants may be more productive if some experienced workers can train them and transmit their vocational skills and knowledge.

. If mentors are not especially older, the existence of complementarities between senior workers and young people is not so obvious. In this paper, we therefore focus on factors that may explain this reduced probability of transmitting vocational skills among workers aged 50 years and over.

) for a comparative worldwide study.

2 More precisely, firms with fewer than 50 employees are offered financial support for a three-year period to commit to the continued employment of older workers and the recruitment of young people between 16 and 26 years. Firms with 50 to 299 workers benefit from this grant provided that they sign a collective agreement and enter into an action plan to promote simultaneous employment of young and older workers. In addition, the law set a financial penalty equivalent to 1% of the overall company payroll for all firms with 50 employees or more that did not sign any generation contract agreement and that are not already covered by such an agreement at the industry-level.

3 Cf Ragins et Kram (2007) for a recent literature review on mentoring at work.
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, too few papers account for interactions between cohorts of workers when studying the production function of firms 5 .

 on US data and then cross-country studies in France (

1 Introduction between the workers. [START_REF] Rufini | The organization of social learning in firms: Should it be formal or informal?[END_REF] filled this gap, considering young workers that may either learn on their own or benefit from knowledge transmission. In her model, experienced workers are entrusted with transmitting vocational skills to new workers. Here, experience is a process that builds over time and implies that workers with longer tenure are more likely to transmit their skills. But her model does not explain why older workers are actually under-represented among the trainers.

Beyond health aspects 8 , we could explain the reduced probability for older workers to transmit their skills by a horizon effect, due to their closeness to the retirement age. [START_REF] Hairault | Distance to Retirement and Older Workers' Employment: The Case for Delaying the Retirement Age[END_REF] have already highlighted the negative effect of a short horizon on labour supply and also on the hiring rate of older workers. Regarding the probability of being an internal trainer we expect a more ambiguous effect of the career horizon. One the one hand, if an older worker accumulated skills over time her departure implies a loss in human capital for the organisation which affects productivity negatively 9 . Employers should be willing to encourage workers close to their retirement age to devote some time to skills transmission and thus we would observe a positive effect of a short horizon on the probability of being an internal trainer. On the other hand, if older workers' skills have been depreciated by technological or organisational changes within the work environment 10 knowledge transmission requires an update of their skills through on-the-job training. In that case, the effect of a short distance to retirement on the probability of being an internal trainer is expected to be negative. Indeed, Montizaan et al. (2010) and Langot and Khaskhoussi (2008) found a negative effect of a too short horizon on training incidence, putting forward that a shorter career horizon implies a shorter period during which both employees and 8 We could guess that the decline in health over time may explain the reduced probability of being an internal trainer for workers aged 50 and over. However, as shown by [START_REF] Welford | Table 1: Presence of ICT and new management tools in firms over the period 2003-2006 % of productive units with ICT tools[END_REF] or more recently by [START_REF] Marquié | Changements cognitifs, contraintes de travail, et expérience: les marges de manoeuvres du travailleur vieillissant[END_REF] and [START_REF] Gaudart | Transformations de l'activité avec l'âge dans des tâches de montage automobile sur chaîne[END_REF], older workers develop strategies for the preservation of health, enabling them to save energy while maintaining a productivity level equal to that of younger workers.

9 From data on the health care sector, [START_REF] Lefebvre | Transmission et vieillissement au travail[END_REF] or Bartel et al. (2013) show how massive exits due to retirement led to a fall in productivity of some teams or services.

10 Numerous studies highlighted the adverse effects of such changes on older workers' employment [START_REF] Bartel | Technological change and retirement decisions of older workers[END_REF][START_REF] Aubert | New technologies, organisation and age: firm-level evidence[END_REF]. The computerisation of the production process and the introduction of Information and Communication Technologies (ICT hereafter) in the 1990's accelerated the obsolescence of specific skills acquired by senior workers. Nevertheless, [START_REF] Greenan | Changements au sein des entreprises et accès des seniors la formation continue dans les années 1990 et 2000[END_REF] put forward that nowadays computer use by older workers does not raise the same issues as in the early 1990's. Indeed, workers aged 50 or over in the mid-2000's were aged 30 when ICT started being more widely diffused, so their computer literacy rate is higher on average than that of workers aged 50 or over in 1990.

employers can reap the benefits of their investment.

