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Foreword

in New South Wales, in common with many other parts of the
developed world, economic and social trends have resulted in mature
age people leaving the workforce in unprecedented numbers,
Paradoxically, this has been occurring at the same time as improve-
ments in health and life expectancy.

The impact of mature age unemployment falls heavily on the individ-
uals and families directly affected - their current living standards and
their future quality of life in retirement. It also has negative effects on
social cohesion. importantly, mature age unemployment and carly
retirement also represent a major loss of skiils and experience to
business, emplayers and the economy.

Many people also predict skills and labour shortages if the generation
of baby boomers continues the practice of taking, or being forced into,
early retirement.

The Committee on Ageing has a long standing interest in mature age
employment and unemployment. Earlier this year, with the approval of
the Minister for Ageing, the Hon. Faye Lo Po’, it established a Mature
Age Employment Task Force to oversee its Mature Age Employment
Project.

The Task Force membership was drawn from key State and
Cammonwealth Government departments, non-government organisa-
tions and the Committee on Ageing itself. The Task Force's expert
advice and assistance has been invaluable, although the Committee
takes full responsibility for the contents of this report.

This report is a major outcome of the Committee's Mature Age
Employment Project. It is a review of good practice in the employment
of mature workers and it aims to help employers and managers:

¢ understand the vaiue of having mature workers,
* manage their mature workers effectively, and

* maintain an age balanced workforce,

ST

John Mountford
Chairperson




Message from Ann Sherry

Australians are resourceful, creative people and all Australian businesses
count on their experience and talent to create a better standard of living
for employees, shareholders and owners, and the community.

As statistics on our ageing population confirm, Australians are also
growing older, a trend that is set to magnify over the next two decades
as the baby boomers approach their sixties and seventies.

These changing demographics will tip the scales. No loager will business-
es be able to rely on an endless supply of younger workers. Yet so far
they have largely discounted the talents and experience of older
Australians who form a growing potential workforce at the other end of
the age scale.

How Australia taps into this valuable resource is an important conversa-
tion that we need to have as a nation and one in which Australian
businesses can do much to foster debate, certainly, but also to lead the
way in changing their recruitment policies, programs and strategies to
promote an age diverse workforce.

That's why | am delighted to commend to you the work of the NSW
Committee on Ageing and its report Counting on Experience: A review
of good practice in promoting the employment of mature workers. It
sets out the costs involved in ignoring older workers, for the individuals
concerned and their families, for the community and the economy. It
also makes good business sense.

Like other Australian organisations, Westpac understands that our
people are the heart and soul of our organisation. We also know that jt
is important to match our workforce with our customers profile.
Currently this is not as well aligned as we would like t to be, with the
greatest mismatch in the older age group.

We are undertaking a number of diversity initiatives that range from
breaking down employment barriers, and explering skills and training to
undertaking joint projects with our recruitment suppliers and offering
flexible work practices, We have made some inroads but have some way
to go. This Report offers a number of insights in how to bridge that gap
including best practice case studies, checkiists and ideas of how to
translate vision into reality.

| therefore urge you to reflect on the issues raised in this Report so that
Australia can build a more diverse workforce that takes into the account
the experience of all Australians, including older Australians.

A o Ann Sherry
FAA S.»udu_ Group Executive, People and Performance
' { Westpac Banking Corporation
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Introduction

MATURE age workers are a vital human resource for businesses and
organisations in NSW, and they will become even more so in future as
changing demographics leads to a drop in the availability of younger
workers. Yet various factors such as the pace of technological change,
structural change within industry, lack of training to keep skills up to
date, past encouragement of early retirement, and inaccurate assump-
tions about mature workers' abilities mean that mature workers are
being displaced from the workforce in unprecedented numbers.

age

a
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More than o guarter of a mitiion matur

peopie in NSW want more waork

The percentage of men in NSW in the 45-64 age group in employment
is at an all time low. Only 70% of men age 55-59 are in employment
and 41% of those aged 60-64. Among mature age women, the picture
is different. Their employment rates are growing but still less than haif
of women in their late fifties are in work, dropping to 18% of women
aged 60-64. Very few men or women remain in work after the age of 65.

It is estimated that in August 2000 there were more than 260,000
people in NSW aged 45 and over who wanted more work than they
were currently doing. This includes people who were unemployed,
people who were not in the labour force according to official defini-
tions but wanted work, and people who were part time but wanted fuli
time work.

Julia Perry 2001, Too Young to Go: Mature age unemployment and early retirement in
NSW, NSW Committee on Ageing

However, it is increasingly being recognised that unemployment and
early retirement (both voluntary and involuntary) among mature age
people in NSW represents a major cost at several levels - to the individ-
uals concerned and their famiiies, to the community, to business and to
the economy.

From the perspective of individual companies, laying off or not recruiting
mature age workers feaves companies vulnerable to loss of access to
important skils, loss of experience in dealing with different phases of
the business cycle and higher costs associated with turnover of staff and
redundancy payouts. It also means that they are drawing on an unneces-
sarily limited pool from which to find the best people for the job.




Companies that
maintoin an 'age diverse
workforce!l. are better
equipped to adapt to
changing circumstances
and opportunities, and
to maintain their
compelitive edge in an

ageing population.

By contrast, companies that maintain an ‘age diverse workforce’, with an
appropriate balance of young and mature workers, are better equipped
to adapt to changing circumstances and opportunities, and to maintain
their competitive edge in an ageing population. While the particular
economic and fabour market that a company operates in influences
whether there are labour shortages or surpluses, the changing demograph-
ics of NSW means that the overall pool of younger workers is shrinking and
compantes can no longer assume an endless supply of youhger workers.

What is good practice?

S0 WHAT is "good’ or ‘best practice’ as regards the employment of
mature workers?

Firstly, there are policies, programs and strategies that employers can
undertake to ensure that they maintain an age diverse workforce and
help avoid the premature exclusion of mature workers from the workforce.

Secondly, there are policies, programs and strategics that can assist
mature age people who are already unemployed (or who are ahout to
become so) to get back into the workforce.

Some such strategies may not be aimed exclusively at mature or older
workers and may not be thought of as good practice in relation to
mature workers. However in actual fact thay may be of particular value
in maintaining an age diverse workforce. For exampie, the offering of
flexible work practices, policies to assist employers with caring responsi-
bilities and a commitment to avoic basing recruitment decisions on
prejudices or stereotypes, may be in this category.

Knowledge about what works best is still evolving and it may be difficult
to disentangle the impact of particular human resource strategies from
those of underlying economic and business trends. What works in one
industry, ar type of company or geographical area may be less significant
in another,

However, there appears to be an emerging consensus ahout the elements
of good practice, in the areas of:

* recruitment and selection
* performance review and promotion

® training and education

flexible work practices and job redesign, and

»

phased retirement options.

