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From: The Australasian Centre on Ageing

To: Houseof RepresentativesEmployment and Workplace Relations Committee

Background: This submissionrelatesto theinquiry bytheHouseofRepresentatives

EmploymentandWorkplaceRelationsCommitteeon theneedto increaseparticipationin paid

work in Australia. Areasofparticularinterestin the inquiryaretheimpactthattheageing

populationwill haveonfutureeconomicgrowthandtheintergenerationalissuesraisedthereby.

The AustralasianCentre on Ageing (www.uq.edu.au/aca)was establishedin 2001 with the

supportoftheQueenslandDepartmentofFamilies(SeniorsInterestsUnit) andthe Universityof

Queensland.The Mission of the Centreis to increaseunderstandingand knowledgeabout

ageing,improvethepracticeof gerontology,and influencepublic policy at both the stateand

nationallevel. This multidisciplinarycentreundertakesa wide rangeof ageing-relatedresearch

andeducationin priority areas,with astrongfocuson communityengagementandconsultation.

Consistentwith ourMission,this submissionwill thereforeconsiderissuesrelatedto older

workers,in thecontextoftheenquiryTermsofReference,i.e. considerationof:

• measuresthatcanbe implementedto increasethelevelofparticipationin paidwork in

Australia; and

• howabalanceofassistance,incentivesandobligationscanincreaseparticipationfor income

supportrecipients.

Thebasicpremiseonwhichthis submissionisbasedis thattheaim mustbeto makepaidwork

attractiveto olderpeople,to ensurethattheyhavechoicessothatpaidwork is aviableoption,

not an onerousobligationandthatin orderto facilitatethis processthereis aneedfor attitudinal

changeatthe levelofsociety,employersandolderpeoplethemselves.

OLDER WORKERS

Therearetwo majorchallengesin relationto olderworkers

1. howto retainthoseworkersstill in theworkforcewho maybeconsideringretirement;and



2. how to encourageolderpeoplewhohaveretiredbut arestill relativelyyoungandhealthyto

returnto theworkplace.

Strategiesto Retain Older Workers

In line with theTermsofReference,strategiesto retainolderworkerscanbeconsideredunder

thethreeheadingsof assistance,incentivesandobligations.

Assistance: To encourageolderpeopleto remainin theworkforceit will benecessaryto focus

on skills enhancement,financialcertaintyandflexibility, asfollows:

• Providetailored,well-designedworkplacetraining, includinguseoftechnology,to ensure

thattheskills ofolderworkersremainup-to-dateandappropriateto theneedsofthe

workplace,which in turngivesolderpeopleincreasedoptionsandrealchoices;

• Makepart-timework availablewithoutthis impactingon superannuationorotherretirement

income;

• Encourageflexibleworking arrangementsto accommodatetheneedsof olderworkerscaring

for frail ordisabledfamily members.It mayalsobepossiblein largeorganisationsto setup

aform ofday-respitecloseto theworkplace(ashappensin somecompaniesnowin relation

to child care)to enabletheolderworkeraccessto theirfamily memberduringtheday,

shouldthisbenecessary;

Forbothpart-timeandflexible work arrangements,optionswould ideallyincludethetime of

day, thenumberofhoursand/orthenumberofdaysworkedperweek.

Incentives:As life expectancyincreases,fmancialsecuritymaybecomeamajorissuefor

peoplewho havenotplannedfortheirretirementincometo lastfor an extendedperiodoftime.

Additionally, asenseofself-worthis oftentiedto work-relatedroles. Incentivesto retainolder

workersmaythereforeinclude:

• Provisionofaccurateinformation to ensurethat peoplehavearealisticexpectationofhow

muchretirementincometheywill needto maintainareasonablestandardofliving, andhow

longtheywill needto continueto work to achievethat. Thismayinvolve workplace-based

financialcounselling.



• Continuationoftheprovisionofabonusfor eachyearpastretirementagethattheperson

staysin theworkforce(currentgovernmentpolicy).

• Provisionof taxincentivessothatpeopleaboveretirementagearetaxedatamarginalrate

for ahigherlevel of income.

