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Executive Summary

The EEO Trust conducted an online Work and Age Survey in April 2006 to gather information to assist employers to recruit and retain the skills, experience and energy of older people. The survey explored what people want from work as they get older and what workplace conditions would encourage them to stay in paid work longer. It asked respondents whether their employer offered any retirement-oriented initiatives and explored perceptions of older workers’ strengths as well as their experience of age discrimination and intergenerational issues at work.

The survey was conducted in the context of an ageing workforce as baby boomers begin to reach the traditional retirement age. New Zealand is also sharing the world’s skills shortage which is forcing business to prioritise the recruitment and retention of skilled people. 

According to Statistics New Zealand, half the New Zealand labour force will be older than 42 in 2012 compared with a median age of 39 in 2001 and 36 in 1991. The labour force aged 65 years and over is expected to increase from 61,000 in 2006 to 102,000 in 2021.
 

This data signals the need to maximise the potential of older workers, continually upskill and train valued staff, effectively transfer knowledge, and plan for succession.

The EEO Trust Work and Age Survey was completed online by 6,484 people from 31 March to 24 April 2006. Most were aged from 45–64 years. These age groups were over-represented in the sample compared to the New Zealand population, indicating the topic of the survey was of most interest to these age groups, and also reflecting the targeting of publicity about the survey. 

Summary of findings

· Most retired respondents would like to still be doing some paid work.

· People are most likely to be encouraged to continue working past their expected retirement date by quality part-time work (66%) and flexible working hours (64%). 

· For most of those still in the workforce, the ideal transition from full-time work to retirement involves part-time work or more flexible hours. In contrast, those who are already retired mostly went straight from full-time work to full retirement. 

· Most of those still in the workforce either did not know whether their employer offered any sort of retirement planning or transition initiatives, or were sure they did not. The most common strategies were seminars on retirement planning, the ability to work part-time or flexible hours, and getting older workers to mentor new staff.  

· Those still in the workforce think the main factors that will affect their decision on when to retire are finances and health. For those who are already retired, health was a more important factor than finances. Employer-directed factors such as redundancy, lack of job opportunities, and employer attitudes to older workers also influenced the decisions of those who are already retired.

· The most highly rated strength older people bring to the workplace is reliability. Most people also agree that older people provide good customer service, have good communication skills, are committed to their careers, have skills in training people, show initiative, and are able to create a good atmosphere in the workplace. Respondents were less likely to agree that older people have good technology skills.

· About one in three respondents said they had experienced difficulties at work due to people being different ages. But only a minority (15%) said they would or might feel uncomfortable working for someone younger, or would not or might not employ someone older to work closely with them.

· About one in three respondents said they had experienced discrimination at work due to their age. People aged over 45 were only slightly more likely to report discrimination than those under 45.  

· People working in production/manufacturing industries were more likely than workers in other occupations to say they had experienced discrimination at work due to their age, followed by trades and technical workers.


· Age discrimination was mainly experienced in general attitudes, promotion opportunities, recruitment and salary level. Older people were more likely than younger workers to report discrimination in training, while younger workers reported more discrimination in salary and promotion.  

· Recruitment agencies are perceived as being more likely to discriminate on the basis of age than employers.

· Both older and younger age groups felt excluded and undervalued when they were in a minority in a workplace.

· Most people would like to retire before 65, but most expect to retire at 65 or later.

· Most retired respondents retired at 65 or later.

Survey findings

1.  
Who completed the survey

The EEO Trust Work and Age Survey was completed online by 6,484 people from 31 March to 24 April 2006. Most were aged from 45–64 years. These age groups were over-represented in the sample compared to the New Zealand population, indicating the topic of the survey was of most interest to these age groups, and also reflecting the targeting of publicity about the survey. 

Most respondents (84%) worked for an employer, while 9% were self-employed and 7% (435) retired. Nineteen respondents aged 75 or over were still in paid work while 297 of those aged 65–74 were still working. The older respondents were more likely to be retired or self-employed than other respondents, but most respondents aged 65+ were still in paid work.

The majority (78%) of the retired respondents said they would like to still be in the paid workforce; 82% of men and 76% of women. This cannot be generalised to all retired people, as the survey is likely to have attracted retired people who are still interested in paid work.

(See Appendix One for a fuller description of the survey sample.)
2.  
Why do people retire?

Finances and health are the main factors current workers think will affect their decision on when to retire. Women were more likely than men to consider health and caring responsibilities. There were no marked differences by age but those under 45 were more likely than those aged 65+ to be influenced by finances.

Other factors suggested by working respondents were, in order of frequency mentioned:

· Job satisfaction, interest, enjoyment

· Other interesting and challenging opportunities, e.g. travel, creative pursuits, voluntary work

· Partner’s employment circumstances

· Ability mentally and physically to still do the job

· Redundancy

· Contribution in workplace still valued

· Wanting to spend more time with family

· Job opportunities

· Redundancy

· Professional contribution still valued

· Need for mental stimulation/keep active.