The main contribution of this paper is to study empirically how the horizon effect and the technological or organisational changes interact to explain the probability of being an internal trainer at the end of career. We use data from a French matched employer-employee survey on Organisational Changes and Computerisation (COI) conducted in 2006. It contains information both on employees' knowledge transmission practices and employers' technological or organisational changes. We find that the shorter the horizon of a worker aged 50 and over, the higher is her probability of being an internal trainer, but only in firms that did not experience any changes. In changing firms, we find the same effect provided that the older worker benefited from a training session to update her skills.

The remainder of the paper is structured as follows. In Section 2, we present the data used and we provide some descriptive statistics on the relationship between age and the probability of transmitting skills, looking at gender and occupational effects. In Section 3, we study how the career horizon and the technological and organisational changes contribute to the explanation of the reduced probability of being an internal trainer for some categories of older workers. Section 4 concludes by suggesting a public policy recommendation regarding the implementation of the generation contract reform in France.

2 Data and descriptive statistics data set provides detailed information on demographic and economic characteristics of respondents, on their working conditions and also on their firm. As we are interested in knowledge transmission within the firm, we exploit information about the interactions that respondents may have with their colleagues to build our dependent variable, i.e. the probability of being an internal trainer. More precisely, workers are asked "how often they show some work practices to their colleagues", "how often they help some colleagues when they encounter some relational problem with other team members or customers" and "how often they help some colleagues who encounter technical problems"11 . From this set of questions, we define an internal trainer in the following way: a worker who carries out each of these activities at least 2-3 times a year and at least one activity 2-3 times a month. To test whether all the results that we will present are not just driven by our definition of an internal trainer, we perform some robustness checks in Section 3.2 with alternative definitions.

To measure the career horizon, we follow a similar approach as in [START_REF] Hairault | Distance to Retirement and Older Workers' Employment: The Case for Delaying the Retirement Age[END_REF] and we build for each worker the distance to exit which is the distance to the age required to draw a pension at the highest replacement rate. This full retirement age is computed adding the required number of contributive years to be entitled to a full pension 12 to the age at which the individual left the education system. In addition, if the individual reaches 65 before she achieves the condition to draw a full pension, she can be entitled to the highest replacement rate. As stressed by Hairault et al., while unemployment episodes are included in the number of contributive periods, our proxy does not account for breaks in careers due to maternity or parental leave. But the latter are undoubtedly mostly taken by women in France and could lead to miscalculating their distance to retirement. Therefore, women are excluded from the analysis.

To control for technological or organisational changes, we use the employer section of the COI survey, where firm representatives are asked about the introduction of some modern management tools and ICT equipment in their organisation, at the time of the survey and three years before from retrospective questions. As shown in Table 1, 15 ICTs and 13 management tools are considered. We rely on indicators built by [START_REF] Bigi | Organisational Changes and the Evolution of Working Life Quality: A Comparison between the Private Sector and the State Civil Service[END_REF] 

Insert Table 1 about here

To select the other covariates that we include in our model to predict the probability of being an internal trainer at the end of career, we rely on the previous studies in management about the determinants of mentor-protégé relationships. In our regressions, we include the age, marital status, educational level, skill level, seniority and wage of the individual. To control for a potential effect of health, we introduce a dummy to indicate the presence of health limitations. Regarding work environment, we control for full time or part time jobs 14 . In addition, the management literature puts forward that spatial proximity [START_REF] Festinger | Social pressures in informal groups: A study of human factors in housing[END_REF] or job rotations facilitate the initiation of mentor-protégé relationships. So we include a dummy indicating whether employee changed workplace frequently and another dummy for individuals who report having changed colleagues over the last 12 months. We also control for some constraints that may impair the quality of transmission, especially time constraints [START_REF] Thébault | Transmission of vocational skills between experienced and new hospital workers[END_REF], measured by the fact that workers report that their pace of work is imposed by an external demand. Regarding the employer, we know the sector, the size and also the age structure of each firm. Last but not least, the COI survey provides information about the different training spells that respondents experienced between 2003 and 2006. We consider training session on the use of new ICT or new management tools.