• Recognitionandacknowledgementoftheskills andbothcurrentandpastexperienceofolder

workers,andwork to promotetherecognitionofthatwithin corporatecultures,including for

olderworkerswho chooseto workpart-time.

• Encourageamentorrelationshipbetweenolderandyoungerworkers,to engenderrespect

amongyoungerworkersfortheskills andexperienceof olderworkers,to ensurethat

corporateknowledgeis not lost andto provideavaluedrole for olderworkers.

Obligations: Caremustbetakento ensurethatanypoliciestargetingolderworkersdo notover-

emphasisetheissueofobligation,or includepunitivemeasuresthatwouldmakeolderpeople

who chooseto retire feelguilty for doingso. Forolderpeoplethe issueofmutualobligationis

notasclear-cutasfor youngerpeople.Manyolderpeoplehavealreadyworkedhardand

contributedto societyformostoftheirlives, sothattheobligationmaywell exist from societyto

themandnot theotherwayaround.Theymayhavebeenlookingforwardto atimewhenthey

cantaketheirwell-earnedretirement. If life circumstanceshavenot allowedthemto providefor

theirown retirement,theyhavearight to expectcommunitysupportratherthanbeingmadeto

feelthattheyareunderanobligationif theyreceiveapension.However,it is probablethat

manypeoplein theoldergenerationswouldbepreparedto spendan agreednumberofhoursper

weekin thepaidworkforce(perhapsto be averagedacrossayearto allow for extendedvacation

time orto meetextendedcaringconmiitments)if it couldbeclearlydemonstratedto themthat

thecommunitywouldotherwiseexperiencegreatdifficulty, financiallyand/orin nothavingstaff

to fill essentialpositions. Thiswould requirebothcommunityeducationandtransparencyof

fundingallocations.

Strategiesto EncourageOlder Peopleto Return to the Workplace:

Strategiesto encourageolderpeopleto returnto theworkplaceneedto be aimedin two

directions:thefirst is in changingattitudesin theworkplaceandin thebroadercommunity;the

secondis identif~ringwhatmightmotivatean olderpersonto wantto returnto theworkplace.
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1. Changing attitudes: Studiesin Australia (Steinberget al, 1994)andoverseas(BBC News,

2003)havefoundthat amajorimpedimentto workforceparticipationby olderpeopleis

negativecommunityattitudes.Thesemayexistin relationto:

• employersandotherworkers,who assumethat anolderpersoncannotperformtherequired

tasks,withoutprovidingtheapplicantwith anopportunityto demonstratehis/her(existingor

potential)skills; and

• thewidercommunity,where,until recently,olderpeoplewho (voluntarilyorotherwise)

retiredfrom theworkforcewereoftenmadeto feel guilty if theywantedto returnto work, as

theywereseento betaking ajobthatayoungerpersonneeded.(A recognitionofthe

impendingdearthofyoungerworkersis slowly enteringthecommunity’scollective

consciousness,but thereis morework to do in this area).

• employmentservices,whichhavebeenaccusedof “screeningout” olderapplicantswithout

evensendingthemfor interviews. (Note however,that anumberofrecruitmentcompanies

rejectthis assertionandclaimthattheyrefercandidatesaccordingto a givensetofselection

criteriafrom thecompanies).

Inrelationto thelatterpoint,wesubmitthatit is unhelpfulto pit suchgroupsagainsteachother

andthatgovernmenthasamajorroleto play in encouragingsuchgroupsto worktogetherto

addressnegativestereotypesandnegativeattitudes.

It is alsoimportantto addressnegativeattitudesheldby olderpeoplethemselves,whomayhave

“takenon” society’sattitudesandbelievethattheyare“too old” to work.

Educationofthegeneralcommunity,andinparticular,employmentservices,humanresources

managers(in largercompanies)orowners(in smallcompanies),is requiredto dispelnegative

mythsaboutthecapacityofolderpeopleto contributeto theworkplace,and/orthatanolder

workingpersonis deprivingayoungerpersonof work.