While people who were still working thought finances would be the main factor influencing their decision on when to retire, retired respondents cited health as the most important factor in their retirement decision. Nearly half (49%) said they had retired for health reasons, compared to only 11% for financial reasons. A quarter gave “other” reasons than those listed, the main ones being:

· Redundancy

· Lack of job opportunities

· Employer attitudes to older workers

· Moved town.

Figure 1a:
Factors affecting decision on when to retire
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3.  
How would people like to retire?

Part-time work and more flexible hours were the preferred ways to transition into retirement with nearly half of respondents choosing these options. Nearly a fifth would prefer to move to a less demanding job before retiring and about 10% would like to either move to self-employment or go straight from full-time work to retirement.

Figure 3a:
Ideal transition to retirement
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Interestingly, retired people are more likely than current workers to have preferred to move to a less demanding job before full retirement. Those currently in the workforce have a stronger preference for part-time work or flexible hours during the transition.  
Figure 3b:
Ideal transition to retirement, retirees compared to workers
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Women had a greater preference than men for part-time work during the transition, with self-employment more preferred by men. Men were also more likely than women to want to go straight from full-time work to retirement, but very few of either gender did not want to transition, with flexible hours and part-time work being the preferred transitions for both sexes. 
People under 45 were more likely than those over 45 to prefer part-time work.  

Production and manufacturing workers were less likely than those in white-collar occupations to suggest part-time work or more flexible hours, and more likely to suggest moving to a less demanding position. Workers in trades and technical occupations were also more likely to mention moving to a less demanding position than white-collar workers. Flexible hours were more preferred by professional/managerial, trades and technical than by other occupational groups. Clerical, sales and service workers were most likely to prefer part-time work as a transition and least likely to prefer self-employment.

Figure 3c:
Ideal transition to retirement by occupation
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By far the most common transition suggestion made by respondents was the desire to move from paid work to voluntary work rather than to leisure activities or doing nothing. Others suggested various kinds of casual work opportunities like short-term contracts, project-based work, consulting work, working “when I feel like it” or “need some extra money”.

In contrast to ideal transitions, those who have already retired mostly did so directly from full-time work (46%). Working reduced hours prior to full retirement was the most likely choice and 17% had done this. Thirteen per cent had moved in and out of paid work for a period before retiring completely, and smaller numbers had moved to self-employment, worked at several part-time jobs at once, or downshifted to a job with less responsibility.

Figure 3d:
Actual transition by those already retired
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One in five noted other transition patterns, the most common of which were:

· Poor health forced retirement earlier than planned

· Made redundant

· Moved into voluntary work.

As with the question on transitions to retirement (page 8), health is emerging as a critical factor in the lead-up to retirement, suggesting that workplace initiatives related to health and wellness are likely to be increasingly important in retaining staff as the workforce ages. 

4.  
What work conditions would help people keep working?

Quality part-time work (66%) and flexible working hours (64%) were the two main options that current workers think would encourage them to continue working beyond their expected retirement date. Just over half (53%) said they would stay in paid work longer if they could take extended leave and return to work. Higher pay (42%) and being able to work from home (47%) were also chosen by just under half the working respondents.

“Other” conditions that respondents who were currently working said would encourage them to stay in paid work beyond their expected retirement date included:

· Challenging, interesting, varied work

· The ability to make a difference

· Having your experience needed and valued

· Less stress.

Retired respondents were also most likely to have been encouraged to stay in the workforce by greater flexibility and part-time work. They were more likely than the working respondents to list “other” reasons, of which the main ones were:

· Better health

· Better understanding and support of health problems by employer

· Suitable job opportunities

· Not being made redundant.

The impact of health is again a key difference between those already retired and those currently working. Other key differences are that the current workers are more likely to look for extended leave, higher pay, greater flexibility, and part-time work.

Figure 4a:
What would encourage older workers to keep working
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The main differences by gender were that men were more encouraged by contract or casual work, and women more by job sharing, part-time work, flexibility, higher pay, and the ability to take extended leave and then return to their job.

There were no real differences by age.

Analysis by occupational groupings showed taking extended leave was more likely to appeal to white-collar workers (professional, managerial, clerical, sales and service). Contract work appeals most to professional/managerial and least to clerical, sales and service workers. Part-time work, flexible hours, and working from home appeal less to production and manufacturing workers than others, but are still their main options.  

5. 
 What retirement initiatives do employers offer?

There has been some increase in retirement-oriented initiatives offered by employers but, according to the workers surveyed, the majority of employers do not offer anything. Seventy-one per cent of those already retired said their employers did not offer any retirement-oriented initiatives and 38% of current workers said their employer offered nothing. A further 25% didn’t know if their employer offered anything. Although younger workers were less likely to know what was offered (33% of those aged under 35), 21% of those aged 45–64 also did not know what was offered. 

The main initiatives offered by employers are seminars on retirement planning, part-time and flexible working options, and using older staff to mentor new staff, but these were mentioned by less than 20% of respondents.

Other initiatives mentioned by respondents were:

· Subsidised superannuation

· Access to information on retirement planning.