Descriptive statistics

Figure 1 displays the share of internal trainers by age and skill level in the whole sample for men and women. We note that first, the share of internal trainers is increasing with the age with a peak at 40-49 years and then it falls after 50, which is in line with the results found on another data source by [START_REF] Molinié | Avoir un rôle de tuteur : qui et dans quel travail[END_REF]. Second, the proportion of internal trainers is increasing with the skill level for each age group but the decrease in the proportion of internal trainers after age 50 is only observed for skilled male workers 15 . In addition, the age pattern for low-skilled women is quite different and is steadily decreasing after 30, while other curves 14 We do not control the type of contract (temporary or not) given that the COI survey has been conducted on a sample of stable workers with more than one year of seniority.

15 This negative effect of being aged 50 and over observed among male skilled workers is significant once controlling for all covariates mentioned in Section 2.1.

are hump-shaped. These stylised facts are consistent with previous studies carried out using the COI survey in 1997 and 2006 that showed that low-skilled women have a lower probability to occupy jobs that imply numerous interactions with their colleagues (Greenan et Walkowiak, 2005 ;[START_REF] Ratto | Work practices as implicit incentives to cooperate[END_REF] 16 . As the reduced probability of being an internal trainer among workers aged 50 and over is significant only for male skilled workers, we restrict our analysis to this sub-sample. We end up with 903 observations.

Insert Figure 1 about here Table 2 gives descriptive statistics for this sub-sample, decomposing it between workers employed in a non-changing firm and those employed in a changing firm. We also present in this table the significance level of the differences in mean for each covariate. We see that employees are very much alike in terms of socio-demographic characteristics in the two types of firms. They mainly differ according to their average seniority and the industry of their employer.

Insert Table 2 about here

In addition, given the way we build the measure of the workers' career horizon we could wonder whether it is possible to disentangle the effects due to a short horizon from simple age or education effects. In Table 3, we see that for older males employed in skilled jobs the age structure or the distribution of educational level is somewhat well balanced among workers at 6 years or less from their full retirement age. However, around 95% of workers who are at 7 years or more from their full retirement age are aged 55 years or under. It makes more difficult to identify the proper effect of short horizon. We will discuss this issue in Section 3.2.

Insert Table 3 about here 3 Econometric results

Career horizon and knowledge transmission: the role of technological and organisational change and of training incidence

The aim of this section is to investigate how a short horizon affects the probability for a male skilled worker aged 50 and over to have a role of internal trainer. We pay a particular attention to the role of technological and organisational changes that may have hit his work environment as well as the potentially offsetting effect of training. We define a short career horizon as a distance of 6 years or less17 to the full retirement age. As our dependent variable is binary, we estimate Probit regressions on two sub-samples: skilled male workers employed in changing firms and those employed in non changing firms. This empirical approach may have some pitfalls, given that workers employed in changing firms may differ from workers employed in non-changing firms in terms of observables and also of unobservables. Regarding the first issue,

Table 2 shows that workers on both sub-samples are very much alike, except for seniority and industry which will be controlled in our regressions. To address the second issue and hence to control for unobserved heterogeneity, we estimate a wage fixed effect from a Mincerian regression using social security records of the employees' work history (the DADS administrative panel)

since 1976. This estimation has been carried out over the time period before the entry of the respondent in the firm that answers the COI survey. It allows us to disentangle the characteristics of the worker from those of his current firm and then to remove, at least partially, the omitted variable bias18 .

We present our results in Table 3. Columns 1 and 3 present the effect of a short horizon on the probability of being an internal trainer, once controlling for a wide set of workers', jobs' and firms' characteristics. Columns 2 and 4 show how training incidence may interact with the effect of the career horizon. It could be surprising that an employer invest in the human capital of a worker close to his exit age. Nevertheless, among our sub sample, 47% of workers report having participated into a training session. This proportion does not vary significantly with the career horizon, 49% for individuals at more than 6 years from full retirement age and 46% for those at 6 years or less from it. So we could check whether skill updating could allow an older worker to be an internal trainer even though he is employed in a changing firm. This implies studying the interaction term between the short time horizon dummy and the training participation dummy19 .