As researchhasshownthatmanyemployersandemployeesconsidersomeoneto be “anolder

worker” asearlyasage45 (Steinberget al, 1994),it will alsobenecessaryto monitor whois

offeredearlyretirementpackages,or is maderedundantwhena companydown-sizes.

It is oftennecessaryfor governmentto leadthewayin changingattitudesandthishasbecome

apparentin relationto olderworkersin Australia. Until recently,olderpeoplewereencouraged



to retireearly,allowing youngerpeopleto takethosepositions;governmentemploymentand

financialsupportpolicies reflectedthis attitude. Whetherintendedorotherwise,oneoutcomeof

this wasapositiveimpactonunemploymentfigures,astheolderworkerswouldoftennot

registerfor furtheremployment.Newpolicies,suchasthebonusreferredto above,arenow

beingdirectedat retainingolderworkersin theworkforce. However,theunionmovementis

watchingthissituationverycloselyto ensurethatpeoplearenot preventedfrom retiringby

restrictingaccessto theirsuperannuationandotherbenefits(WalkerJ,CourierMail, 9/8/03). In

particular,caremustbe takenin relationto anyproposalsto increasetheageatwhichapersonis

eligible for anagepension.If this occursthereis adangerthatthosewhowill suffermostwill

beolderworkersin poorlypaidandunsatisfyingjobs,astheyarealsolesslikely to have

superannuationatahigh enoughlevel to givethemtheoptionofearlyretirementandof

supportingthemselvesuntil theyreachpensionableage.

Governmentsinternationallyarenow dealingwith workplaceagediscrimination. Newproposals

in theUK for tacklingagediscrimination,whichstemfrom aEuropeanUniondirective,are

“designedto outlawageistadvertisingandworkplacepractices”(BBCNews,7/3/2003). While

agediscriminationhasbeendescribedasthelastbastionof discrimination,it is moredifficult

thanotherformsofdiscriminationto defineandmonitor.

Major companiescanalsotakeaproactiverolein dealingwith theseissues.Forexample,“In an

effort to maintaintheknowledgeandexperienceoftheirworkforce, Fordin theUK contractsout

work to Fordprofessionalswhohaveretired. This allowsthoseprofessionalsto entersemi-

retirement,while Fordtapsinto theskills andexperienceofthoseworkersthatwouldotherwise

havebeenlost” (JobsEast,1999,citedin PopulationAgeing andTheEconomy,Access

Economics,2001).

In Australia,anumberoforganisationsarerecognisingolderworkersasan opportunity. For

example,“WestpacBankexaminedits financialservicesandcameto theconclusionthat

customerswho needfinancialandinvestmentadvice,mostlyolderpeople,weremorelikely to

respondto peopleof theirownage”(WalkerJ,CourierMail, 9/8/03:27). A law firm in Brisbane

recentlyemployeda78-yearold femalesolicitorto work with theirolderclients.



Assistance:As outlinedabove,governmentcanassistwith changingattitudesbyproviding

communityeducation,by ensuringtheirownwork practicesarenotdiscriminatoryandby

monitoringworkpracticesgenerallyto eliminatediscriminatorypractices.A useful strategymay

alsobeto highlightcasesofolderpeoplewhohavesuccessfullyreturnedto theworkforce,

perhapslearningfrom theirexperiencesofwhatenhancedor impededthatreturn.

2. Motivation to returnto thepaidworkforce:Manyolderpeoplecontributesignificantlyto

thecommunitythroughvoluntaryworkwith family, communityandnon-government

organisations.Individual characteristicswill impactto someextenton theirwillingness,

and/orcapacity,to returnto thepaidworkforce. Theseinclude:

• healthandfunctionalcapacity;

• feelingsofself-efficacy(someolderpeoplewhohavebeenoutoftheworkforcefora

numberof yearsdoubttheirown ability to dealwith currentrequirements,includingnew

technology);

• currentandpotentialfuturefmancialsituation;

• in somecases,workexhaustion(e.g.,manypeoplewhoarenow in theirlate60’s or70’s

startedwork at age14 andhavebeenworkingformorethan50 years,often inphysically

demanding— andpoorlyremunerated— areasofemployment);and

• relatedto thelastpoint,work motivation(if someonehasworkedfor a long timein an

unrewardingjob, haslookedforwardto retirementandhassufficientincometo makethat

areality,it is highlyunlikely thattheywill beeasilyconvincedto returnto the

workplace,andsuchchoicesmustbe respected).