A wide range of players need to be involved if best practice is to be




successfully introduced and if the removal of age barriers and concrete
improvements to mature workers' workforce participation are to be
achieved. These players include governments, employers, industry associ-
ations, recruitment agencies, trade unions, human resources profes-
sionals, industrial relations advisers, community sector organisations,
providers of labour market programs, and training and educational
providers. Importantly, mature workers themselves need to come to
terms with changes in the workplace and the implications of a likely
long period in retirement,

This report focusses on good practice by employers towards maintaining
an age balance in their workforce.

A broad range of public policies clearly also have an impact on mature
age employment, but largely fall outside the scope of this paper. They
include:

* adjustments to public and company based pension and superannua-
tion schemes and rules to remove any incentives for early retirement
or disincentives for phased retirement

* adjustment of vocational education and training policies and
programs to better meet the changing needs of industry and of
individuals :

* government industry assistance, structural adjustment and regional
assistance programs, in which assistance for displaced mature age
workers may be an element.

In Section 9 on page 37, there is a brief description of some of the
government financed programs that aim to assist unemployed mature
workers back into the workforce. There is also an overview of some of
the main public policies targetting mature workers in Australia and
OVerseas.

More information

THERE are a number of detailed recent reports in which international
public policy and company-based approaches to the employment of
mature workers are described and compared. The most comprehensive of
these are listed on page 42 under Further Resources.

For a more in-depth analysis and discussion of the drivers behind the low
labour force participation of mature age people and public policy
responses, see the Committee’s companion publication, Toc Young to Go:
Mature age unemployment and early retirement in NSW. December
2001, written by Julia Perry.

The changing
demographics of NSIY
means that the overall
pool of younger
workers is shrinking
and companies can £no
longer assume an
endiess supply of

younger warkers.




Strategies to promote the
employment of mature
workers

THIS section provides a checklist of some of the steps employers can take
to maintain an age diverse workforce.

Recruitment, selection and sromotion

Strategies include:

age diversity human resources policies/statements

reviewing recruitment and promotion methods, to identify areas of
inadvertent discrimination

competency based recruitment and skills recogrition, rather than
recruitment based on formal qualifications alone

recognition and valuing of the particular skills that mature workers
can bring to an organisation, for example, acting as a sounding board
for younger workers, mentoring, coaching, bringing the wisdom of
hindsight and long experience, in-depth knowledge of the particular
company

succession planning.

Training and development

Strategies include:

tailoring the training of mature workers to their preferred learning
methods and experience

plugging skills gaps among mature age staff

offering training to maintain ard upgrade mature age workers'
technical skills, for example IT skills

building mature workers' confidence in their ability to undertake
training, and the value of doing so

life and skills evaluation

training and education of management and supervisory staff, to raise




their awareness of the benefits of an age diverse workforce and of
inadvertent forms of age discrimination.

Flexiblie work practices and phased retivement
opbions
Strategies inciude:

* introducing flexible work practices such as shorter hours, part time
work

* offering mature workers the chance to move to jobs with reduced pay
and responsibilities, sometimes cailed ‘bridge jobs'

+ offering gradual retirement by reducing hours or increasing leave
(without affecting superannuation entitlements)

* re-employing ‘retired' employees on a contract basis

* encouraging ‘late’ retirement {eg post age pension age, or post
preservation age)

* offering and encouraging a variety of opportunities to keep mature
workers interested or to discourage them from retiring completely
from the company, for example, secondment opportunities, serving
on boards of other organisations, volunteer work

* offering preparation for retirement.

Job design/redesign
Strategies include;

* redesigning jobs, equipment and physical working conditions, so that
mature workers can stay in the job ionger.

Redundancy arrangements

When downsizing and retrenchments are inevitable, good practice in
redundancy policies can make a difference to the extent to which
companies lose or retain vital skills, and to the redundant mature
employees’ future prospects,

Strategies include:

* aoffering comprehensive outplacement services for retrenched staff




¢ ensuring that the terms of any voluntary redundancy offer are attrac-
tive to staff of all ages

* avoiding putting undue pressure on mature staff to take ‘voluntary'
redundancy

¢ censuring that mandatory redundancy decisions are not made on the
basis of age.

Cther
Other strategies include:

* running campaigns to change employer and employee attitudes
towards mature workers

* offering elder-care programs, in house or through established
programs in the community

* health screening and advice

* establishing and supporting associations for retired employees.




Why employ
mature workers

THERE are many advantages to companies of retaining mature workers
and of maintaining a mix of youth and maturity in their workforce.

The benefits include:
* avoidance of skills shortages
* maintenance of core skills, networks and corporate experience

* reductions in staff turnover, and associated training and recruitment
costs

* maximisation of recruitment potential, by not artificially limiting the
field of candidates to those within a certain age

* a better match with the age range of the customer base

* being better placed to respond to changing circumstances, the peaks
and troughs of the business cycle

* having access to mentoring and coaching skills, for younger staff

* avoiding loss of skilled staff with detailed company knowledge to a
competitor,

There is evidence also that mature workers have lower accident rates and
better safety consciousness than younger workers.

Some employers are realising that there can be competitive advantages
in employing mature workers, especially in particular parts of their
business such as customer service. There is evidence, for example, that
people much prefer to receive financial advice from mature workers than
from young workers. Similarly, many people would feel much more
comfortable making a complaint to a mature worker, than to a much
YOUNger person.

Companies have found that recruiting mature workers contributes to 3
more stable workforce and therefore reduced turnover costs. Certainly, if
the costs of recruiting and hiring are the same per person hired, when
annualised over a longer period of employment, the costs for mature
workers will be Jower.

Recruiting mature
Workers contributes to
a more stable
workforce anil
thercfore reduced

furnover costs,




Reducing cosis

The recruitment, training, absenteeism and work injury costs of mature
workers are conservatively estimated to be nearly $2000 [ess per
worker than those of younger workers.

Dr Libby Brooke's research at La Trobe University for the Australian
Employers Convention, has estimated that the costs and benefits of
employing workers aged 45 or over (aged 50 or over in the case of
injury costs) compared to the rest of the workforce, are:

Net recruitment benefits = $1424

Net training benefits = $987

Net absenteeism costs per worker = $116
Net work injury costs = $339

Overall benefit per mature worker = $1956,

Australian Employers Convention, The Humon Resource Costs ond Benefits of
Maintaining an Age Bolanced Workforce; Melbourne, 2001. Th= data used as the hasis of
the analysis in this report was from RRM Consulting's Australian Human Resource

Benchmarking Report 1399 edition.

b P e e e e
sSusiness leagers BN

"We're hearing it from people like [Peter] Drucker that, because of the
nature of work in the 21st century, firms which understand early they
should use the knowledge and the talent of the workers they already
employ will develop significant acvantages.