First, we discuss briefly the coefficients associated to the covariates, leaving aside the results on short horizon and training participation. The estimates show a positive correlation between the educational level or the seniority and the probability of being an internal trainer. In addition, we see a negative effect of the wage on the probability of transmitting the skills, which would imply that those who transmit their skills are not employed in the more rewarding jobs. As knowledge transmission is time consuming and attention is limited, especially in rewarding jobs with more complex tasks, workers in such positions would be less likely to devote time to the informal transmission of their skills. Indeed the associated opportunity cost would be too high.

We also see that some correlations are significant in non-changing firms but not in changing ones. Thus, in non-changing firms only, a high share of workers aged 45 and over or a large firm's size reduce the incidence of knowledge transmission. Knowledge transmission would be less necessary between experienced workers when firms keep on using the same technology in the same organisational setting and bigger sized firms would rely more on formal training for new entrants than on informal transmission. Industry-specific effects are non-significant in nonchanging firms while in changing ones, knowledge transmission seems to be favoured in financial or real estate activities and in construction characterised by frequent change in legal and technical norms and less frequent in the retail trade.

The main result in columns 1 and 3 of Table 3 is that a short horizon (6 years or less from the full retirement age) increases the probability of being an internal trainer by 15 percentage points for older workers employed in non-changing firms, while this effect is only of 4.1 points (and is non-significant) in changing firms. Note that these coefficients are not affected significantly when we add age dummies in the regressions 20 . These empirical findings would support the claim that an older skilled worker close to his exit age has higher chances to transmit his skills, but only if his knowledge has not been depreciated by technological and organisational change.

However, we have to discuss whether our effect results from a low distance to exit and not from a high distance to entry [START_REF] Benallah | Peut-on expliquer le faible taux d'emploi des seniors en France[END_REF].

Insert Table 4 about here

A high distance from labour market entry is mainly associated with low educational level, because of early entry or with a high seniority in the firm. The former, as mentioned previously, 20 We have tested different specifications with age dummies or interacting these dummies with the indicator of the short horizon. This does not change our results in a significant way.

exerts a negative effect on the probability of being an internal trainer. Thus, a distance-to-entry effect that would result from a low educational level cannot be confounded with the distanceto-exit effect we show, given that they have the opposite sign. In addition, seniority has not any significant effect on the probability of being an internal trainer, given that too few older workers have stayed less than 10 years in the same firm21 . Consequently, the effect that we highlight comes from a short career horizon.

Then we analyse in Columns 2 and 4 of Table 4 the role of training incidence. We see that on the one hand for changing firms once we control for training participation and its interaction with short horizon, the latter has a negative and significant effect of 12 points at a 10% level.

On the other hand, in the sub-sample of workers employed in non-changing firms, accounting for training participation does not affect the influence of the career horizon. In addition, we see that in changing firms the interaction term is positive and significant at a 5% level so we could say that when they are trained, older workers in dynamic environments are no more excluded from transmission.

It could be argued that this effect may be due to a simple selection bias. If those who benefit from training are the more productive workers, we could expect that they would have transmitted their skills at the end of their career, anyway. However, we have seen previously that given the high opportunity cost of devoting some time to knowledge transmission, this activity is not necessarily associated with high performance. In this respect, note that the participation to a training session reduces the probability of being internal trainers for workers at 7 years or more from their full retirement age. When trained workers are as still far from their exit age, employers prefer to assign them to their usual tasks rather than to knowledge transmission. Indeed, their opportunity cost of transmitting increases after their skills' update. In addition, if the positive and significant coefficient associated with the interaction term was only due to some selection bias, we would observe the same effect in non-changing firms. There is no reason to think that the selection of trained workers would work in a different way in inert and in changing firms22 .

