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Dear Ms Morton

INQUIRY INTO PLANNING FOR RETIREMENT 

Thank you for your letter of 5 February 2003 inviting submissions to the Inquiry into Planning for Retirement.  I apologise for the delay in responding.

Please find attached the submission from the Department of Education and Training.  
I trust the Inquiry will find this material helpful.

Yours sincerely

PAUL ALBERT

DIRECTOR GENERAL

Att.

SUBMISSION FROM DEPARTMENT OF EDUCATION AND TRAINING 
TO SELECT COMMITTEE ON SUPERANNUATION
INQUIRY INTO Planning for retirement

The Western Australian Department of Education and Training has provided the following information for consideration by the Select Committee on Superannuation.  In responding to the above Inquiry, the Department has addressed the terms of reference from a vocational education and training and employment perspective.  
(a) The effects of ageing on workers productivity
The common view of the effects of ageing on workers productivity is that productivity rises until a worker reaches their mid fifties when productivity peaks, then diminishes over the remaining lifecycle.
Most empirical evidence however, suggests that productivity declines little with age.  Research shows that the quality of work improves, turnover rates fall and worker loyalty, work ethic and reliability increases with age
.
(b)  The continuing relevance of the concept of a fixed retirement age
Moderate growth in the working age population, alongside the concurrent ageing of the population, will ensure the increasing irrelevance of a fixed retirement age over the next two decades.
According to Access Economics,
 over the last decade the working age population in Australia, historically defined as persons aged 15-64 years, has grown by approximately 170,000 persons each year.  Access Economics forecasts that in the decade 2020-2030 the working age population will increase by only 125,000 persons, or by approximately 12,500 each year.  As the proportion of younger people available for work declines, older people of working age will become a major source of skilled labour to meet industry needs.  Economic growth is driven by both rising productivity and growth in the workforce; continuing with the concept of a fixed retirement age will have significant implications for the economic welfare and social prosperity of Australians.  
The European Union has recognised the economic benefits and value of retaining mature people in the workforce as a way of maintaining skill levels.  A range of strategies have been implemented to increase the employment of mature age workers.  This has included new retirement regulations, information campaigns to promote and place older workers, incentives for employers and early intervention programs to prevent mature age long-term unemployment.  The United Kingdom has introduced ‘Third Age Apprenticeship’ to up-skill mature age job seekers in skill shortage sectors and to encourage employer recruitment and training. 

(c) The potential to encourage progressive transitions from work to retirement, including through possible new benefit access and contribution arrangements, and part-time work
Since 1996, the Public Sector Management Office in Western Australia has undertaken a great deal of research to investigate the feasibility of introducing a scheme to encourage public sector employees to gradually retire from State Government employment in the State.  The research has explored some of the issues associated with flexible work options and phased retirement schemes and examined the constraints associated with introducing a phased retirement scheme for the Western Australian public sector.  The research found the availability of superannuation, workers compensation and the readiness of public sector employers to implement these schemes as potential barriers or obstacles.

In April 1997 the Office of Senior Interests in Western Australia released a discussion paper , Time On Our Side which highlighted a number of problems faced by older people in the community.  In relation to employment matters the paper discusses how older people can be encouraged to remain in the workforce.  The research suggests that more flexible working arrangements would provide the incentive for older workers to remain in the workforce longer and that work practices such as working from home and phased retirement should be considered.

(d) Any scope for older workers to access their superannuation to finance retraining to continue work that is more suitable to older people
While the Western Australian Department of Education and Training is unable to comment on the scope for older workers to access superannuation funds to finance retraining, it wishes to discuss issues relating to retraining matured age people and describe the strategies developed by the Department of Education and Training to assist matured aged people to re-enter or remain in the workforce.  
The Department of Education and Training has conducted much research into the changing nature of the workplace and examined the implications for the training needs of an ageing population.  The nature of the jobs created in recent years are of particular concern.  Over the six pear period to 2002, 54% of all job growth in Western Australia was in part-time jobs in service industries.  Service industries employ higher than average proportions of people from more vulnerable segments of the labour market, including women, young people and migrants, and offer less job security, lower rates of pay and conditions compared to employees in other industries.  Importantly, evidence exists that service industries, in particular the retail sector, offer fewer formal training opportunities for their workers.  In this context, the Department of Education and Training is responding through targeted training and employment strategies which facilitate upward labour market mobility for vulnerable segments of the labour market.
It is further evident that, to date, training for older workers has been traditionally underutilized by employers.  To attract and retain mature age workers in a tightening labour market, employers will need to consider a range of innovative strategies.  Access Economics suggests employers should:

· introduce more flexible work practices;

· apply innovative recruitment practices;

· recognise the value of older workers;

· provide retraining opportunities; and

· encourage later retirement.

It is of concern that for the 55-65 age cohort, the overall labour force participation rates for men have been falling over the last two decades, while the rates for women, though starting from a low base, have been rising.  There is considerable scope for governments and business to develop strategies to encourage individuals in the 55+ age category, and in particular women, to remain in or re-enter the workforce.  In this context, upskilling and retraining opportunities for mature age workers has increased in significance in recent years and will continue to.  The Department of Education and Training has developed a number of relevant strategies.
· The Department of Training’s Profit from Experience program acknowledges that mature age workers, defined as aged 45 and over, have extensive skills/knowledge and experience to contribute to the workplace and to society.  The program is designed to help support mature age people to re-enter the workforce and enable employers to profit from the skills, knowledge and experience of mature aged people.  The Profit from Experience program provides:
· a network of support officers providing personal assistance and advice;
· assistance to equip mature age people to return to work;
· assistance to identify and explore suitable work options;
· formal recognition of current skills; and 
· grants to eligible individuals to gain specific skills. 
· The Access component of the Department’s Competitively Allocated Training (CAT) program aims to increase opportunities for people under represented in vocational education and training and improve pathways into further training and/or employment.
· The First Click computer literacy fund was established to provide learning materials and grants to community groups to run computer training sessions, targeting particular groups in the community, such as the matured aged.
· The Department offers a number of support services through its Building Diversity in Vocational and Education Training and Employment Framework.  The framework provides funding for specifically designed programs and services, removing systemic barriers which may impact on participation in vocational education and training and employment. 
· The Skills Recognition policy formally recognises the skills and experience people have gained through work/life experience and informal training in the workplace.
· Mature aged people historically undertake a higher proportion of Adult Community Education (ACE) courses than younger Australians.  ACE courses assist mature aged people develop skills/knowledge and the confidence to adapt to changing values and technology. 

� The Network Economists Consulting Group, presentation to the Business Symposium 2002.


� Population Ageing and the Economy (2001)






