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The dominant factor for business in the next two decades ... is not going to be economics or technology.  It will be demographics.
Peter Drucker, essay: ’The Future Has Already Happened’
 (quoted in Keith Frost’s presentation)
Britain’s demographics are having a sweeping impact on the nature of the labour market. Even as the unemployment queue shrinks to its lowest level in nearly 30 years, a third of men and women aged 50–65 remain out of work.  Indeed, in the past three decades, the labour market participation of people aged 50 and over has decreased, in particular among older men. And, whilst in recent years employment rates have risen again, they have not reached 1970s levels, and there remains a significant gap between employment rates of older workers when compared to their younger counterparts.
The policy world is certainly preoccupied with talk of the ageing society, the pensions crisis and the fact that we will all have to work longer. Those are the headlines, and they are stark enough, but underlying these is a real sense that we need to grasp the nettle and start to tackle some of the issues faced by older people in seeking and retaining employment, and being productive in the workplace.  

Many barriers stand in the way of older people who wish to remain in or enter the labour market, or change their working patterns. It is clear that only a holistic response will do. Like no other, this is an issue where prejudice and misinformation reign. Cultural attitudes mean that the contributions of older workers often go unrecognised and unvalued. Yet, whilst cultural change can only be a longer-term goal, there are some very practical things that we can start to do now to overcome these barriers. 

This Learning Theme enabled participants to focus on how to overcome some of the barriers faced by older workers. This is important for older people wishing to continue to contribute economically; it is also essential for the economy.

To help support this, the Marchmont Observatory/SLIM has, in partnership with other key players in the region, successfully bid for an Equal project which will take forward this issue. The project, now underway, is called South West Opportunities for Older People (SWOOP). We trust that this Learning Theme, together with the efforts of SWOOP and its partners, will focus attention and action on this critical issue.
Chris Evans  

Director
EXECUTIVE SUMMARY
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As the retired proportion of the population rises, boosting activity rates among those of working age becomes increasingly important. With the share of younger workers set simultaneously to decline, low participation rates at the older end of the age range  - which, in the context of longer active lives, is no longer as old as it once was - are a luxury the economy cannot afford.

HM Treasury Report to the European Commission (July 2002).

As the recent National Audit Office (NAO) report
 highlights, there are individual and business benefits to be gained from the employment of older people. For many older people, being out of work can result in poverty, insecurity and social exclusion; working can help to combat these. 

Employers too can benefit from the reliability of older workers which can lead to lower staff turnover, greater productivity and skills retention. It is estimated that the relatively lower level of employment among older workers costs the economy £19-£31 billion a year in lost output and taxes and increased welfare payments. 
This Learning Theme looks at labour market factors affecting the employment prospects of those over 50, with a focus on initiatives to improve access to, or enhancements in, work for this diverse age group.  The issue has a particular resonance for the South West, reflected in a key demographic trend: the increasing proportion of older workers moving into the region, many to take up early retirement, bringing with them a substantial skills base which, if tapped, could unlock significant economic potential. Understanding how to improve employability for an ageing workforce needs to be a strategic priority for the South West region if it is to maintain a healthy and productive workforce. 

In this Learning Theme, we explore a range of issues which are also reflected in a new £2m European Social Fund EQUAL initiative, the South West Opportunities for Older People (SWOOP):

· Skills and Learning and Information, Advice and Guidance (IAG) – workplace support and mentoring, flexible practices, training, retirement options; 

· Employer Engagement – informing age-friendly staff recruitment and development policies, and improving worker choice of career opportunities;

· E-portfolios – providing innovative ways of representing individuals’ aptitudes and stimulating new skill development.
Recommendations

Set out below are the main issues and recommendations arising from the Learning Theme:

1.
Measures to raise employer awareness of the aging workforce

Agencies within the South West, particularly local Learning and Skills Councils (LLSCs), need to support awareness-raising campaigns regionally and locally to reinforce the potential impact of demographic changes and explode myths about the value of older workers. This needs to be accompanied by improved age legislation awareness for employers (especially small businesses) and recruitment agencies.  Good practice in age diversity should be publicised and transferred.
The value of continued workforce development, which includes older workers, needs to be reinforced. The introduction of all-age ‘apprenticeship’ schemes could be developed to foster all-age training.
The work of Age Positive Champions needs to be built upon and utilised, including case studies of employer good practice such as: Ginsters, ASDA, B&Q and the Meteorological Office. Through the SWOOP project, two to three employer-focused pilot projects in key sectors could be developed, then promoted and disseminated as good practice.
2.
Up-skilling the older worker

Employers should be encouraged to provide continuing professional development as an actively managed policy. One possibility is to consider technology solutions such as a ‘skills bank’ for older workers.

Employers should develop policies and practices which encourage succession planning and provide routes where accumulated expertise can be channelled into possibly less demanding roles within the organisation. 

3.
Changing employer recruitment practices

Best practice across the sectors needs to be built upon and could include: the development of a non-age specific application form, as promoted by the Employers Forum on Age; and a reduced dependence on qualifications (often regarded as ‘lazy human relations’) with more emphasis on aptitudes and personality. 

4.
Role of community organisations as employers

There needs to be a greater focus on opportunities for older, semi-retired or retired workers with the time and skills to lead social enterprises and community-based organisations which can bring about enormous community benefit and utilise older workers skills effectively.

5. Empowering older workers to overcome barriers

There needs to be greater sharing and understanding of a range of innovative initiatives which focus on improving the employability of older people and dealing with the multiplicity of barriers which they face.  