As the interaction effect is almost nil in non-changing firms, the significant effect in changing firms may show to some extent that trained workers in changing firms are no more excluded from transmission. At last, note that the wage fixed-effect is strongly significant in changing firms. This indicates a selection bias, i.e. the high-ability workers sort into more dynamic work environments. So, introducing the fixed-effect in the regression, we remove partially this bias and we can be more confident in our results.

Robustness checks

First, we have to test the robustness of our findings to alternative definitions of our dependent variable. We suggest four different definitions. According to the first, the three types of transmission (showing work practices and solving technological or relational problems) have to be carried out at least 2-3 times a month. This corresponds to a more restrictive definition. For the other three definitions, we characterize internal trainers by the more frequent transmission situation they report 23 .

Furthermore, our dependent variable could reflect only the probability of having supervisory responsibilities. With our data, we know whether respondents have direct subordinates. Using this information, we see that one third of the workers having supervisory responsibilities are not internal trainers (whatever the definition used). So we can disentangle pure transmission aspects from other management situations. Regressing this variable on short horizon dummy and the other covariates, we can test whether the horizon effect is still significant.

In Table 5 we report only the marginal effect of the short horizon for workers employed in changing firms and those employed in non-changing ones. All other covariates introduced in the regressions are the same as in Table 4 24 . For each of the definitions used, a short career horizon increases the probability of being an internal trainer but only in non-changing firms.

This confirms our previous results. In addition, when considering the dummy for supervisory responsibilities as dependent variable the effect of short horizon in non-changing firms is 1.5 lower than the one found in Table 4 and is no more significant. So we could say that the effect we show has to do with knowledge transmission.

23 Regarding definitions 2, 3 and 4, the more frequent transmission situation corresponds respectively to "showing some work practices", "solving technical problems" and "solving relational problems". 24 The full table with the coefficient of the other covariates for each dependent variable is available upon request.

Insert Table 5 about here

It is interesting to compare the coefficients obtained with the definition 3 with those obtained with the definition 4 of an internal trainer. Indeed, we would expect that the transmission of knowledge-based tasks would be more subject to skill obsolescence than the transmission of experience-based tasks 25 . On the one hand for the definition 3, in non-changing firms short horizon raises the probability of being an internal trainer by 19.8 points while this effect is only of 3.3 points in changing environments. This difference indicates that in dynamic environments, older workers are excluded from transmission of knowledge-based skills. On the other hand if we use the definition 4, short horizon increases the probability of transmitting skills by 14.6 points in inert firms while this effect is still of 9.5 points in changing ones. Even though this effect is not significant, it is almost three times higher than the one found using definition 3. This may show that older workers close to the exit age keep on transmitting experience-based skills even though they faced a technological or organisational change.

In addition, our findings are subject to a potential selection bias that may lead us to overestimate the effect of short horizon on the probability of knowledge transmission. Indeed, it could be that employers retain the more productive seniors and encourage less productive ones to leave, exploiting the different early exit pathways still available in France between 55 and 59 years 26 . [START_REF] Hairault | Distance to Retirement and Older Workers' Employment: The Case for Delaying the Retirement Age[END_REF] show that the distance to the full retirement age has a significant effect on the employment probability but only after 56 years old. So, we could test whether our results hold for workers aged 50-54 years less subject to selection bias. This regression may also help us to better disentangle horizon effect from simple age effects. Indeed, we have seen in Table 3 that the age distribution is well balanced among workers aged 55 and under. Note that among workers aged 50-54 years 50% are at 6 years or less from their full retirement age. So we can perform the same regressions as in Table 4 for this age group. However, we face the problem of the small size of our sub-samples if we distinguish changing firms and non-changing ones. So we estimate for the whole sample of skilled workers aged 50-54 years the effect of the interac- tion term between the short horizon dummy and an indicator variable for changing environments.

In Column 1 of Table 6, we present the marginal effect of having a short distance to full retirement age on the probability of being an internal trainer (using the baseline definition), including the same covariates as in Table 4. Then in Column 2 of Table 6, we add the changing environment dummy and the interaction term with the short horizon one 27 . In Column 1, short horizon exerts a positive effect but not significant while in the second column, it becomes strongly significant.