They will avoid skill shortages, maximise theijr recruitment potential
and help promote diversity in thejr company. And a company with
diverse ages - a mixture of youth and maturity - can best respond to
radically changing circumstances. Some employers have already
understood the benefits of adjusting the age range of their employees
to better reflect the age composition of their customers.”

Mike Baltzell, CEQ of Alcoa World Alumina Australia, quoted in Jones, A, The rock of ages,
AFR Boss, Auqust 2001, No.8
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Wiser oider heads

According to a recent BRW article, companies are coming back to an
appreciation of older executives with experience of business cycles,
both peaks and troughs. Companies were wrongly equating youth with
flexibility and overlooking the value of experience.

Grant Sexton of Leadership Management Australia (LMA) agrees. “In
the wake of the tech-wreck of the last eightecn months and the
current economic uncertainty, workers and executive are focking to
older, wiser colleagues who've already survived one or two recessions,
to help calm the waters.”

Mature workers can be a great asset when staff are facing pressure, In
the LMA survey of 492 staff (all ages and levels), 72% said that
colleagues over 50 ‘help me when | am under work or non-work
related stress or conflict!

Eighty six per cent said that over 505 warkers ‘provide wisdom that is
not avaiiable from younger colleagues! Workers under 30 concurred,
with 76% agreeing.

Companies cannot assume, however, that older workers will want to
continue to work full time. To persuade them to stay companies may
need to be more alert to their needs to keep them engaged, ensure
that they are receiving training and be open to different ways of
working.

Tabakoff N and Skeffington R, The wise ofd heads are back, Business Review Weekly,
3fnjoo

Leadership Management Australia, Perception of Qlder Workers Survey: Older workers not
on the scrap heap but hard working, provide wisdom and alleviate pressure, News Release,
7/08/m




Gaining a competitive edyge

B & Q, a chain of English DiY stores, was encountering problems
staffing its stores with entry-level workers so it opened a new store
staffed only with mature workers. Not only did the store experience
increased work force stability (i.e., compared to comparable stores, six
times less employee turnover and 40% less absenteeism) and improved
customer relations, it was 18 times as profitable as other similar stores
in the chain,

Similarly, major UK newsagent and book store, WH Smith, went on a
recruitment drive of older workers as it discovered through its market
research that its shoppers preferred to be served by staff their own age.
It worked, resulting in more customers. It aiso resulted in a reduced
turnover rate, with older workers having a turnover rate four times less
than employees in their 20s, reportedly saving the company
$2.2million.

Good for business, www.seek.com.aufeditorial Update 28 Feb 0D {02/04/01)
http:{/www.sremploy.org/olderw.html (28/08/01)

The business case for age diversity

By basing employment decisions on the grounds of ability NOT age,
and employing an age diverse workforce, you will:

create a maore efficient workforce:

* overcome skills shortages and recruit from a wider pool of talent,
skills and experience

* use existing knowledge and skiils to the full
* improve stability, loyalty and motivation and in turn, productivity
* maintain ‘corporate memory’

* benefit from improved staff development through the effective
involvement of all employees in the training process

reduce unnecessary business costs:

* minimise recruitment expenses (search costs, and other costs associ-
ated with filling vacancies)




avoid the effects of inefficient recruitment decisions and inexperi-
ence of new empioyees

& redyce turnover and absenteeism
* reduce eariy retirement costs

* cut expenses associated with discrimination

Improve your corporate image and market awareness:

* project your image as an ‘employer of choice’ and enjoy an
enhanced corporate reputation attractive to investors, customers
and potential employees

* reflect and expand your market through successful marketing
strategies and improved customer satisfaction

Employers Forum on Age [EFA):

The Employers Forum on Age is a UK network of employers that
provides practical business solutions to age-related human resource
issues. It is an employer-led initiative that confronts the changes
needed to achieve the business benefit of a mixed-age workforce. It
currently has 170 members, representing nearly 3 miiiion employees
amounting to over 10% of the total workforce in the UK. The Forum
has three main purposes:

* to support member organisations in managing the skills and age mix
of their workforces to obtain maximum business benefit

* to remove barriers to achieving an age-balanced workforce by
influencing key decision makers, notably in Government, education,
training, recruitment and the trade union movement

¢ to inform all employers of the benefits of a mixed-age workforce.

htip:/fwww.efa.org.uk/




Loss of skills with downsizing

A recent Melbourne Institute study found a marked relationship
between downsizing and deskilling ~ that is loss of skills and
knowledge within an organisation. Companies that downsize
frequently, with cost reductions based on reducing staff numbers, fare
worse than those that use restructuring as part of & broader growth
strategy with downsizing as a one-off event.

Qlder workers are significantly more likely to be affected than younger
workers. They are both more likely to be employed in downsizing
organisations and to have significantly lower chance of re-employment,

Dawkins, P and Lillter GR, Eds, Downsizing: Is it working for Australig? Melbourne
Institute and Committee for Economic Development of Australia,
www.ceda.com.au/publications, July 2001




Introducing good practice
into organisations

THE European Foundation for the improvement of Living and Working
Conditions identified four main guidelines for the introduction and
implementation of good practice;

¢ backing from seniocr management

* asupportive human resources environment

¢ commitment from the mature workers invoived
e careful and flexible implementation.’

tt is unlikely that real changes will cccur unfess management becomes
committed to them and they become embedded in company policies.
Sometimes the backing of senior management may need to be actively
campaigned for and championed.

Public policies favouring longer but flexible employment also clearly need
to be cognisant of the difficulties and opportunities in the business world.?

Carciu! and flexible impiementation of gouoc

yrgcetice invorves tne following nine steps:

f—

* preparation and research, for example, on recruitment trends
and age profiles

* open communication with staff

* carly involvement of trade unions, staff associations, etc
¢ early involvement of mature workers themselves

* education of line managers

* staged implementation, regular monitoring and feedback
¢ periodic assessment of impact

¢ constant communication with all employees

¢ attention to other aspects of the working environment which
may inhibit the uptake of good practice.