6.
Connecting with older people

Innovative approaches will be needed to connect with this age group in settings and contexts with which they feel comfortable. The region can learn from successful practice elsewhere which includes targeted measures to retain older people in active employment and community engagement.

The effects of individuals’ own perceptions of low self-esteem and status should not be underestimated and can act as a potent barrier. To overcome this, training should be offered to older people which includes how to promote oneself to a potential employer.

A ‘one-stop shop’ for age and employability issues should be established, perhaps within Equality SW and the SWOOP project.

7.
Making better choices

Better market intelligence is needed about employment opportunities to enable more informed decisions about participation in the labour market.  

8.
Recognising the role of the community and voluntary sectors

More use could be made of voluntary and community sector initiatives to enable short-term employment ‘trials’.  More resourcing is also needed to support family learning which provides a positive example of intergenerational working and can be effective in breaking down age-related preconceptions. 

9.
Developing an integrated ‘age’ agenda for the region

If the challenge of the ageing workforce is to be faced effectively, then greater priority needs to be given at the policy level within the region to the development of an ‘age’ agenda.  This should be led by the SWESA board and should set out the nature of the challenge and identify actions that individuals, strategic agencies and employers, working together, can take and ensure proper integration of policy, so that targets, funding and provision are effectively locked in to tackling the issues. This needs to be accompanied by a better analysis of the impact of current policy on older people and the extent and nature of provision. 
Much greater awareness of age demographics and more flexible resourcing is needed to inform and develop responsive action plans by LLSCs and Sector Skills Councils (SSCs). With this in view, LLSCs should build partnerships with more innovative service providers from whom good practice could be adopted.  More research would help to identify age-related issues in learning and working, including more active tracking of older age groups. 
10. Information, advice and guidance

Older people need access to dedicated guidance services and better intelligence about employment opportunities. It is proposed that the region develop a ‘single point’ initial access and follow-up IAG service.  This should be explored through a small scale pilot to test the feasibility and cost of providing the ‘ideal’ service as measured against the economic benefits of raising the skills level, motivation and working lifespan of those aged 40+.
In tandem with this, measures should be established to promote and support job changes for older people that complement an acknowledged shift in the nature and intensification of work.
11.

The design of learning and skills programmes

There is presently a mismatch of approaches in the accreditation of prior and experiential learning and support which impedes parity of esteem. More efforts should be made to ensure outcomes and accreditation are matched, and flexible training should be more widely implemented. 

SSCs will have a key role to play in incorporating age-friendly representation into their workforce development strategies. The learning support skills of workplace assessors and line managers need to be addressed, and more use should be made of champions and mentors drawn from an older age group.

Expertise in mid-life planning amongst service providers should be enhanced. This might include a greater focus on non-LSC funded provision for older people that extends beyond funding allocated mainly in response to skills shortages. Service providers should open up greater flexibility in choices available to older people, making available a wider range of working arrangements and improved awareness of transferable skills.
12.
Develop a regional e-portfolio

A regional e-portfolio, similar to Careers Wales’s, for co-ordinating age-related efforts by agencies within the South West should be developed, linking the provision of online intelligence with guidance services in a clearly integrated and systematic way. This should be developed by the SWOOP project building on best practice elsewhere.

1
INTRODUCTION
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This is the report of the SLIM Learning Theme on Age and Employability which looks at the nature of the ageing population and the problems faced by older workers in participating in the labour market.  

The Learning Theme process brings together a wide range of regional stakeholders to explore, in depth, issues of particular relevance to the region. The process aims to enhance understanding of the key issues and thereby influence and inform future policy developments.   

This Learning Theme has sought to identify:

· Key levers for action within the skills, learning and employment agendas that will really make a difference to both the opportunities and the problems posed by the ageing society; 

· The key strategic actions regarding age and employability that need to be addressed by: employers; providers of skills, learning and information, advice and guidance; funders of skills and learning; community-based organisations; 

· Practical solutions to improve access for older people to the skills and the services they need to participate effectively in the labour market. 

In doing so, the Learning Theme drew on a literature survey which reviewed current developments in policy and practice. It also benefited from a lively online discussion enriched by the expertise of numerous practitioners in the South West. 

The Learning Theme culminated in a workshop at Dillington House, Somerset, with fifty participants in attendance representing careers services; further and higher education; private training providers; national, regional and local government; the voluntary and community sector; and regional and local initiatives. This report summarises feedback received from this diverse group of delegates.

The report is structured as follows: in Section 2, we consider the demographic issues, whilst in Section 3, we look at the issues and barriers faced by older workers. These sections set the context for the workshop and online discussions on Age and Employability which are presented in more detail in Section 4.  Section 5 contains our conclusions and recommendations.  

2
Employment trends and older workers
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An ageing population, combined with relatively lower employment rates for older people, represents a major challenge for the country’s economic prospects.  The OECD believes that Britain could be losing nearly £30 billion annually because of the number of people aged 50–69 who do not work. In this section, we look at the demographic trends that are emerging in this area and the factors that sit behind these figures.  

2.1
The ageing population 

2.1.1
International and UK trends

Across the OECD countries over the latter half of the 20th century there has been a developing pattern of increased life expectancy, changes in fertility rates and in population distribution so that the UK’s population and those of many of its trading partners will ‘age’ noticeably over the first half of the 21st century. 

The average age of the British labour force is gradually rising. This process began in the late 1980s. Between 1991 and 2001, the mean age of participants in the labour force increased by approximately 1.5 years, from 37.5 to 39.0 years. The ageing of the labour force is projected to continue during the coming two decades
. The proportion of the UK population over the age of 65 will have risen from 15.6% in 2000 to 20.23% in 2025 and to 24.9% in 2040. Projections for some of the EU countries are even more striking: in Germany and Italy, over this period, the proportion of over-60s will rise to more than 50% of the population. 