Forthoseolderpeoplewho arephysicallyandmentallycapable,andwhowould consider

returningto thepaidworkforce,it is importantto explore,withwell-targetedresearch,whatthe

motivating factorswould beforthatto occur.

AssistanceandIncentives: Forthisgroupofpeople,assistanceandincentiveswouldbesimilar

to thoserequiredfor retainingolderworkersbutwouldneedto bemoretargeted.For example,

olderpeople’sclubs andothercommunityorganisationscouldbecontractedtoprovidefinancial

counsellingandskills retraining,andolderpeoplewhohaveleft work to carefor anotherperson

couldhavethatcarerecognisedasatleastequivalentto thehoursspentby othersin thepaid
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workforce. In addition,forthosewho havebeenoutofthepaidworkforce for anylengthof

time, additionalsupportmaybeneededto engendertheconfidenceto returnto aworkplace

whichmayhavechangedconsiderablyin the interim.

It is importantto notethat, in relationto bothretainingandre-recruitingolderworkers,thereare

someoccupationswherethephysicalrequirementsoftheworkmayhavebecometoo demanding

but this shouldnotautomaticallybe assumedto bethecase.Walkercontendsthatsmart

strategieswill offer olderpeoplework opportunitiesthat allow themto growanddevelopnew

skills (CourierMail, 9/8/03).

In summary,changesarerequiredatthe level of theindividual,theworkplaceandthe

community.

Impact of Policy Change

While policy changesto encourageolderpeopleto remainin, orreturnto, theworkforceareto

beencouragedbothfor thebenefitof societyandto offer increasedchoiceto olderpeople

themselves,it is alsoimportantto considerwhat someofthe impactsfrom changesmightbe.

Issuesfacingcountrieswhosepopulationsareageing,suchasAustralia,includethefactthat

someofourgreatestachievementsalsoposesomeof ourbiggestchallenges.Becauseof

improvementsin publichealthmeasures,healthcaretechnologyandaccessto treatment,

Australianstodayareliving longerthaneverbefore,andthemajoritywill remainreasonably

healthyuntil closeto the endoftheirlives.

However,aspeopleapproachtheendstageoflife, someof them,especiallyveryfrail older

people,will needadditionalcare. Suchcareis currentlyoftenprovidedin thecommunityby

familymembersandvolunteers,supplementedby communitynurses,GPsandalliedhealth

therapists.However,if thereis pressureon family membersbothto providefor theirown older

ageandto contributeto societyby participatingin, andstayinglongerin, thepaidworkforce(as

outlinedin theprevioussection)thismaymeanthat therearefewcarersavailableto providecare

in thecommunity. However,currentgovernmentpolicy is aimedatencouragingpeopleto “age

inplaceanddiein place”,with accessto residentialcareincreasinglylimited. In addition,many

olderpeoplealsocurrentlymakea significantcontributionto societyin an unpaidcapacityby

LI



providingcareto grandchildren,or to family memberswith disabilities,aswell asproviding

volunteerserviceformanyorganisationsandcommunityprojects. If theseolderpeoplereturnto

thepaidwork force,wherewill thecarersandothervolunteerscomefrom who currentlyhelpto

ensurethatourcommunitiesarefit placesin which to live?

References

BBCNews,Agediscriminationto be outlawed,7/2/2003(http://news.bbc.co.uk/go/pr/fr/-

/1/hilbusiness/3037150.stm)

JobsEast,1999,AustralianEmployerConvention,JobsEast,Victoria - cited in Population

AgeingandTheEconomy,AccessEconomics,2001

SteinbergM, NajmanJ,DonaldK, McChesney-ClarkG, MahonC. AttitudesandPracticesof

EmployersandEmployeesTowardsOlder Workersin aClimateofAntidiscrimination,

UniversityofQueensland,1994.

WalkerJ, Stop theSlide,CourierMail, 9/8/03:27