Walker A, Manoging an Ageing Workforce, A Cuide to Good Fractice, European
Foundation for the 'mprovement of Living and Working Conditions, Office for Official

Publications of the European Communities; Luxembourg, 1998




Dealing with
barriers to
implementation

THERE may be challenges associated with maintaining an age diverse
workforce that companies will need to recognise and deal with - for
example, challenges associated with older workers reporting to younger
managers, or part-time older workers working alongside full-time
younger workers,

The actions of line managers can be a barrier to the implementation of
good practice, even when the human resources environment is generally
positive, deriving from line managers' discriminatory attitudes or actual
or perceived pressure to achieve specific business goals. Technigues used
to overcome such problems include introducing comprehensive age
aware HR strategies across the company and human resources depart-
ments insisting that mature workers be tried out in positions which line
managers have perhaps assumed to be unsuitable.

Where the human resources culture is not initially overtly older worker
friendly, an HR environment that values training is important. The
commitment of mature workers themselves may not always be
forthcoming initially but can be fostered by consulting them and
developing training courses with them.

Many mature workers themselves still think in terms of carly retirement
and may need encouragement to keep working. They may also need to
be supported to make the necessary adaptations to the changing nature
of careers and the workplace, in order that they remain employabie.

v e g ey Ay e - R L P
TOURGEr managers v 0l0er woriers

Downsizing can have a long term impact on “he age balance of
companies. During the downsizing of the 80s and 90s it was mainly
older workers who were asked to leave.

One result is that many of the people in key management positions are
now relatively young and seem to prefer employing people their age,
or younger. They may even fear the greater knowledge and expertise
of older people,

Many older workers will inevitably be subordinates, but they can't be
treated the same way you treat 30 year oids.

BM Baltzell, President of Alcoa Warld Alumina Australia, implicotions of an Ageing
Popuiation, 2000 Fulbright Sympasium, Perth, September 2000




THERE are lessons to be learnt from attempts to introduce 'work and
family' policies into Australia companies, recognising also that family
friendly policies such as reduced working hours, job sharing and support
for carers are themselves important in maintaining an age diverse
workforce.?

While off-the-shelf programs and options about best practice offered by
human resourcesfemployee relations companies may be attractive
because of their promise of guick and easy implementation, they are
often unsuccessful because they do not meet the needs of staff and
management, nor reflect the organisational culture of the company.

Family friendly policies that are implemented only through human
resource policies, tend not to have the clout of nor send the same
message as policies embedded in workplace agreements or in the
company's strategic goals. Leading family friendly workplaces ensure
that all levels of management and supervisory staff understand the
polices and see them as part of business strategies to gain competitive
advantage and meet business objectives.

For employers there are probably a number of key actions that they can
take to develop good practice in age management’. They include the:

* development of an age awareness policy at all levels of the organisation

* introduction of age awareness training for human resources
personnel, managers and other key personnel

* involvement of mature workers in discussions about age barriers and
how to overcome them

* supporting staff who want to develop initiatives to combat age barriers.

IT HAS also been suggested that some companies may find it more useful
to develop and implement an across the board 'diversity policy’, rather
than separate workplace policies covering the different EEO categories
(women, Aboriginal pecple and Torres Strait istanders, members of racial,
ethnic and ethno-religious minerity groups, and peaple with a physical
disability) age, sexual orientation and other groups against whom it is
ilfegal to discriminate.

A ‘diversity policy’ is about capitalising on the opportunities that a
diverse workforce can bring. Typically when an organisation commits
itself to a 'diversity policy’, it commits itself to creating onportunities for
all employees to use their knowiedge and skills, to monitoring policies
and actual practice and to removing barriers to participation. It means
addressing the particular needs of disadvantaged groups, but doing so
within the context of an overall "diversity policy!

Lessons from the
introduction of
family friendly
policies

All fevels of
muanagement ani
supervisory stall need
te understand the
policies and see them
as part of business
stroteqies to guin
competitive gdvantage
und meet business

objectives,

Diversity policies
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Research and innovation with Australian
companies

Jobs East, a federally funded regional economic development agency
in Meibourne's east, has pioneered a range of research and innovation
projects. These include a ‘best practice’ pilot project in age diversity
human resource management with several major Australian emplovyers:
a study of the economic benefits of age balance in the workforce: and
a project relating to the effectiveness of age discrimination legislation
in the state of Victoria.

Jobs East has worked with RACY Club and Australia Post. Over the last
18 manths, RACV has established a number of specific programs from
mentoring to training to recruitment. Since revamping its membership
department and training older workers to handle calls, more people
have been renewing their membership. While older workers took
longer to handle calls, they were more thorough because they engaged
callers in conversations and collected more sales information, which
meant less time wasted on follow up calls.

Jobs East and LaTrobe University recently alsc looked at the age
dynamics of Australia Post’s IT division. The study covers issues such as
career management, training, mentoring, changing job roles within the
organisation and a super scheme that encourages people ta retire at 55.

Gettler, L, ft's time for employers to start using grey matter, Fie Age, 10/08{01
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invaiving and taiking to oider staft during

vajor change

The recent formation of the NSW Department of Information
Technology and Management (DITM) involved the merging of several
very different Offices, and great change for many of the Department's
employees.

A committee was formed to look at ways to inform employees and to
obtain their involvement in contributing their ideas towards the
success of the new business enterprise. There were fifteen members of
this Committee, ten were over 40 years of age. This recognised the
experience and work knowledge that people in this group could
contribute to the enterprise. Following this, a series of workshops,
involving alt staff, were held.

During these processes there was an understanding of the difficulties
that change may bring to a lot of staff, particularfy oider empioyees.
Staff were encouraged to voice their concerns, These concerns were
acknowledged and addressed. This was particularly important consid-
ering the age profile of DITM. Of a staff of 1072 people, 774 or 72.2%
are over 40 years of age. 309 or 28.9% are aged over 50.

The ever increasing advance of technology and particularly electronic
work processes required the retraining andfor re-skilling of staff,
particularly in relation to Land and Property Information NSW. It was
recognised within DITM that this also often brings doubts and insecu-
rities to many older staff. Consequently the training sessions have
taken this into account. Older staff members have been trained in the
new processes and are still valuable members of the workforce.

Correspondence to the NSW Committee on Ageing from Warwick Watkins, Director
General of the NSW Department of Information and Technology Management, May 2001
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Recruitment, selection
and promotion

MAKING employment decisions on the basis of age contravenes age
discrimination legislation. Discriminatory practice may, however be
inadvertent and not deliberate,

Good practice in the areas of recruitment, selection and promotion
means, firstly, taking steps to identify the skills and abilities needed by
the company to carry out particutar jobs both now and into the future,

Decisions about recruitment and selection should be based on merit and
the particular requirements of the job, taking care to avoid making
assumptions about ability based on peopie’s age or to imply certain age
requirements.