Assuming no major changes in participation patterns, it seems likely that the increase in the average age of the labour force in the current decade will be no faster than the increase recorded in the 1990s. What this means, however, is that by 2010, the proportion of working-age people between 50 and 64 years old will be greater than at any time since the mid-1970s. This means that the experiences and outcomes of this age group will become relatively more important for the performance of the workforce as a whole.
Currently the employment patterns of older workers differ from those of younger workers in range of ways:

· Older workers are less likely to become unemployed, but once unemployed take longer to return to work and are more likely to leave the labour force; 

· Older workers’ levels of participation in both formal education and workplace-based learning are significantly lower than younger adults; 

· Older workers tend to change jobs less often; and 

· Older workers are less geographically mobile.
A literature review undertaken by the Office of National Statistics
 of the impact of the ageing population came to the conclusion that the following were likely to be felt if present trends continued:

· An upward pressure on employers wage costs
 (however, ageing company workforces may bring some offsetting sources of labour cost savings for employers such as lower turnover costs and lower absenteeism
);

· Downward pressure on levels of economic activity;
· Reduced voluntary mobility between jobs, and lower turnover within enterprises;

· An increase in involuntary job loss, especially among older workers;

· Reduced geographical mobility;

· An ageing of the stock of knowledge and skills of the labour force;

· A rise in the incidence of ill-health and disability within the labour force.
The report goes to highlight the fact that the literature on the population ageing that will take place during coming decades identifies a number of issues and risks for the performance of the labour market and the welfare of older workers. Issues that are strongly emphasised in the literature include the need to:

· Maintain the employability of older workers who wish to remain in work, or cannot afford to retire early without State support; 

· Maintain the relevance of older workers’ skills; and 

· Ensure that mobility levels are sufficient for adjustment to future changes in the location and composition of jobs.
2.1.2
Regional trends and comparisons

The South West has a higher proportion of its residents aged 50 and over than any other region in England.  This is compounded by the fact that the older population is increasing at a faster rate in the South West than for England as a whole
 (Figure 1).

Figure 1: Change in age of population in the South West – 1971 – 2001 
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Source: Presentation by South West Observatory Core Unit
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If we look at the position within the region, we find that Cornwall and the Isles of Scilly, Devon, Dorset and Torbay with Somerset to some extent, have a higher proportion of older people amongst the population compared broadly with both England and South West averages.  Greater proportions of post-retirement age people are noticeable in Bournemouth and Poole. In North Somerset, larger proportions are seen in the 50 to retirement age group.
2.2
Employment trends for older workers

Figure 3: The older workforce – some facts 
According to the Spring 2004 Labour Force Survey
:

· Over 19m people are over 50: almost 9m between 50 and pension age make up  24.8% of the working age population and by 2006, the 45–59 age group will form the largest single group in the labour force.

· 70.2% of those between 50 and pension age are in employment.

· 95% of 55-65 year old men were working in 1975. In 1999 it was close to 60%.
· Older workers are more likely to work part-time than the 25-49 age group.

· Regional variations exist in older workers’ employment rates: from 76.3% (South East) to 56.6% (North East).

· Self-employment is more common amongst older workers.

· Older workers have spent, on average, 12.9 years in their current employment - longer than the younger age groups.

· Older people have fewer qualifications: 23.5% of the 50 to pension age have no formal qualifications.

· Older peoples’ unemployment rates are lower than those of younger groups and are subject to regional variation.
· Older people are much more likely to be long-term unemployed: nearly a third of the unemployed 50 to pension age group have been unemployed for over a year.
· 75% of people in Local Government employment are retiring early. 

· Nine out of 10 people aged 50 and over receive no training from their employer at all. 

· At least 40% of people who retired early feel that they were forced to against their will and would rather have continued to work.

· Older people in general have fewer qualifications than their younger counterparts. They are more than twice as likely to have no formal qualifications.

In common with most other OECD countries, the employment of men and women aged 50 and over in Britain has declined markedly since the early 1970s
.  A variety of arguments have been put forward in explanation of this including that older workers have lacked the requisite skills in the face of skill-biased technical change; faced forms of institutional discrimination; have been disproportionately located in declining sectors of economic activity and have been induced into retirement by a combination of social security and occupational pension incentives. 

However, in the last five years or more, there seems to have been a change in the economic fortunes of this age group.

Figure 4: UK employment rate trends
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Source: Keith Frost’s presentation

This increase, however, conceals significant differences across older workers depending on gender, age and educational qualification
. This examination of the evidence on employment trends among older workers, especially in the late 1990s, has suggested a number of findings
:

· There has been a reversal of the decline in employment among older men that occurred prior to the mid-1990s and an increase in employment rates among older women. Self-employment among men has increased by about 15% over the last fifteen years, probably due to contracting-out and privatisation.

· For men, vulnerability to economic downturns is most likely among the unskilled and older workers. The recent improvement in economic conditions has therefore disproportionately benefited older workers with less education, although among those aged 60+, economic conditions have done little to decelerate the decline in the employment rate.

· The growing employment rate among older women has disproportionately benefited those with more educational qualifications. 

So whilst there seems to have been a reversal of fortunes in terms of the employment rate for older workers, evidence shows that these changes are largely accounted for by the upturn in the economic cycle that took place in the late 1990s. A continuation of this trend is therefore likely to be dependent on continued macro economic success.  