Figure 5a:
Employer initiatives for retirement planning
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Analysis by occupational groupings shows that those in production and manufacturing are most likely to say their employer offers no initiatives for retirement planning or transition. Mentoring schemes were most common in professional/managerial occupations. Flexibility and part-time work were least common in trades/technical and production/manufacturing.

Figure 5b:
Employer initiatives for retirement planning, by occupation
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6.  
When are people likely to retire?

The most popular age at which to retire was 60–64 (30%). This was followed by 55–59 (23%) and then 65–69 (16%). About 7% preferred to retire before 50 or over 70.

A closer look at the data shows that respondents aged under 45 were most likely to want to retire at a younger age with 51% wanting to retire before the age of 60 compared to 43% of those aged 45–54 or 65+, and only 36% of those aged 55–64. Men preferred to retire later than women; 27% of men would like to retire after 65 compared with 21% of women. There was no clear pattern by ethnicity.    

Production and manufacturing workers were less likely than those in other occupational groups to prefer to retire before 60 and more likely to prefer to retire after 65.

Figure 6a:
Ideal age to retire, by occupation
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People’s expected retirement age is older than their ideal retirement age. Over half (58%) expect to be at least 65 before they retire, but only 26% want to retire that late. Nearly three-quarters (73%) want to retire before 65, but only 32% expect to retire that early.  (See graph over.)
There is little difference in expected retirement age by age group or gender, and no clear patterns by ethnicity or occupation.

Figure 6b:
Expected retirement age by ideal retirement age
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7.  
When do people actually retire?

Retired respondents were most likely to have retired between 55 and 64 (58%). A quarter (25%) had retired at 45–54 years, and 10% had retired after 65. Women were more likely than men to have retired earlier, and men were more likely to retire after 65.

Figure 7a:
Age at which people actually retired
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8.  
What strengths do older people bring to work?

The main perceived strength of older people in the workplace was their reliability. Younger people were less likely to highly rate the strengths of older people in the workplace than older people themselves were, but more than half of all age groups strongly agreed that older workers were reliable.

Around 80% or more of respondents agreed that older people have all the strengths listed, except for technology skills, but just over half agreed that older people do have technology skills, with only 11% disagreeing. Younger people were less likely to agree that older people have technology skills.

The biggest differences in older and younger people’s perceptions of older workers’ strengths were for initiative and skills in training people. Only 68% of those under 35 thought older people had initiative, compared with over 80% of those aged 55+. Only 28% of those under 35 strongly agreed that older people have good training skills, compared with 41% of those aged 65+.

Figure 8a:
Impressions of strengths of older workers

[image: image13.emf]Impressions of strengths of older workers

0 20 40 60 80 100

Technology skills

Able to create a good atmosphere

Initiative

Skills in training people

Commitment to careers

Communication skills

Good customer service

Reliability

percentage

strongly agree

agree

neutral

disagree


9. 
What intergenerational issues emerged?

Twenty-nine per cent of respondents said they had experienced or witnessed difficulties at work due to people being different ages. There was little difference by age or gender, but Pacific Island respondents were more likely than other groups to report such problems (44%).

Only 6% of respondents said they would feel uncomfortable working for someone younger. This rose to 9% for those aged 65–74 and Pacific Island respondents, and 8% for Maori and “Other”, perhaps reflecting the different cultural traditions around respect for older people.

A large majority of respondents (87%) said they would employ someone older to work closely with them if they were in a management position. There was little difference by age or gender, but Pacific people were less likely to employ an older person than other ethnic groups were.

Figure 9a:
Intergenerational issues, by ethnicity
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Figure 9b:
Intergenerational issues by age group
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Respondents were asked for examples of intergenerational conflict. Their comments include:

· The younger woman “knew it all” and the older woman was not able to demonstrate her better knowledge without being somewhat “I told you so” in attitude. Also the same young woman was not able to “muck in” in the office as her attitude was “it’s not in my job description”. Didn’t make for a good co-operative spirit.

· I was promoted into a leadership position at quite a young age, and other co-workers were also going for the same position, and this created a stress or conflict at work.

10. 
Who experiences age discrimination?

About one in three respondents (31%) said they had experienced discrimination at work due to their age. This was higher for older respondents aged 45+ (32%) than those under 45 (27%), but the difference was slight. Men (34%) were more likely than women (29%) to say they had experienced age discrimination in the workplace.  

Figure 10a:
Experienced discrimination at work due to age
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Analysis by occupational groupings shows those in production/manufacturing were most likely to say they had experienced discrimination at work due to their age, followed by trades and technical workers.

Figure 10b:
Experienced discrimination at work due to age, by occupation
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The main areas where age discrimination was experienced or witnessed were general attitudes, promotion opportunities, recruitment, and salary level. Other examples of how age discrimination manifested reported in open comments were:

· Bullying

· Being overlooked for interesting projects/activities

· Skills and opinions not valued/appreciated

· Comments about age. 

Older workers were more likely than younger workers to report discrimination in training. Younger workers felt more discrimination in the salary area and relating to promotion.

Men were more likely than women to report discrimination in recruitment and redundancy. Women were more likely than men to report discrimination in training and general attitudes.