The Mature Worker Guidelines published by the Premiers Department in
1998 suggest (among other strategies):

* regularly reviewing recruiting processes to ensure they do not
intimidate or frustrate mature applicants

* ensuring that references to age (actual or impliec) are removed from
Job descriptions and advertisements, and are not used in interviews

* sensitising managers to the value of hiring mature age staff and to
the importance of recognising their experience and skills (rather than
formal gualifications)

* targetting recruitment advertising accordingly.*

It is important aiso to examine senio-ity rules (especially those governing
pay) and to offer and encourage horizontal as well as vertical career moves,

. Removing age-based recruitment harviers

Trainers at the Corrective Services Academy have reported the positive
influence of more mature officers and the valuc cf their greater life
experience when dealing with young offenders As a resull the
Department of Corrective Services has made special efforts to
overcome practices that may discriminate against mature ageworkers,
for example, by lowering the minimum educational requirements for
mature age workers,

Corrective Services Commissicner, Correspondence ta NSW Committee on Ageing,
May 2001
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The Days Inn hotel chain in the US employed older workers in their call
centre to handle reservations. When compared to younger workers,
older workers fared well. They took no longer and were no more
expensive fo train than younger workers. After one year, 87% of
workers aged 45 and over who had completed training were still there,
as compared to only 30% of younger workers. While clder workers
took slightly longer to book reservations, they were more likely to
complete a cali with a successful reservation.

In Australia, call centres largely employ young people yet are plagued
by high staff turnover. According to a report from recruitment special-
ists Hallis, in 1993/2000, employees aged over 40 remained in the job
an average 52 months compared to 17.5 months for those under 30.

Austratian Employers Convention, The human resource costs and benefits of an age-
balonced workforce, 2001

Long, S, High staff turnover plagues call centres, Austrafian financial Review, 21/11/00.

Marshall, K, Employee studies prove oldies are goodies, Austroffan Financial Review,
6/12{00
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tn the UK, the Nationwide Building Society does its initial assessment
of job applicants by telephone, in order to aveid any visual prejudice.
The result was an increase in the number of over 50s being recruited.

Nationwide found that while the method does not replace the more
traditional face to face interviews, it can be a more cost effective
method for initial shortlisting when there are a larger number of
vacancies to be filled.

Telephone interviewing considerably broadened the age range of new
employees and enabled Nationwide to successfully recruit people in their
50s who traditionally might have been rejected at the shortlisting stage.

Managers had admitted that previously they might not have consid-
ered these individuals at the preliminary stages, but having then
conducted a face to face interviews with suitable candidates, issues
such as age were irrelevant. Managers receive training in the day to
day issues involved in a mixed-age workforce.

Nationwide believe that a mixed age workforce is able to respond to
and reflect their customer profile efficiently and effectively. This
selection procedure has further allowed consistency in recruitment




Recruitment and
employment
service agencies

across'the country and has upped the calibre and quality of recruits.
Line managers report a significant increase in productivity, perfor-
mance and service.

Business benefits

Reduced turnover and recruitment costs
Larger pool from which to recruit

Reduced business costs through increased preduct vity

www.efa.org.uk {28/09/01)

RECRUITMENT and employment service agencies could also take a more
active role to promote age balance in the workforce to Australian
employers.” They couid develop protocols to ensure compliance with age
discrimination legislation and recognition of the value which mature
workers bring lo organisations. Agencies themselves should become
more responsive to age-related recruitment disadvantages. They should
also provide appropriate feedback tc mature age applicants for positions,
to enable applicants to take steps to improve their employability.

Recruitment agencies that specialise in matching mwature workers with
employers {or specialist divisions of larger agencies) are now widespread
in the UK and US, both commercial and not for profit agencies.

One Mature Workers Program provider set up a successful office staff
temp agency for graduates of its Mature Workers Program training
courses, in a regional area of NSW with high unemployment.




Training and education

"MANY of today's older adult workers who are in need of training are
casualties of a failure of industry, over many decades, to carry out
future-focused training programs.™

This comment was made by an American commentator, but may also be
applicable in Australia. What is certainly true in Australia is that mature
workers receive much less employer provided or sponsared training than
younger workers.

When people stayed in the one company most of their warking lives, it
made sense for employers to focus their investment in training on young
workers rather than on people much closer to retirement. However,
looked at from this point of view, it now makes more sense to invest in
training older workers as they are more likely to remain in the company
than are younger workers.

Good practice means ensuring that all workers, regardless of age, have
access to training and career development and action is taken to
compensate for older workers' past lack of access to training and
learning opportunities. Age-related barriers to participation in training
should be challenged and removed and notions of flexibility in work and
mid life training should be fostered. Employees of all ages need to get
used to the idea of lifetime learning.

The marketing and promoting of training to older workers may need to
be done largely through traditional mediums, not the Internet.

Training should also be tailored to an assessment of the needs of the
local labour market. If large numbers of workers are made redundant
good practice might involve enlisting an external company to manage
the redundancy, determine skills gaps in the area, assess and dctermine
workers' skills and how to update them.

The APESMA nilot nrogram

A consortium of professional associations led by Association of
Professionai Engineers, Scientists and Managers, Australia (APESMA)
has been working with the Victorian Government and Jobs East to
develop an pilot IT training program to meet the needs of un- or
under-employed engineering and science professionals,

The first program commenced in March 2001 in Melbourne and was
followed by programs in Bailarat and again in Meibourne later in 2001,
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The program takes students through an intensive 26-week training
course during which they receive vendor level certified training in
Oracle and Microsoft applications and academic training in Java, C and
C++ programming.

The Office of Post Compulsory Education, Training and Employment
provided over $400,000 to support the four pilot programs through
the TAFE system. Box Hill Institute of TAFE conducted the first
Melbourne pilot.

Mr John Vines, APESMA's CEQ, said the initiative highlighted the fact
that a primary vocational qualification - even in specialist fields like
engineering — can date very quickly if new skills relevant to changing
workplace demands are not acquired.

“There is a significant talent pool of specialist engineers and scientists
who, for one reason or another, moved out of the workforce in the late
1990s,” Mr Vines said. “\ronically, the problem they have in moving
back into the workforce is their specialisation.”

Over 300 people turned up to an evening information session about
the pilot program, with 182 of trese formally applying for the 15
places on the first pilot. The response suggests that there is significant
pool of highly-skilled people in mid-career cohorts who are moving
between unemployment and underemployment,

While the program does not have an age based entry criteria, in
practice many of the participants in the first course were mature
workers. The age range was 23-58.