When we look specifically at economic inactivity, the DTI Age Matters Report
 highlights evidence of ‘two nations in early retirement’. Thus, economic inactivity (amongst those aged between 50 and retirement age) is particularly pronounced for men in the manual occupations who have left the labour market due to a lack of demand for their skills.  It is also the case for those in higher occupations where more people have been choosing early retirement as increased prosperity has been used to purchase increased leisure time. 

Figure 5: Economic activity rates
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Figure 6: Economic inactivity rates 

Source: Labour Force Survey, Spring 2003

If we look at the characteristics of those over 50s not working we find the following national pattern
:

· Unemployed (7%) – over 50s unemployed are more likely to be long term unemployed.  37.7% have been unemployed for a year or more.

· Those on incapacity benefits (49%) - approximately 1.3 million people over 50 are on Incapacity Benefits. Information from the Department for Work and Pensions (DWP) shows that, as at May 2004, there were 158,700 claimants of Incapacity Benefit in the South West. This equates to about 5.4% of the working age population in the region, one of the lowest proportions of the English regions. For further information on Incapacity Benefits in the region, see SLIM Comment Edition 2 (http://www.swslim.org.uk/news/comments/dec2004.asp). 

· Caring (17%) – 15% of men and 20% of women aged 50-64 undertake significant caring activities, with around 5% of men and around 8% of women doing this for more than 20 hours per week.
· Early retired, affluent professional (9%) - But of those who are early retired (around 25-30% of over 50s not working), no more than one-third chose to leave employment voluntarily.
· Occupational pensioner (18%) - include older workers who have been encouraged by their employers to leave their employment before reaching retirement age. 
2.3
Work transitions for the older worker

Once out of work for two years or more, it becomes much less likely that the over 50 workforce will re-enter the labour market.

As the NAO report, Welfare to Work: Tackling the Barriers to Employment of Older People (2004), points out, “for many, early departure from the labour market or failure to get a job can lead to increased poverty, insecurity and social exclusion”
.
However, the figures above mask the highly diverse circumstances of older workers, as highlighted in the Joseph Rowntree Foundation’s (JRF) Transitions After Fifty research programme
. Research undertaken in ten studies explored older people’s experiences in the labour market, their activities beyond work and the financial implications of the transition out of work. A broad spectrum of employment models was identified, ranging from the full time employees who choose when to retire to those who have lost their jobs and need to retrain. Many more move in and out of the labour market, combining periods of part-time and freelance activity; others set up enterprises; some may be constrained by ill-health or caring responsibilities for relations or friends. 

In one JRF study, transitions out of paid work into retirement were plotted in which three factors in particular interact to influence retirement pathways
: people’s work history and skills, financial circumstances, and health and disability status. Key perceptions of the retirement process are dimensions of control and timing, in which self-initiated moves when individuals are ready are reported more positively than externally triggered events, and gradual transitions rate more highly than sudden change. The JRF series summarised six key challenges for government and society:

· Improve choice and control for the ‘have nots’ in later working life;

· Fit jobs to older workers as well as older workers to jobs;

· Create a new balance of priorities between working, living, health and well-being;

· Make financial choices after 50 more transparent;

· Improve opportunities to build retirement income among people other than males in stable careers;

· Develop new modes of paid and unpaid work accessible later in life.
2.4
Skills and Learning and the older worker

2.4.1
Qualifications levels

Older people on average have relatively low levels of qualifications and skills compared to their younger counterparts.  There are over 8 million people working in the UK with qualifications below Level 2 – about a third of the workforce. 20% of 18-24 year olds have qualifications below Level 2; 29% of those aged 35-44; 48% of those aged 55-64. 4.5 million are working in firms employing less than 50 people.   As can be seen from Figure 7 below, a higher proportion of older workers have no qualifications, or low-level qualifications when compared to younger age groups. 

Figure 7: Workforce qualifications by age

Source: Labour Force Survey Spring 2003 (from Keith Frost’s Presentation)

2.4.2
Skills and learning and older workers

The SLIM Report, The South West Skills Market: A Review of Demand and Supply (2004), shows that a person’s age is an important factor in the take up of learning.  
Information suggests that overall participation in adult learning and training decreases with age.  This trend is not specific to the South West and is consistent over time.  The reasons for this are broadly linked to a person’s employment status and it is a fact that participation in the labour market decreases with age. The 2002 South West Household Survey highlights that the proportion of people surveyed who feel ‘very satisfied’ with where they are in their careers rises to 42% for those aged over 45, and there are strong links between people who are most satisfied in their careers and the likelihood of being interested in learning or training.  Results from the survey show quite a dramatic decline in the participation of adults as their age increases. 

This is not surprising because economic models of the returns to education show that the financial incentives to acquire new qualifications decline steeply with age
. Older workers face higher opportunity costs when they undertake education that requires time away from work, because the earnings they must forgo are higher. The shorter remaining length of the working life for older workers also reduces the period in which they can gain benefits, in the form of higher wages or improved job opportunities, from having the additional qualifications.
Figure 8: Participation in training and learning by age

Source: BMG, South West Regional Household Survey, 2002

This pattern confirms the information available from the Labour Force Survey (LFS) in terms of participation both in overall adult learning and in job-related training.  The 2001 LFS found that 48% of over 50s in the South West were involved in no adult learning as opposed to approximately 10% for those aged 20-24, and 14% for those aged 25-49.  This lack of participation by over 50s is at its highest in the Devon and Cornwall LSC area where the figures are at 50%.  The West of England LSC area has the lowest level at approximately 46%.