The following graph shows how reported age discrimination varied by occupation.

Figure 10c:
Areas of age discrimination, by occupation
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Respondents’ comments on age discrimination indicate that:

· Both older and younger age groups felt excluded and undervalued when they were in a minority in a workplace.

· Both older and younger workers felt they missed promotion opportunities because of their age.

· Older workers were more likely to report feeling discriminated against in training and development opportunities and were more likely to report age-related harassment or bullying.

· Both older and younger workers felt they were discriminated against in the area of pay because of their age. Younger people felt they were paid less than those doing the same work or reporting to them. Older people felt younger people got jobs instead of them because they were cheaper to employ. Older people also felt they were underpaid because it was harder for them to get another job and felt resentful at being paid less than those they trained.

· Older workers are likely to perceive succession planning and age relativity initiatives as discrimination against them.

· Some older people feel they experience social discrimination at work, e.g. they are excluded from a culture that focuses on physical activity or alcohol consumption.

· Both younger and older workers perceive problems when managers are younger than those they manage. Younger people think older workers do not respect them and are not comfortable working for someone younger. Older people think young managers are threatened by older workers’ greater experience.

· Recruitment agencies are perceived as being more discriminatory than employers.

Appendix 1: Sample

The EEO Trust Work and Age Survey was completed online by 6,484 people from 31 March to 24 April 2006. Most were aged from 45–64 years. These age groups were over-represented in the sample compared to the New Zealand population, indicating the topic of the survey was of most interest to these age groups, and also reflecting the targeting of publicity about the survey. 

Women made up two-thirds of respondents. Although the NZ European ethnic group dominated, all other groups were represented, although numbers responding to many questions were too small for analysis by ethnicity. Different ways of classifying ethnicity make comparison with the New Zealand population complex (see footnote) but our sample is slightly high in NZ European while Maori, Pacific and Asian people are under-represented.

Sample characteristics (%)
	
	Sample
	New Zealand


	Age

	Under 35
	12
	36

	35–44
	12
	20

	45–54
	33
	17

	55–64
	38
	12

	65–74
	5
	9

	75 and over
	Less than 1
	7

	
	
	

	Gender

	Male
	37
	49

	Female
	63
	51

	
	
	

	Ethnicity

	NZ European/Pakeha
	80
	75

	NZ Maori
	8
	15

	A Pacific Island group
	2
	7

	An Asian group
	3
	7

	Other
	7
	6


Most people (84%) were in paid work for an employer, with 9% self-employed and 7% (435) retired. Nineteen people aged 75 or over were still in paid work, 17 of them for an employer, while 297 aged 65–74 were working, 250 of these for an employer. Older people were more likely to be retired or self-employed, but most respondents aged 65+ were still in paid work.

Employment status (%)
	
	Under 45
	45–54
	55–64
	65+
	Total

	Work for employer
	93
	82
	81
	77
	84

	Self-employed
	4
	11
	10
	14
	9

	Retired
	3
	7
	9
	9
	7


Most people were working full-time, with about a third working more than 40 hours a week. Part-time work increased from age 45, but long hours (more than 40/week) did not decline with age. Men were more likely to be working long hours, and women were more likely to be working part-time.

Hours worked in a typical week (%)
	
	Under 45
	45–54
	55–64
	65+
	Men
	Women
	Total

	Less than 30 hours
	8
	15
	18
	18
	9
	18
	14

	30–40 hours
	60
	52
	52
	47
	47
	56
	53

	More than 40 hours
	32
	33
	30
	35
	45
	26
	32


Respondents were predominantly working in white-collar occupations such as professions, management, clerical, sales and service.  

Professional/managerial occupations were over-represented compared to the New Zealand population and other groups were under-represented, except for clerical/sales and services which was close to the New Zealand proportion.  

Occupation (%)
	
	Sample
	New Zealand

	Professional/managerial
	46
	26

	Technical
	5
	11

	Skilled trades
	3
	8

	Clerical/service/sales
	31
	27

	Production/manufacturing
	2
	8

	Agriculture and fishing
	1
	8

	Labourer
	<1
	6

	Other
	13
	5


Appendix 2: Respondents’ examples of age discrimination

Older workers 

Want a younger person

· Not able to get an interview because of perception I was too old. Would like employers to interview on merit, not age.

· Didn’t doubt my qualifications, nor ability to do the job, but was looking for someone younger.

· At 35 I was told too old.

· Was told the position was given to a 27-year-old female because she was so much younger than me and as it was a sales position it was intimated she was a better look.

Organisations have/want a “young culture”

· At one job interview one interviewer opened the conversation by saying “We’re a young company with a young staff”. I knew immediately I would not be considered for the job.

· Ring for an interview, get asked your age, and get told “we are looking for someone younger as we are a fairly young team here”.

· Told by a leading law firm that I was too old for the team make-up. Another law firm asked applicant’s date of birth in their application pack to make sure they got the right mix of ages. Needless to say, I never got the job on any occasion.

· In a young office the culture is not very inclusive of older people.