The course involves 14 weeks of classroom tuition followed by a 12-
week work placement phase to bed down the skills learned. Work
placements have been arranged with some of Melbourne's leading T
skiifs employers including 1BM GSA, Fujitsu, Australia Post, Telstra and
the Bureau of Meteoroiogy.

Applicants have to have been un- of under-employed for at least six
weeks. Underemployed is defined as working less than an average of
15 hours per week over the previous six weeks. The course fee for
participants is $2,300, considerably less than for comparable training
elsewhere.

hitp:waw,apesma.asn.au,l’




A REPORT commissioned by the NSW Board of Vocational Education and
Training (BVET) and undertaken by social research consultants, Keys
Young, in 2000 reviewed and analysed best practice in meeting the
education and training needs of mature age workers” The research
involved consultations with employers, Mature Workers Program®™
providers and industry key informants,

The report found that a number of approaches have been used with
some success, in avercoming the barriers to education and training of
mature workers, They include:

e an empathic response to the difficulties facing mature workers,
showing how existing skills are transferable and still valid and
recognising those gained outside formal education

¢ collaborating with mature age workers so that they see themselves as
agents of change

* adjusting education and training delivery methods.

Training methods which best suit mature age adults:

¢ involve experiential learning

¢ are provided in familiar surrounds, if possible

¢ combine in-class and on the job training

¢ are self-paced

¢ are specifically tailored to their needs

¢ are practical and hands on

+ provide extra time for those having difficulty keeping up.

Training programs should be based on careful analyses so that they will
be relevant to the job, and so that the training is arranged in an approp-
riate sequence. The task or material should be carefully introduced
presenting easier aspects first. After these are mastered, more difficuit
aspects should be introduced. Trainers should, if possible, use the former
skilis of trainees and build on their past experience and abilities.

Trainers need to bear in mind that mature workers are least likely to
volunteer for training, so they may need more encouragement than others.

Training methods should take account of the fact that many mature
adults have not had any recent experience of education and training,
and as a resuit trainers may need to assist them to develop their iearning
skills and boost their confidence in their ability to learn. They may fear
failure and feel inadequate compared to younger workers,

Designing
effective training
programs for
mature workers
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Training for
retrenched and
unemployed
mature workers

Training needs should
be identified when it
first becomes apparent
that older employees’
skills do not match the
current or projected

needs of the company.

One-to-one encouragement, persistence, patience and confidence
building by employer and trainer have successfully overcome negative
attitudes held by mature workers' about training and the difficulties
they may face in undergoing training. Trainers should also ensure that
the older workers' managers and co-workers are also giving them support.

Other elements of effective training for older adults include:

e creating environments in which there is no direct comparison with
young people

¢ allowing more time for training
* having older adults work in pairs or groups
e promoting peer support.

One-on-one assistance (at least to start with} is probably the most
appropriate way of assisting mature workers who are fearful of or
having difficulties with computers.

TRAINING for retrenched and unemployed mature workers should
address any gaps they may have in:

¢ computer skills
s numeracy and literacy

e licensing for vehicies and machinery (to meet WorkCover or insurance
reguirements)

e communication skills

* problem solving

e presentation skills, and

* job search skills for the modern Jabour market.

Good practice alse involves early intervention to identify and meet
mature workers' training needs. Thus training needs should be identified
when it first becomes apparent that older employees’ skills do not match
the current or projected needs of the company or when a restructure IS
first decided upon.

Ideally, companies should provide, or arrange, training for employees
likely to be retrenched well before a restructure or closure oceurs. It 18
recognised that this may be difficult as doing so could signal possible
future insolvency.




However, counselling about {re)training and post-redundancy training
should be provided as soon as possible after joss of employment as the
acquisition of new skills and the transfer of existing ones is most
successful when done early. Training programs that mature workers can
only access once they have been unemployed and on social security
benefits for a certain length of time are less likely to be successful in
assisting mature workers back into the workforce,

Training and education offered in redundancy packages should also
remain available to the workers for at least 3 to 6 months. In the shock
of being made redundant, the workers themselves may not be responsive
to education and training immediately after being made redundant.

Moreover, unemployed mature workers may be ill-equipped to chcose
appropriate training themselves and need active guidance as to the
types of training that are most likely to assist them gain employment.
They may not see it as in their own interest to undergo training, or they
may not see it as their responsibility and may assume that a future
emplayer will provide them with any necessary training.

Unfortunately, the BVET study mentioned above reported that employers
too do not generally see it as their responsibility to train mature workers
with gaps in their skills. Exceptions were reported fo be more likely
among larger organisations. For example, one was reported to have
initiated a program for workers who needed to update their computer
skitls by providing them with home computers at minimum cost.
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Education and training provided by one organisation, (in mining)
included payment of up to $500 for workers' reskiiling {eg to secure
licences for forklifts, trucks, cranes) access to their job centre
(providing training in job search skills, interviewing techniques,
resumes and how to adjust to a change in lifestyle) and facilities such
as providing Internet access to the job market.

Another, a steel manufacturer, provided workers with a 13 week career
transition program that involved education and training for a new job
on full pay. This employer aiso forged partnerships with educational
institutions and paid half fees for workers interested in re-training at
these institutions. Ongoing seminars in small business were also
provided, as was a two day program designed to assist workers in
coming to grips with their situation and which was an introduction to
the 13 week program.

Keys Young, Ofder Workers and Education and Training : Final Report. NSW Board of
Vocational Edueation and Training, September 2000
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Mature Workers
Program and
TAFE training -
Their experience
with mature
workers

B

Trainers may also require professional development in training mature
workers so that they can gain a better understanding of mature workers'
needs and the barriers and fears they may face, how to motivate clder
adults and how to put them at their €ase in a new learning environment.

Some trade unions have successfuily advocated for the inclusion of
training and recruitment measures in agreements with employers, to
rectify the disadvantage experienced by mature workers. They can also
assist their older members advocate for access o training and career
development advice and recognise the need for traditional career
development patterns to change.

Iniernational hest practice
on mature workers and training

* recognising the importance of life long learning

e tailoring training to the iearning styles, need and existing skill
level of mature adults

e fostering a learning climate and ethos in the workplace

* positioning training firmly in the context of the needs of the local
labour market '-

e collaboration between key stakehofders such as training
institutions, government, trade unions and employers

o early intervention preferably oceurring before the worker is stood
down

e linking mature workers existing skills and experience with the new
skills to be acquired

« applying new skills and knowledge to the workplace as the new
skills and knowledge are acquired.

Keys Young, Older Workers and Education ond Training: Finaf Report. NSW Board of
Vocational Education and Training, Septernber 2000

A 1998 report by TAFE highlighted some effective training strategies
used by some TAFE colleges and other training providers".