The same pattern is seen in the take up of job-related training. Analysis of the Spring 2003 quarter of the LFS by the DfES highlights that, in the South West, participation by employees drops from 26% for the 16-19 age group, to 10% for those aged 50-64.

Information from the State of the South West report
 highlights that, as those who are economically active move towards retirement, they are more likely to engage in employment that offers greater flexibility such as part-time working and self-employment.  Given the negative link between self-employment and training and the increasingly ageing population, there may be implications for training
 as well as enabling people to stay in employment for longer.

3
THE CHALLENGES of an ageing workforce


The challenges posed by the ageing population are very complex.  What is clear is that:

· Older people need to have the opportunities for accessing guidance, learning and skills that enable them to continue to be of value to the workforce;

· Older people need to have access to learning that supports a view of active life not only defined by a capacity to work but also through personal and community engagement and fulfilment. 

While the first of these appears to relate to the issue of employability, it is the second that may underpin personal and community factors profoundly affecting the ‘state’ of the individual’s sense of ‘employability’. 

3.1
Barriers to employment

In understanding what is involved with creating responsive conditions that help to address the demographic challenges we have defined, we need to examine some of the barriers to employment that people aged 50 plus experience
:

· Health condition or disability; 

· Caring responsibility;

· Relevant work experience;

· Benefit disincentives;

· Lack of qualifications and vocational skills;

· Low basic skills;

· Transport difficulties;

· Lack of confidence;

· Local labour market condition;

· Employer perceptions and age discrimination.

A total of seven separate Government Departments are involved in tackling these barriers, which makes a co-ordinated approach somewhat challenging. But while it is the scale and complexity of the ageing society and the political mechanisms involved that can dominate, in fact, it may be other factors that are instrumental in really characterising what is going on.

3.2
The Wood, Trees and Myths

As Simon Mauger points out in the SLIM Bulletin article that launched this Learning Theme (http://www.swslim.org.uk/documents/themes/lt9_bulletin.pdf), the issue of the ageing society is one in which anecdote and prejudice thrive. Here are a few examples:

Myth: Older workers are a poor investment

· ‘Older workers are slow to learn’: in fact, studies show only a negligible loss of cognitive function in people under 70; 

· ‘Training older workers is a lost investment because they will not stay in the job long’: in fact, the average time spent in the same job by a worker over 50 exceeds that of someone aged 25; 

· ‘Older workers are not as productive as younger workers’: in fact, overall productivity does not decline as a function of age and older workers’ production levels are steadier than other age groups;

· ‘Older workers are less flexible and adaptable’: in fact, older workers are just as adaptable but need to understand the reason for change and are more likely to ask ‘why?’
· ‘Older workers are not as creative or innovative’: in fact, 80% of the most worthwhile new production ideas are produced by employees aged over 40;

· ‘Benefit and accident costs are higher for older workers’: in fact, the total sick days per year of older workers is lower than other age groups. 

Myth: Economic change is about ‘out with the old and in with the new’

In fact, far from removing older workers from the workforce, mentoring and coaching techniques, managed as a contribution from older workers, has been shown to be key in the successful development of organisational change
. 

Myth: Economic inactivity among older people is always an issue of people losing their jobs

In fact, there has been something of ‘two nations’ associated with exit from permanent full-time employment. Some people leave their work as a positive choice. These are often well-qualified, higher status individuals who can carry with them significant amounts of ‘tacit experience and knowledge’ that constitute a significant loss to the economy. For others, leaving employment is likely to be the result of an inability to stay in employment for a wide range of reasons. In both scenarios, the probability of leaving work increases sharply with age.  Could age discrimination be the cause?

Myth: Flexible employment would be the answer to retaining older workers

This is too simplistic as the quality and appropriateness of flexible employment varies according to its type. 

Myth: The principle problem regarding older worker engagement and a responsive labour market is in age-related prejudice

Serious as this prejudice is, there are other areas of prejudice that may prove just as problematic. Racial prejudice and fears of cultural difference and increasing anxiety regarding social disorder in the UK seems likely to inhibit open attitudes towards labour migration on the kind of scale required to stimulate the kind of growth and prosperity that characterised the US’s management of inward migration in the 1990s. 

Myth: Further labour market regulation, for example the European Age Legislation coming into force in October 2006, will simply make job creation, recruitment and retention less flexible and less successful.

In fact, there is no correlation between social regulation governing labour markets and net employment growth. 

Another area of the wood to explore is the extent to which current policy and related publicity linked to age issues is effective. To take a few examples:

Participation rates among older learners are good and increasing.

Quantitatively this is true  - between 1995/96 and 2002/03, the number of learners aged 60 and over on FEFC/LSC courses increased by 267% or from 91,100 to 334,400.  This compares with an increase of 28% in the overall number of learners. However, this disguises what is occurring within that overall age range  - for example, a severe decrease in non-vocational learning participation for those aged 70 plus and an even more dramatic drop in vocational learning for those in the 60-69 age group. 

There is no upper age limit on the provision of Information and Advice.

This is true, but the reality is that the newly-contracted LSC-integrated IAG services are placing emphasis on younger people and promoting progression to Level 2 programmes in order to address those priority targets. 

There is no upper age limit to Access to Higher Education.

This is true, but the overall approach of the Government reads as if the older learner is absolutely not a priority: Government targets for 50% participation address only 18-30 year olds; the 10% extra funding to support part-time (usually the mode for the older learner) students going to institutions which do not directly address the conditions of the part-time older learner themselves, and the incoming Office for Fair Access (OFFA) body constraining individual HE institution’s ability to ‘manage markets’ that may be age-related.

There is no upper age limit for Career Development Loans (CDL).