Need to leave age off CV

· When I changed my CV and added an extra date which appeared to make me 10 years younger, I had two interviews within a week after 3.5 years of rejection letters.

· I was made redundant last year when I was 51. I now have another job; I did not include my age on my CV when I applied for this job.

Get short-listed on CV with no age on it, but rejected at interview

· Applied for a number of jobs with CV that did not show age. Always got quick response until I arrived at interview. Nothing further happened even when job was well within my capabilities.

· Mail a CV and covering letter without mentioning my age, immediately asked in for an interview and as soon as I walk into the room their looks and expressions and questions indicate they are just going through the motions.

· I managed to get to the final level of the interviewing system, and when the employers saw my grey hair and large build I was declined the position. It was a behind-the-scenes job, so I wouldn’t have to be seen by joe-public. I had passed all the processes except that one.

· I was told at the job interview that I was simply too old for the organisation, they preferred younger people. Older people don’t take direction from youngsters very well.

· Every job I have applied for recently seems to go to the younger person, even though I have the qualifications that they require. I make the short-list, but no further, and they do comment about my age.

Employers’/managers’ preferences

· Overt age discrimination in selection processes. I was on the selection panel twice when four people favoured an older candidate. We were overruled when we challenged the manager’s choice of a younger candidate who was clearly less experienced and less qualified.

· Employers do not like 40s and above people in the technology sector, even if the older people are more experienced, highly trained, disciplined, dependable, have better initiative, are more mature in problem solving and customer service than the younger people.

· Under the present CEO this place has had a policy to “encourage” older people to resign/retire. Young people apparently have new ideas, while older people are too set in their ways. This is rubbish – now we have a workforce full of people who know nothing about anything and they don’t stay long enough to work out what they are doing.

· I think older people are more forthright and younger bosses don’t tend to like that much; they want “yes” people.

· In general terms, advancement opportunities are harder to gain mainly due to younger management wanting a younger group to work with. The dinosaur syndrome is alive and well in the Public Service.

Being overqualified

· Openly stated that my qualifications and experience were a threat to them.

· I have found that in a number of interviews that the person doing the interview becomes less interested when they find you have more qualifications than them. In the case of agencies they do not seem very interested if you are older than 40.

· Having more experience and qualifications than those employing rendered me overqualified for the positions I applied for.

Younger managers threatened by older employees’ experience

· I felt that my younger manager felt somewhat threatened by my experience and thus did not give me the opportunity to apply for her job while on maternity leave.

· I have found younger managers do not like anyone older as they perceive them as a threat to their position in that perhaps an older person will show them up with their experience and skills.

· Older people tend to get bypassed because I believe younger managers feel threatened.

Promotion

· I was more qualified and experienced but on a higher rate. They told me I wasn’t qualified enough, but then promoted someone younger with no qualification or experience (on about half my salary) and paid for her training.

· No promotion for the over-40s.

· Younger staff promoted over more qualified and experienced older staff.
Told I was too old for promotion as the organisation was concerned with succession planning. I felt discriminated against.

Training and development

· Younger people are given the opportunities because supposedly they will work longer. Not being offered training offered to younger colleagues (wasted on me??), not being considered for promotion or short-listed for other jobs.

· Because of my age I am not allowed to go on some of the courses the younger ones go on.

· Tend to assume because I have been around a while I would not be interested in new training opportunities – tend to get offered to new younger staff.

· I have asked for training in my last three annual appraisals, but the training budget only goes so far. In my workplace there is certainly favouritism for some employees, and I feel that when it comes to allocation of training, for me age has an impact on the decision.

· Younger people are trained to become “managers/team leaders” whereas I’ve been doing the same job for 10 years and been to two computer “basic training” courses.

· The majority accepted for trainee locomotive engineers were under 45, even though many over-45s had more experience.

· Unspoken assumptions that I’ve done all the training I want to do. Unspoken assumptions that I am no longer interested in career development.

· Although I had previously held a management position, I was overlooked on a management training course as my employer thought I’d be “too tired” at my age to take on board the course.

Succession planning and age relativity

· Succession planning can isolate older workers from continued development and other opportunities. The theory of non-discrimination is not always followed.

· I was told by one employer a few years ago that they wanted to maintain “age relativity” in the workplace.

Pay and skills/experience

· New entrants to same role earning double my salary.

· They expected me to take less money because I was in my 40s, trying to tell me I was less adaptable and a slower learner because of my age, despite me showing daily the opposite.

· Salary increases are limited as employer is aware that changing job for me at my age would not be very easy.

· Being told that I had to train others to do my job even though they were higher paid than I was.

· While my manager has stated that my knowledge, experience and ability to train staff to do the job in the correct manner is invaluable, it seemed to be valueless when it came to wage movements. It appears that I am undervalued compared to the younger people I train.

· I feel the present business culture is overwhelmingly focused towards the bottom line and as such employers feel people of my age (with the generally attendant qualifications and experience) will automatically demand excessive remuneration. This is I believe a convenient myth and to an extent a self-fulfilling prophecy. In my case at least it is simply untrue.