The most highly appreciated benefits of the training provided to mature
workers were increased self confidence and self esteem. Other important
aspects of the training included:

s offering work experience

« teaching learning skills




* assisling workers come to a better appreciation of their skills and
experience, works options and educational opportunities

* improving interpersonal communication skills (especially for those
from non-English-speaking backgrounds)

® courses tailored to individuals’ literacy and numeracy

* courses offering access to computer skills

Intensive specific full time courses may be inappropriate or impossible
for many mature age students, for whom education can prove very
traumatic. The provision of a range of part time courses can give partic-
Ipants an oppartunity to try different subjects, to see what they are good
at and enjoy, plus time to gain information about realistic options and
to establish goals.

Several Mature Worker Program providers report that mature age men
prefer individual job-seeking advice rather than longer group sessions.
The Adult Basic Education section of a TAFE coliege reported that mature
age students from non-English speaking backgrounds tend to come into
the courses wrth set ideas about their abilities or lack of abilities and an
important part of the course is to broaden their understanding of their
ability to learn.

Small group English language and literacy and sessions for mature age
women of non-English speaking background, many of whom have not
maintained or developed their writing skills since leaving school, have
proved valuable. Such students, men and women, often say they see
TAFE as a poor option as they do not believe they have adequate literacy
and learning skills to cope with TAFE levels of training.

Courses that combine vocational aspects and the relevant English
language skills (eg Introduction to Child Care/English for Special
Purposes) are popular, and more such combinations may be valuable
over wider vocattonal areas.

The Adult Basic Education section of one TAFE college reported that
continuous enrolment at any time of the year and flexible delivery
options including on Saturdays and weeknights helps cater for the
complex needs of mature age workers.

In rural areas training providers have provided self paced training
packages to make it easier for students without transport who then need
make fewer trips to the training centre. The cost of training courses will
be a factor for unemployed mature workers. The fact that courses
offered through Mature Worker Program providers are free contributes
to their successful take-up by unemployed mature workers, who may not
be able to afford to pay the fees associated with TAFE courses.

Mature age students
from non-English
speaking backgrounds
tend to come into the
courses with set ideas
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Flexible work practices, job
redesign and phased retirement

THERE are relatively few reports of companies setsing out to offer
flexible work practices specifically in order to retain oider workers, or to
facilitate phased retirement. However, some companies are coming to an
increasing realisation of the importance of flexible work practices in this
regard.

Flexible work practices of particu'ar relevance to mature workers
include:

o shorter working hours or part time work
* job sharing

 increasing unpaid leave

o leave for carer or family responsibilities.

The redesign of jobs and of equipment o cope with gender differences
(in for example physical strength), may have the added advantage of
enabling both men and women 10 work for longer.”

The chance to move to jobs with recuced pay and responsibilities rather
than leave the company or retire altogether may be an attractive option
for some mature workers, and for their employers it means they do not
suddenly lose total access to the person's skills, networks and experience.
These are sometimes called 'bridge jobs. During this pre-retirement
period, it may then good make sense 10 involve such employecs in
mentoring and coaching of younger staff and other strategies to take
advantage of mature employees’ often wider and more in-depth
knowledge of the company.

Some companies re-employ ‘retived professional employees on a
different basis than previously, usually on a contract basis. For employees
in defined benefit superannuation schemes in which entitlements are
based an final salaries, re-employing peopie on contract basis may offer
a way of not affecting their superannuation.




1

Zjexible work options/phased retirement

Faced with the need to cut staff costs, and having decided to concen-
trate on 55-60 year olds, IBM in Belgium set up a separate company
called SkillTeam which re-employed any of the early retired who
wanted to go on working up to the age of 60. An empioyee who joined
SkillTeam at the age of 55 on a five year contract would work for 58%
of his time, over the full period, for 88% of his last 1BM salary. The
company offered service to 1BM, thus allowing it to retain some of the
intellectual capital it would have lost.

Similarly, Ford in the UK contracts work out to Ford professionals who
have retired. They continue to work on a semi-retired basis and Ford
continues to tap intc their skilis and experience.

Anon, Ageing workers: A fuil iife, The Economist, Sep 4 1999
Access Economics Pty ltd, Popuiation Ageing and the Economy Commonwealth
Department of Health and Aged Care; Canberra, 2001

Maintaining corporate expericence

Several UK companies are realising the benefits of retaining access to
the experience and skills of older workers. Examples include:

* (Cadbury which has started to re-employ recently retired sales
managers on short term contracts and sending them to Eastern
Europe to provide advice on establishing confectionery operations.
They alsa use mature workers in the training, coaching and
mentoring of less experienced staff, at both management and
shop floor levels.

* Prudential instituted more balanced practices, having found that
sacking of workers aged 45 and over had fed to some loss of
product knowledge.

Australian Employers Convention, The Human Resource (osts and Benefits of
Maintaining an Age Balonced Workforce, Melbourne, 2007




Other strategies

AS HAS been noted earlier, mature workers can be at a time in their life
when they have caring responsibilities towards parents or other older
family members [possibly on top of responsibilities for younger
dependents). A number of employers provide assistance to their
employers in such situations, in the form of information and advice (eg
eldercare kits, guides, access to telephone based information) or in the
form of eldercare centres. Some major overseas companies, for example,
IBM and American Express, are reported to have eldercare centres.

As examples of the former, the NSW Roads and Traffic Authority has an
Aged Care Referral Service for staff with older relatives and the
Department of Fair Trading has an Elder Care Information Kit for staff.




Labour market programs for
unemployed mature workers

IN MOST Australian states and in other developed countries there are a
range of government supported iabour market and relcted programs,
usually run through community organisations or local government. They
typically offer one or more elements of the following:

* subsidies to employers to recruit unemployed mature workers
* training (organised or provided, or training grants or subsidies)
* counsefling and assistance to individuals in jobseeking et

* job matching schemes, job fairs, introductions

* work trials

* assistance for mature workers to set up small businesses and become
self-employed

* skills recognition

* campaigns to change employer and employee attitudes towards
mature workers.

The first major program of this kind in Australia was the NSW Mature
Workers Program, established in 1989. The Department of Education and
Training funds 46 projects through community organisatians across the
state. They provide assistance to people over 40 who are unemployed,
retrenched {or about to be), mid life career changers, early retirees or
people returning to the workforce with:

* job search and interview skills

* career path and training advice

* building self confidence

® access to training courses (and a training coupon of up to $200)
* finding suitable job vacancies

* work experience placements with employers

Participants must not be receiving Intensive Assistance andfor Job
Search Training services through Job Network. This is an unusual feature
as similar programs elsewhere {including Job Network) tend to be open
to people with low incomes and assets only. As a result mature age




Public policies -
some examples
from overseas

people may have to wait until any savings they have are exhausted
before they become eligible for labour market assistance.