This is true, but the new product being developed will be focused on Levels 2 and 3 and is far less likely to support the broader approach to learning and personal development favoured by older applicants to the CDL programme.

In examining each of these, it becomes apparent that we need to create a regulatory environment that supports cultural and attitudinal change and provide those ‘closer to the ground’ with a structure supporting action to address key levers for change. It would appear particularly timely that the Regional Skills Partnerships are now being developed and launched. It is the responsibility of those agencies working at regional and local level to understand their markets and communities so that they can develop appropriate strategies. 

3.3
Age discrimination in employment

Age discrimination in the workplace and negative perceptions of older workers are significant barriers to their employment.  Around half of respondents to the Government's consultation on age discrimination reported that they had either been discriminated against themselves at work on the grounds of age, or had witnessed it happening to others.  A survey conducted by MORI in 2002 revealed that age was the most common form of discrimination at work experienced by respondents.
As the NAO report highlights:

Many employers have negative perceptions about the capability in employment of older people … employers consider older workers to have outdated skills and to be more prone to ill-health, less adaptable, inflexible, not mobile and difficult to retrain.

As the report shows, however, the facts do not support these perceptions. 

The extent of age discrimination is difficult to judge accurately.  However, in a recent survey of HR professionals for Personnel Today
 magazine, 91% recognised that age discrimination is rife. A large majority of those surveyed believe that most companies in the UK do not want to employ people aged over 65. However, more reassuringly, 88% accepted that employers will be forced to change in response to skills shortages as the workforce ages. The most worrying finding from the poll was that 69% said that their company was unprepared for an ageing workforce, despite the warnings. 
Jill Nealson, HR Director at the RAC, responding to the findings said, “I see this as a problem of organisations failing to tackle the issue, rather than placing it on the lap of HR. Of course, HR can bring the issue to attention, but the business needs to understand the issue and prepare for it.”

3.4
Age discrimination legislation

Concerns about discrimination against older workers led, in 1999, to the launch of a non-statutory Code of Practice on Age Diversity in Employment. This set standards for ‘non-ageist’ approaches to recruitment, training and development, promotion, redundancy and retirement.

In December 2002, the DWP launched an updated version of the Code, Age diversity at work: a practical guide for business, and has carried out extensive piloting to contact small and medium-size enterprises, many of which do not have diversity policies.  

On 21 December 2004, the Government announced measures to tackle age discrimination in the workplace, in advance of the implementation of a new European Employment Directive outlawing age discrimination in employment and vocational training by 2006. The EU Equal Treatment directive seeks to improve access and opportunities in training and employment for people of all ages.
From 1 October 2006, it will be illegal to discriminate on the basis of age; however the Government has yet to publish final details of the new legislation. Two consultations show how complicated the new law will be and because of the UK's litigious culture, the legislation may have more impact in the UK than elsewhere in Europe.
New proposals
 aim to:

· Set a ‘default’ retirement age of 65; 

· Create a right for employees to work beyond a compulsory retirement age, which employers will have a duty to consider; 

· Monitor closely the appropriateness of a retirement age, formally reviewing it five years after it is brought in.
As well as the code of practice and planned legislation, employers themselves have been gradually recognising the need to combat discriminatory practices in the workplace. The Employers Forum on Age (EFA)  (www.efa.org.uk) is an independent network of leading employers who recognise the value of an age-diverse workforce. The EFA sets out the case for ending age discrimination in the workplace and provides a range of tools and good practice case studies to enable employers to review their recruitment and employment practices.

3.5
Business benefits of an age-diverse workforce

There are many examples of positive action by employers to improve the age diversity of their workforce.  Often this is being done in recognition of the business benefits of employing older workers. Evidence of such practices can be found in both the private and public sectors.
Nationwide Building Society

The Nationwide Building Society increased its recruitment age limit and saved more than £5 million in costs because of reduced staff turnover.

B&Q's Macclesfield store, staffed entirely by people over the age of 50, achieved 18% more profit, 39% less absenteeism and significantly lower staff turnover than benchmarked stores when research was conducted in 1991.

Source: NAO 2004
ASDA

ASDA recognised that colleagues over 50 can make a huge contribution to their  business: “… our Goldies recruitment initiative actively seeks to recruit older workers. We offer flexible hours and benefits such as Benidorm leave, which is three months’ unpaid leave between January and March, and Grandparent leave, a week off unpaid after the birth of a grandchild. 

Other benefits include carers leave and discounted healthcare. In Broadstairs, our new store opened with 40% of the colleagues aged 50+. We are currently in the process of identifying more stores where we can actively adopt the same approach. To help in this process we encourage our Store People Managers to fully make use of Government initiatives, such as New Deal 50 plus.”

One of a range of case studies on the Age Positive Website (http://www.agepositive.gov.uk/form- process.cfm?sectionid=91)
Bridgend Borough Council

The Council recently relaxed its policy of retirement at the age of sixty-five and they now have a number of employees older than 65. Their Workplace Age Diversity document confirms that the Council’s retirement policy is to incorporate a flexible approach. This does not mean forcing people to work longer. It means allowing staff the choice to work as long as they are able to do so, based on mutual agreement.

3.6
National initiatives and organisations

Anticipating the European age legislation adoption in the UK, in 1999 the Government launched the Age Positive campaign to raise employers’ awareness of the business benefits of an age-diverse workforce. In its revised Code of Good Practice
, advice was given to employers to combat ageism in recruitment, selection, promotion, training and development, redundancy and retirement
. 