· Passed over for promotion in favour of younger staff who are prepared to work for a lower salary.

· In my technical job younger people are started on higher salary than older people. Younger people are offered promotion before older people. Applicants aged over fifty are not considered for employment.

· The organisation underpays knowing that it is harder to seek new employment when you are in your mid-50s. Consequently they get more skills and experience for an unfair wage.

· “We couldn’t meet the salary expectations of a person with your experience”, but they never asked what my expectations were.

Ideas and skills not recognised

· Ideas and initiatives not being picked up on and run with as those of younger team members, where it is often said that the younger ones are the future of the organisation.

· If you have grey hair, in the opinion of some younger people you have a grey brain as well.

· The CEO did not recognise that his older and very experienced staff could and would have adapted to the changes he wanted to make. He was intolerant of debate and others’ opinions. Considered the older staff as technology-deficient when the reverse was the case.

· Boss ignored older members and gave training, increases and promotions to young strangers off the street.

· Being overlooked for jobs I already knew how to do then seeing young ones being trained and then given the jobs.

· Experience is seen as obsolete. Younger folk are shoulder-tapped for temp assignments – attitude of “we need to look forward therefore should disregard the past and all who were involved in it”. Worth of experience is not recognised in salary although older folk are asked to train the younguns and fix their errors for no recompense in salary or promotion prospects or anything else.

· I’ve worked for two different publishers where youth and enthusiasm seem to be valued over age, experience and knowledge.

· I do not believe my experience, commitment and skills are recognised or appreciated. I think that unless I agree with every initiative and change suggested or implemented then I am looked upon as a relic of the past. My senior managers are by and large younger people than me. I believe they need to appreciate the experience and opinion of their older colleagues a lot more than they do. I have embraced change as much as most people but my opposition to some changes has over the years proven to be absolutely correct, and said changes are now being reversed! Despite that there has been no shift in attitude of some younger managers, who are now taking credit for suggesting the said reversal of previous changes they implemented and which I pointed out at the time were unwise! I think younger managers should be educated in the need not only to appreciate the skills and experience of older staff, but find it within themselves to listen to them.

Attitudes

· Being referred to as old when I’m only 44 and the person saying this was 30.

· Attitudes from young new staff inclined to regard a very solid and experienced older (50+) group of colleagues as old fogies or has-beens.

· The company I work for openly encourage new recruits to ignore the “dinosaurs”.

· The younger generation tend to think you’re an idiot and don’t know anything.

· Supervisors assuming you are an idiot because you work in a junior position to them even though you may have years of varied work, and perhaps more importantly, life experience.

· Employers don’t believe that I still actually enjoy learning new skills and am quick to learn.

· There is a tendency to assume that once you pass 40 you can’t learn new things, it takes you longer to do things, that you are less adaptable, and less able to keep up with the demands of changing technology in the workplace. There’s also an assumption that the over-40s can’t hack the pace and that people of 50 should just quietly fade into the background. My personal experience is that I’m regarded as being past my prime and I feel it’s unlikely I will gain any further promotion.

· Belief by the organisation that you cannot relate to younger suppliers/staff.

· A perception that someone over 50 has less attitudinal flexibility and ability to adapt to change.

· CEO often commenting negatively on the older average age of some of the workers in my workplace.

· Being told I am past my use-by date.

· There is a tendency for some to assume you don’t know things prior to checking it with you, such as computer skills, assumptions you may not wish to do or be involved in things prior to being asked.

· That you can’t possibly keep up with younger people; that in IT you are a dinosaur; that you may not stick around (when the reverse is more true).

· My male boss (42) thinks that any woman over 40 should work behind closed doors so nobody can see her.

· Was told I was in “the twilight of my career” when I was only in my 40s.

· The general feeling seems to be you won’t leave however badly you are treated as no one else would employ you.

Bullying/harassment

· Boss making my life hell until I left. This was his way of getting people to leave. He told me in relation to other workers who he was doing it to.

· Was treated to bullying and sneering attitude by Chairman of the Board with whom I had to work closely.

· General remarks about senility and hearing loss – in a jocular sense, but too frequently to be harmless.

· Being told you are an old fart.

· I had a boss who was 33 and we got on really well when the other younger ones weren’t there. When they were, she tried to be one of them and they all thought it very funny to make me the butt of all their jokes, usually age-related. They all, but especially the boss, needed to grow up. It was very hurtful day after day.

· Bully tactics: not speaking, altering my work to make it appear as mistakes, finally realigning the position causing my redundancy.

Technology

· Misconception that older people do not understand technology. We invented it!

· I am currently doing part-time study in computers so am adaptable and always willing to learn something new.
Demotion

· Approaching 60 and having responsibilities/work duties removed/taken from me.

Redundancy

· Only those under 50 were retained.

· I was in early 50s and my boss was in late 20s. He made me redundant as he was frightened about my knowledge of how the company functioned.

· Made redundant while younger workers were kept on lower salaries.

Social and team activities

· All social activity for the young. Paintball, pool and beer drinking. 