In addition the interaction term is negative and almost significant at a 5% level. This shows that a worker close to his exit age may be more likely to be an internal trainer provided that his work environment has not been affected by any change.

Insert Table 6 about here

Our findings suggest that in inert firms, skilled older workers have a comparative advantage in terms of experience. Consequently, just before they leave into retirement, they transmit their knowledge and therefore contribute to the production process of firms. However, in dynamic environments older workers could be excluded from knowledge transmission if their skills have not been updated. In this setting, forcing firms to retain them may be counterproductive if they do not benefit from training sessions on new work practices. This result has public policy implications regarding the implementation of the generation contract in France. This reform should combine the financial penalty, already set for all firms with 50 employees or more that did not sign any agreement, with training subsidies targeted to older workers. Firms would be encouraged to update their older workers' skills and would allow them to contribute to the production process through skills' transmission.

Conclusion

In this paper, we analyze the factors that affect the probability for older workers of transmitting their knowledge within the firm. Given that recent French reforms aim at promoting employment among younger and older workers, a better understanding of their interactions within the workplace is a crucial issue. We focus our study on the sub-sample of male skilled workers, for whom the probability of transmitting skills is significantly reduced after age 50.

The main contribution of this paper is to show that short horizon increases the probability of being an internal trainer, provided that the firm has not adopted recently new ICT or new management tools. This suggests that technological or organisational changes play a key role in explaining the under-representation of older workers among internal trainers. In inert work environments employers have interest to encourage workers to devote some time to knowledge transmission just before they leave. In these firms, workers participate to the transmission of vocational skills even at the end of career. However, in changing firms older workers can lose their comparative advantage in terms of experience if their skills have not been updated after the change. In that case, short horizon may exclude workers from knowledge transmission.

As it stands our work presents some limits. First, with our data we cannot identify workers who benefit from the knowledge transmission. It would be interesting to investigate how they get this knowledge and to better grasp the learning-by-watching process especially for new entrants in the firm. In addition, we study the probability of being an internal trainer but we did not measure either the quality of the transmission or its effects on the firms' performance. Regarding the management of an ageing workforce these are key issues that deserve further investigation.

In terms of public policy, considering informal skills' transmission may contribute to the optimal design of training subsidies over the life cycle. Indeed, if transmission raises the productivity of new entrants, assigning older workers to this activity may be a good way of combing entry of young workers and retention of old ones. We suggest that training subsidies targeted to older workers could be a useful tool to achieve this goal. It would encourage employers to update their older workers' skills after a change despite their short career horizon. In doing so, they would restore the older workers' comparative advantage in terms of experience and may generate positive externalities through transmission of vocational skills. So the introduction of knowledge transmission in models examining the optimal design of training subsidies appears to be a promising avenue for future research. The marginal effect of the interaction term has been computed following [START_REF] Ai | Interaction terms in logit and probit models[END_REF] 

  synthesising the intensity in use of each type of tool in 2003 and 2006 by Multiple Correspondence Analysis. The indicator of intensity of change for each firm is simply computed by the difference in indicators between these two dates 13 . By studying the distribution of our indicator of technological (organisational) change, we see that a large proportion of firms remained inert between 2003 and 2006: 50% for technological change captured through the use of ICT tools, 60% for organisational change measured through modern management tools. Consequently, in the remainder of the study a firm that has undergone a change either in the ICT tools or in the management tools used between 2003 and 2006 will be referred to as a changing firm.

25

  [START_REF] Janssen | Skill obsolescence, vintage effects and changing tasks[END_REF] distinguish two kinds of activities: those based on a technical knowledge (e.g. programming softwares) and those based on experience (selling or negotiating contracts). With German data they show that workers performing knowledge-based tasks face greater skill obsolescence than those performing experience-based ones.26 In France in 2006, while the share of employed workers aged 50-54 is around 80%, it drops to 65% for individuals aged 55 years and to 40% for those aged 59 (Source : "Transitions from Work to Retirement", an ad hoc module of the annual French Labour Survey).