Further initiatives across government departments targeting the needs of the older workforce include
: New Deal 50 Plus / 25 Plus; Work Based Learning for Adults; New Deal for Disabled People / Partners, Welfare to Work, and the Pathways to Work pilot scheme. New Deal 50 Plus is a voluntary programme for anyone over 50 in receipt of certain benefits, such as Jobseeker’s Allowance, Income Support or Incapacity Benefits. Participants have access to a Personal Advisor to help them into work through a range of options including work experience, voluntary work and training opportunities. The scheme can also provide a training grant to a new employer to provide training for the first two years on a job, and advice on self-employment and starting a business. 

However, the NAO notes
, in its review of the Welfare to Work strategy, that uptake of the training grant had been very low. Changes in eligibility arising from a shift from Employment Credit to Working Tax Credits may have impeded participation. Reduced availability of performance data on New Deal 50 Plus compared to other New Deal initiatives has also restricted objective evaluation of its economic impact. Yet, between its launch in April 2000 and the end of 2003, the programme had helped 120,000 older people into work at a cost of £270 million. The £100 million Pathways to Work programme has also been piloted in seven UK regions since late 2003, and offers more intensive guidance and work-based support.

Several organisations with interests in the age agenda have been particularly influential in promoting age positive policies and practices. The Department for Education and Skills commissioned the Challenging Age research report from the TAEN on IAG for older age groups
. TAEN is a leading national centre of expertise on age and employment in the UK which draws on practice to influence public policy formation. The report consulted with six sub-regional IAG Partnerships, focus groups and third age specialist agencies to produce the following key findings:

· For many individuals, 45 onwards represents career change due to changing labour markets, stereotypes of older workers, and low value placed on their skills and experience;

· Many older people want to work, learn and continue to develop in their later years – to the benefit of the community and themselves. However, many have difficulties and are giving up instead;

· Many want access to high-quality IAG or retraining to overcome barriers and maximise their personal contribution for a ‘second chance’;

· The role of high-quality advice and guidance in helping many mid-life and older adults to work, learn and earn requires greater recognition, with potential benefits for individuals, employers, government revenues and personal savings towards retirement.

3.6.1
Regional partnerships

The NAO noted that stakeholder agencies such as RDAs and LLSCs have key roles to play in stimulating age-friendly employment policies. The South West RDA has commissioned research to understand the regional issues concerning employability of the region’s ageing population. The South West Framework for Regional Skills Action (FRESA) and Regional Economic Strategy (RES) each refer specifically to encouraging older workers to remain in the labour market. LLSCs are able to track trends in training in older age groups, provide IAG and establish equality and diversity targets. To date, however, only seven LLSCs in the UK have specifically targeted the learning outcomes of older people to measure their participation and achievement
.


Other organisations active at regional level include the PRIME Initiative, which has attracted strong support from the South West RDA. PRIME is the only national agency to recognise the importance of self-employment and entrepreneurship to those over 50. It actively promotes these options to the 50+ age group, signposts help and support, and improves opportunities for older people nationally, regionally and locally. In a recent report
, PRIME note that in rural areas, and in particular in the South West, there is evidence from the Countryside Agency that older workers migrating into the area have imported an entrepreneurial impetus and have started businesses. In its first three years, PRIME has helped more than 7,000 people interested in working for themselves, and established and supported over 700 new businesses. 

Finally, mention should be made of the Centre for Research into the Older Worker (CROW) at the University of Surrey. Supported by the South East Economic Development Agency (SEEDA), CROW and NIACE conducted an assessment of age-friendly policies and activities in FRESA plans in RDAs across the UK regions.

3.7
Approaches to the Challenges and Problems

Given what has been said, what sort of approaches might one wish to see government adopting? Simon Mauger in his SLIM Bulletin article puts forward the following ideas:

· Age-proof all those policies relating to employability, skills and learning and community-based learning and development;  

· The deepening dissatisfaction with work increasingly evident amongst the over-50s
 is being made more acute by the pensions crisis which is being shown to be a closer prospect than anticipated. We need to understand the reasons for this and possible solutions need to be firmly linked with the more flexible fiscal arrangements that the pensions situation will have to call up;

· ‘Ageism’ is endemic, yet set against this is the fact that older workers aged 50 and over who are employed in small firms and establishments will increasingly determine the future development of the British labour market. Let us support a positive portrayal of small businesses and enterprise. The skills and learning industry must formally acknowledge, support and deploy the value of tacit knowledge and informal learning and establish the role of older workers in that;

· RDAs, LSCs and SSCs need to be encouraged to address the needs of older people more explicitly but also given the freedom to work with the labour market and skills and learning providers to develop provision that is more responsive in this context;

· The idea of funding accompanying those accessing services rather than funding the services needs to be explored in the context of the older worker/learner;

· Why not consider fiscal incentives directly related to the over 50s accessing skills and learning, staying employed, and with employers developing flexible retention/retirement contracts?

· Why restrict the economic case for learning to vocational factors? Use the increasingly robust evidence of the links between learning and health
 and community well-being to establish more definitive and dependable cross-Departmental measurement;

· To what extent are influences other than policy and legislation being examined to see to what degree they influence perceptions of the problems and opportunities related to the ageing society? 

4
WORKSHOP AND ONLINE DISCUSSIONS


The Workshop provided an opportunity for all those contributing to the Age and Employability Learning Theme to meet, debate the issues and develop recommendations for action. Some fifty delegates attended the workshop of whom the majority represented public agencies, including staff from LLSCs, Jobcentre Plus, Business Link, Connexions, local government, further and higher education providers and the voluntary and community sector. Other delegates were drawn from the private sector and included employers’ organisations as well as individual consultants. 