· Was not included in a number of team initiatives. Team events often were unsuitable for someone older (e.g. very active sports days, drinking nights, drinking games).

· Left out going for coffee, social gatherings.

· Exclusion from invites to social events, pushed sideways. Corporate culture is younger, drinking, sexual and I do not feel welcome in it.

Recruitment agencies

· Recruitment agencies do the most discriminating. They politely go through all the motions and nothing is taken further. I have obtained all my positions through my own efforts and have even obtained work in areas that the recruitment agencies have turned me down on. If you can get to the person who is in the company looking for the employee, you have a much better show of landing a job. I speak from experience, having gone behind the agencies on two occasions when I have been turned away by them, and then getting the job.

· Past age 55 it seems impossible to get past employment agencies and get to the real employer.

· In most cases employment agents will not even consider a face-to-face interview due to my age.

· I have had personnel agencies tell me outright that there is no use applying for certain positions because of my age.
Younger workers 

Want someone older

· Interviewer said I’d be perfect for the job if I was older. I had all the qualifications and experience they wanted but they also wanted someone older than me to present them. Therefore, despite being “right on paper” for them, they would not employ me as I was too young.

· I have been blatantly told I didn’t get a job because I am too young and stakeholders may not immediately trust me as much as they would someone older. Although this is a valid point, I am competent, a fast learner and eager to get involved in new things and would certainly have done the job at least as well as someone older. I often face patronising tones from older colleagues, and a general sense that people are waiting for me to fail.

Older workers threatened by younger ones

· I felt the older workers felt threatened by us younger ones when we joined the department, by the way they treated us and their attitudes towards us, it wasn’t very receptive or welcoming.

· An older woman thought I wasn’t mature enough to take on a job with more responsibility. She later admitted to someone else that it was because she was jealous that I was fulfilling a potential at my age that she never did.
Older people won’t feel comfortable working under younger person

· You’re too young. You have the experience but you’re too young; older people won’t feel comfortable working under you.

· Older tradesmen don’t like taking instruction from younger tradesmen.

· The older age groups I have worked with resent younger people in management and are so set in there (sic) way (sic) that they are totally inflexible in there (sic) attitudes toward pretty much anything and are too proud/stubborn to ask for help with computer programs or general IT. One good thing is that older people have grammar (sic) skill (sic) which are much better than my age group and I often ask their advice when typing dictation/letters etc.  

Training

· Selected to go on training course, but older staff member complained that they should have been selected because been in job longer, so my placement was retracted.

Promotion

· Felt I was considered too young for promotion to management.

· Even though I carried higher qualifications than others I was held back on an internal promotion at the last company I worked for because I was “only in my early 30s” and therefore deemed too young for upper management.

· It seems the old boys’ network is still very much in place and a young female has very little chance of going up the corporate ladder.

Salary

· Getting paid less than people you are in charge of because you are younger than them. And also getting paid less than older people but doing more work.

· I have been told I have to be paid less for the same or equivalent positions within our company because I am younger. Have been told it is OK for the staff who I supervise to be paid $15,000 more than me as they are older, this is despite the fact I also have more qualifications, technical skills and even years of experience in our field of work than my staff.

Attitudes

· Older people don’t take young people seriously thus limiting initiative.

· There is an assumption that young people are unreliable and stupid. If an employer can choose between a 20-year-old and a 30-year-old with the same amount of relevant experience, it seems they will choose the 30-year-old every time.

· Treated like a school child even though I’m 23 and in the same position as them.

· Patronising comments, being treated like a junior or apprentice. My work being closely monitored by older colleagues who were not supervisors or managers.

· Being labelled the youngest in a condescending way and being expected to do the menial work.

· Being young, especially a young woman, can make it hard to be taken seriously. I feel that despite having the same or more experience, and some exceptional talents, I sometimes get overlooked for older people simply because they’ll be more “impressive” at external meetings. That’s one bonus of being older – people assume you’ve got a lot of experience.

· Some managers who are older equate experience with age and dismiss views or knowledge they are presented with by someone they feel is younger. I perceive this as discrimination let alone disrespectful.

Appendix 3: Data and tables 

Factors affecting retirement decisions (by age) (%)
	
	Under 45
	45–54
	55–64
	65+
	Men
	Women
	Total

	Finances
	92
	88
	88
	83
	87
	89
	82

	Health
	74
	74
	75
	77
	72
	77
	75

	Caring responsibilities
	20
	19
	18
	19
	16
	21
	19

	Other
	6
	8
	7
	7
	8
	6
	7

	Don’t know
	2
	2
	1
	2
	2
	2
	2


	Factors affecting decision on when to retire (%)
	

	Retired

Still in workforce

Finances

11

82

Health

49

75

Caring responsibilities

16

19

Other

26

7

Don’t know

5

2


	


Ideal transition to retirement (by age)(%)
	