For more information on the NSW Mature Workers Program and related
schemes in Victoria, Queensland, South Australia and Western Australia,
see www.det.nsw.edu.aufeas/mature/ and the Committee on Ageing’s
companion publication, Too Young to Go: Mature age unemployment
and early retirement in NSW.

IN A recent review of public policies in Austraha, the USA, France,
Germany, the Netherfands and the Nordic Countries, Taylor summarises
the main public policies that target older workers as follows:

Comprehensive policy on the employment
and retirement of older workers

Programs of research and development
on the issue of age and empioymant

Pension and social security reforms aimed
at encouraging later retirement

Age discrimination legislation and/for
abolition of mandatory retirement

Awareness raising campaigns among
business and the general public

Labour market programs targeting
older workers

Support to employers, for example, advice
and guidance or employment placements

Wage subsidy and other incentive schemes

Finland

Finland, Germany,
Norway

France, Germany,
MNordic countries,
Netherlands, USA

Australia, Finland,
USA

Australia, USA,
Denmark, Finland,
Germany,
Netherlands, Norway

Australia, Finland,
USA

Australia, Nordic
countries, USA

Australia, Denmark,
Finland, France,
Germany, Netherlands

Taylor P, Comporative poficy cpproaches towords older workers: A report for
Scottish Enterprise, Open University Business School, June 2001




California’s Senior Worker Advocate ClTice
in the Employment Deveiopment Department

The aims of the Senior Worker Advocate Office are to improve employ-
ment and training cpportunities for workers aged 40 and over to raise
public awareness of the issues and problems that confrant mature
workers. The office works directly with the public and private sectors
to increase mature workers' access to employment opportunities.

Major activities:

* Promotes coordination and cooperation among agencies and
organisations providing employment information, recruitment,
training and placement services for senior workers.

* Provides infermation to employers, job applicants and various
public and private agencies regarding employment of senior
workers.

» Develops and distributes educational materials relating to the job
abilities and job needs of senior workers.

® Sponsors an annual statewide awards program to acknowledge
outstanding individuals and organisations contributing to the
employment of senior workers.

* Maintains liaison with other states' similar offices.

Employment Development Department, Senjor Worker Advocate Office Fact Sheet, State
of California, http:/fwww.edd.ca.gov/de8714ss.pdf (04/09/01)




UX New Deal 50 Plus

This is a relatively new national labour market program for people aged
50 and over who have been out of work for six months or more. Its
main components are one-to-one job search suppcrt, an employment
credit (wage top-up) for one year and a training grant. Participation is
voluntary.

Unusually for wage subsidy programs, the employers are not informed
that participants are receiving the wage top-up.

Some preliminary evaluation, based on interviews with participants,
found that many saw the employment credit as an incentive to take
low patd jobs. In areas of low wages some saw it as enabling them 1o
afford to go to work, or to take on a low paid job as a transition to
something better. Others who had obtained a highar paid job relative
to their expenses or who were partly supported by 3 partner, saw it as
boosting their seff esteem. It alsc helped with transitional costs and
enabled them to pay off debts incurred while unemployed.

The employment credit was least attractive to people where the cost of
living was high, for individuals with more fixed ideas of the type of
work they would accept or who were facing more severe barriers to
employment. The take up of the training grant has been very low.

A second preliminary evaluation conducted with Employment Service
staff found that certain aspects of the program were highly valued -
the simplicity of the program (eg simple eligibility criteria and modest
paperwork requirements), its voluntary nature which helped build
productive relationships with clients and a national advertising
campaign at the start of the program. The year long duration of the
credit was Jong enough to make clients take it seriously as offering
them a prospect of finding their feet again in the labour market.

Kodz J, Eccles J Evaluation of New Deal 50 Plus, Institute of Employment Studies Report
ESR70 and ESR68 , March 2001 www.employment-studies.co.ukfsummaryfesr70sum.bitml




MNorway's All-out EiTert Plan for Older Workers

This aims to support changes to working conditions and personnel
policies that increase the attractiveness for workers and companies of
prolonging working life. The intention is to initiatz co-operation
between all relevant parties at the national, regional and local levels,
and to stimulate senior policy activities within each organisation.

The Plan includes:

* Active dissemination of infgrmation and good practice through
key organisations.

¢ Jloint projects with enterprises to, for example, pilot activities and
models in the areas of management, work organisation, job
design, competency development, company culture, and attitudes.

¢ Conferences for target groups, for example, managers.
* Training of trade union representatives.

* Funding to finance the use of consultants by companies that want
to implement age-aware HR policies.

* Funding for concrete measures within companies.

* Encouraging older workers to participate in educational programs
and training.

* Exploring the teaching of age-aware human resource manage-
ment and how this can be increased.

* A handbook on age-related human resource management for
managers, supervisors and union representatives.

¢ Education campaigns to raise general public awareness of issues
surrounding age.

Adapted from Tavlor P, Comparative poficy approoches towords vlder workers: A report
for Scottish Enterprise, Qpen University Business School, June 2001

http:/fwww.scottish-enterprise.com/fresearchdocsfolderwarkers.pdf




Further resources

More about the henetits and costs

e Australian Employers Convention, The Human Resource Costs and
Benefits of Maintaining an Age Bolanced Workforce, Melbourne, 2001

A website of clearly presented goed practice
information and advice for employers

« Queensland Department of Employment and Training, Mature
Workers Wage Subsidy - Experience Pays Progrum: Information for
fmployers
http://www.cmployment.qld.gov.au/labourlmaturelmdex.htm

Guides Lo good practice

¢ Premier's Department New South Wales, Mature Workfarce: Policy
and Guidelines, NSW Public Sector Management Office; Sydney 1998

e Work and Family Unit, Department of Employment, Workplace
Relations, Guide to Issues for Older Workers. Department of
Employment, Workplace Relations; Canberra, 1999

o Walker A, Managing an Ageing Workforce, A Guide to Good Proctice,
Office for Official Publications of the European Communities;
Luxembourg, 1998
http:/fwww.eurcfound.ie/publications/EF9865.htm

Comprehensive descriptions of infernational
practice and policy approaches {including
Australia)

» Taylor P, Comparative policy approaches towards older workers: A
report for Scottish Enterprise, Open University Business School, June
2007
http://www.scottish-enterprise.comlresearchdocs{oiderworkers.pdf

o Taylor P, Tillsley C, Beausoleil J, Wilson R, and Walker A, factors
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