Table 2 :

 2 Descriptive statistics in changing and non-changing firms for skilled male workers aged 50 years and over

	Non-changing firms Changing firms

Table 3 :

 3 Distribution of age and educational level for different career horizons among skilled male workers aged 50 and over The sample includes skilled male workers aged 50 and over with at least one year of experience and employed in firms with 20 workers or more.

		Distance to full retirement age
	Age group	2 years or less 3-6 years 7 years or more
	50-51	9	83	127
		(3.09%)	(23.99%)	(47.74%)
	52-53	30	108	76
		(10.31%)	(31.21%)	(28.57%)
	54-55	93	75	49
		(31.96%)	(21.68%)	(18.42%)
	56-57	85	60	14
		(29.21%)	(17.34%)	(5.26%)
	58-59	74	20	0
		(25.43%)	(5.78%)	0
	Educational level			
	Primary	74	27	2
		(25.43%)	(7.80%)	(0.75%)
	Vocational	112	110	27
		(38.49%)	(31.79%)	(10.15%)
	High-School	61	84	33
		(20.96%)	(24.28%)	(12.41%)
	Undergraduate	32	77	76
		(11.00%)	(22.25%)	(28.57%)
	Graduate, post-graduate	12	48	128
		(4.12%)	(13.87%)	(48.12%)
	Observations	291	346	266
		(100%)	(100%)	(100%)
	Source: COI survey 2006/ INSEE-DARES-CEE	
	Note:			

Table 4 :

 4 The determinants of the probability of being an internal trainer for skilled male workers aged 50 and over in changing and non-changing firms The sample includes skilled male workers aged 50 and over with at least one year of experience and employed in firms with 20 workers or more. Marginal effects are estimated with Probit models for each sub-sample. Standard errors (in parentheses) are computed with delta method.

	Non-changing firms	Changing firms

  approach. Significance levels: ***p<0.01,**p<0.05,*p<0.1Figure 1: The proportion of internal trainers by age, gender and skill level Source: COI survey 2006/ INSEE-DARES-CEE Note: The sample includes workers aged 16 and over with at least one year of experience and employed in firms with 20 workers or more.

	.2 .3 .4 .5 .6					
	16-29	30-34	35-39	40-44	45-49	50-59
			Age group		
			All			
			High-skilled men		
			Low-skilled men		
	.2 .3 .4 .5 .6					
	16-29	30-34	35-39	40-44	45-49	50-59
			Age group		
			All			
			High-skilled women		
			Low-skilled women		

Note that these situations correspond to different strategies of knowledge transmission[START_REF] Lefebvre | Transmission et vieillissement au travail[END_REF].

40 years in the 2006 French Social Security System

For more details about the methodology, see[START_REF] Greenan | Les changements organisationnels, l'informatisation des entreprises et le travail des salariés[END_REF] and[START_REF] Bigi | Organisational Changes and the Evolution of Working Life Quality: A Comparison between the Private Sector and the State Civil Service[END_REF].

It is worth precising that the sample of the COI survey does not include some sectors in which women have a well identified role of internal trainers, e.g. health sector or education.

We could choose a narrower window to define short horizon (5 or 4 years before the full retirement age), but we face the problem of the small size of our sub-samples. Nevertheless, using smaller durations to define short horizon, we obtain qualitatively similar results but they are less significant.

For a similar specification, see also[START_REF] Behaghel | Training and age-biased technical change[END_REF].

We use the[START_REF] Ai | Interaction terms in logit and probit models[END_REF] methodology to compute the interaction effect in a non linear model.

In Table4, Column 1, we see that having more than 10 years of experience in a firm seems to be discriminant for being an internal trainer. Among workers with higher seniority, additional years of experience do not influence significantly the probability of transmitting skills.

The training rates in inert and changing firms are very similar, respectively 43.55% and 46.93% (the difference is not significant even at the 10% level).

We use the[START_REF] Ai | Interaction terms in logit and probit models[END_REF] methodology to compute the interaction effect in a non linear model.

In each regression we have included the same covariates as in Table 4.

The marginal effect of the interaction term has been computed following [START_REF] Ai | Interaction terms in logit and probit models[END_REF] approach. www.tepp.eu