	Under 45
	45–54
	55–64
	65+
	Men
	Women
	Total

	Straight from full-time
	10
	10
	9
	9
	12
	8
	10

	Part-time work
	51
	46
	47
	46
	42
	51
	48

	Flexible hours
	46
	45
	47
	45
	46
	46
	46

	Less demanding job
	18
	18
	20
	19
	20
	18
	19

	Self-employment
	12
	11
	12
	14
	14
	10
	11

	Other
	2
	2
	2
	3
	2
	2
	2

	Don’t know
	2
	3
	2
	3
	2
	2
	2


Ideal transition to retirement, retired compared to workers (%)

	
	Retired
	Still in workforce

	Don’t know
	9
	2

	Other
	4
	2

	Straight from full-time work
	10
	10

	Moving to self-employment before full retirement
	5
	11

	Moving to less demanding job before full retirement
	26
	19

	Working more flexible hours before full retirement
	33
	46

	Doing part-time work before full retirement
	32
	48


Ideal transition to retirement by occupation (%)
	
	Professional /managerial
	Trades/

technical
	Clerical/sales/ services
	Production/

manufacturing

	Don’t know
	2
	2
	2
	3

	Other
	3
	2
	1
	2

	Straight from full-time work
	8
	12
	11
	12

	Moving to self-employment before full retirement
	13
	14
	9
	12

	Moving to a less demanding job before full retirement
	19
	21
	17
	22

	Working more flexible hours before full retirement
	49
	50
	42
	32

	Doing part-time work before full retirement
	47
	44
	51
	41


Ideal age at which to retire (%)
	
	Under 45
	45–54
	55–64
	65+
	Men
	Women
	Total

	Under 55
	25
	19
	13
	21
	20
	20
	19

	55–59
	26
	23
	23
	23
	22
	25
	22

	60–64
	27
	31
	31
	28
	29
	31
	28

	65–69
	14
	16
	16
	19
	18
	15
	15

	70+
	6
	7
	9
	6
	9
	6
	6

	Don’t know
	3
	3
	4
	3
	3
	4
	3


What would encourage older worker to keep working (%)

	
	Retired
	Still in workforce

	Other
	7
	2

	None of these
	10
	4

	Ability to work more hours
	5
	6

	More training at work
	8
	8

	Job share
	19
	19

	Contract or casual work
	22
	25

	More supportive workplace culture
	26
	25

	More rewarding workplace culture
	26
	25

	More rewarding work
	23
	27

	Higher pay
	23
	42

	Ability to work from home
	42
	47

	Ability to take extended leave, then return to work
	24
	53

	Flexible working hours
	43
	64

	Quality part-time work
	49
	66


Perceived strengths of older workers, by age group of respondent

	
	Under 35
	35–44
	45–54
	55–64
	65+
	Total

	% who agree

	Reliability
	94
	95
	97
	97
	97
	96

	Communication skills
	80
	84
	86
	88
	86
	86

	Good customer service
	77
	81
	85
	86
	87
	84

	Skills in training people
	75
	76
	82
	83
	85
	81

	Commitment to career
	71
	79
	80
	83
	85
	80

	Create good atmosphere
	73
	77
	78
	81
	83
	79

	Initiative
	68
	76
	79
	82
	85
	79

	Technology skills
	44
	49
	57
	59
	57
	55


Areas of age discrimination (%) 
	
	Under 45
	45–54
	55–64
	65+
	Men
	Women
	Total

	Recruitment
	37
	36
	37
	33
	41
	33
	36

	Salary level
	39
	33
	30
	29
	34
	32
	33

	Training opportunities
	30
	25
	26
	37
	24
	29
	27

	Promotion opportunities
	53
	46
	41
	47
	47
	45
	45

	Workplace benefits
	9
	12
	9
	4
	9
	10
	10

	Redundancy
	7
	9
	11
	10
	13
	7
	9

	General attitudes
	58
	62
	58
	59
	53
	63
	59

	Other
	5
	5
	9
	6
	6
	7
	6


Ideal age at which to retire (%)
	Under 50
	8

	50–54
	12

	55–59
	23

	60–64
	30

	65–69
	16

	70–74
	5

	75+
	2


Age at which expect to retire (%)

	
	Men
	Women

	Under 45
	5
	9

	45–64
	17
	29

	65–74
	61
	58

	75+
	16
	5

	Don’t know
	1
	1


Age at which expect to retire (%)

	
	Expect
	Ideal

	Under 50
	1
	8

	50–54
	2
	12

	55–59
	7
	23

	60–64
	22
	30

	65–69
	45
	16

	70–74
	9
	5

	75+
	4
	2

	Don’t know
	10
	3


Actual transition by those already retired (%)
	Took on job with less responsibility before retired fully
	7

	Worked in number of part-time jobs at once before retired fully
	10

	Moved to self-employment before retired fully
	10

	Moved in and out of paid work for a period before retired fully
	13

	Worked less hours before retired fully
	17

	Other
	21

	Straight from full-time paid work
	46
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� Statistics New Zealand. National Labour Force Projections (2001(base)–2051 update) Series 5M. 26 September      2005.


� From 2001 census, Statistics New Zealand. Under 35 calculated as 15–35. Other ethnic groups includes other European. Statistics New Zealand data counts mixed ethnicity in all groups stated so total equals more than 100%.
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