The workshop was chaired by Chris Pitura, TAEN, and was facilitated by Simon Mauger, NIACE.
Delegates at the workshop heard presentations from the following speakers:

· Keith Frost, Business Manager, Third Age Employment Network

· Frances Cook, Associate, Employers Forum on Age

· Dr Tony Maltby, Senior Lecturer in Social Policy, University of Birmingham

· Rheinallt Jones, Project Manager (to January 2005), Careers Wales Online

Details of individual presentations appear in Annex 1 below.

At the workshop, discussion focused on three broad strands, reflecting different perspectives on the supply of and demand for older workers:

· Demand side – issues for employers and their demand for older workers;

· Supply side – this looked at older workers and learners, and overcoming the barriers they face in entering employment and training;

· Providers – tailoring the provision of services to older people.

Following initial discussion of strategic issues, delegates turned their attention to consider those issues important for the practical delivery of services, including IAG, the design of learning and skills programmes, potential actions for employers and community support measures. Participants were asked to critique current performance and assess how success could be measured or recognised in this range of programme areas.

This section now draws out and summarises the key issues emerging via both the online discussion and from the delegates’ discussion groups held during the workshop.
4.1
Improving the demand side: employers

4.1.1
Raising employer awareness of the ageing workforce

Delegates were clear that employers lacked awareness of the demographic issues they faced and the potential value of older workers. This remains a serious impediment to the employment of older workers.  In reality, employer attitudes to older workers are likely to change through the need to respond to mandatory requirements. 

At present, too much responsibility for implementing solutions rests with individual workers: the onus of recognition and follow-up should be shifted to employers. Better evidence and education is needed to enable some employers to overcome general misconceptions about older workers, for instance their actual favourable retention rates and valuable experience compared to those of younger staff (see also 3.2).

Greater awareness, support and incentives to tackle age-related issues are most needed by small businesses throughout the sub-regions as, at present, it is mainly large companies who offer exemplary practice. 

Delegates agreed that a positive media image of older workers is required that promotes their experience and availability to employers: LLSCs also have an essential a role to play in reinforcing this message. To this extent, diversity initiatives need to make age-related issues as visible as those of disability, race and gender. 

Key messages also need to stress to employers that learning in the workplace should be an inclusive, all-age activity, eliminating the tendency to target age groups. For instance, all-age ‘apprenticeship’ schemes could be developed to foster all-age training. There also needs to be improved awareness of skills transferability for employees of all ages to overcome perceptions on the part of employers and older workers alike that their skills are outdated.

Improved age legislation awareness for employers (especially small businesses) and recruitment agencies is also needed. There is a strong argument to ensure that public sector standards for good practice in age diversity be transferred into the private sector, for instance in such procedures as tendering and benchmarking. Supportive legislation for employers would help to change their culture from that of ‘bare minimum’ compliance and a tendency to use the cheapest labour. Employers need to see the practical benefit of age-friendly measures in order to encourage their adoption. 

... small and micro business employers are likely to be more open to recruiting older workers. I have personal and anecdotal evidence to support this. But the problem I am coming across with this group of employers is their perception that very few retired/unemployed older (55+) people want to go back into work, and in any case they will probably cost more than younger workers. There is well-documented evidence that both of these assumptions are false, and both parties - employers and older jobseekers - need assistance to overcome the barrier of misinformation and misunderstanding.

John Allan, Forevue International
A higher profile in the media could highlight the potential role of older workers and implications for their employers, perhaps using celebrity exposure such as Twiggy’s role for Age Concern. Dedicated magazines for an older age group would also help to raise awareness.

Implementing age-friendly policies are often seen as problematic for smaller businesses: one useful approach adopted by the Commission for Racial Equality has been to produce CDs for SMEs offering proactive advice on diversity issues in the workplace.

A growing number of employers are recognising the benefits of having an age-diverse workforce, but the majority still practise either direct or indirect age discrimination in their employment policies.  

A high percentage of people made redundant over the age of 50 give up looking for a job if they fail to get employment after 3 months. Special help is needed to encourage these people to risk facing further rejection. 

John Allan
4.1.2
Up-skilling the older workforce

Delegates recognised that many older workers leave employment because their skills are no longer relevant. One critical way of ensuring that older workers remain economically active is to improve their skills so that they can compete on equal terms in the labour market.  Clearly, employers have a critical role in supporting this development and the continued transferability of skills. 

Yet employers are left confused by the priorities and services of strategic agencies. Greater alignment by strategic agencies would make a case for an enhanced service that balances considerations of demand and supply. There are at present conflicting messages from the Government as to how to prioritise target groups for employment measures. Lack of clarity and consistency in labour market policies means that older workers and European immigrants compete for vacancies:

I have particularly raised the question of adults (of whatever age)
needing to change/brush up their qualifications (whatever level) to re-enter the employment market after a break (from whatever cause).
What I gave you was the formal government/LSC response on priorities -
basically they don't believe the tax-payer is willing to give them enough
money to do everything and the employer should pay for more. Also, there is some support from CBI and other employers that the education system is still feeding in young people with inadequate skills and the first priority is to stem that tide.

I guess what our project [SWOOP] needs to highlight is the benefit of diverting some public funding into helping older people to regain/maintain their contribution to the economic and social well-being of the country through an ability to access well paid, highly valued employment.

Jackie Longworth, Fair Play SW
Older workers tend to learn informally and are less likely to be involved in formal learning and training environments. Here, non-formal progression could be provided as an alternative to formal learning, perhaps based on continuing staff development initiatives in the professions. Employers should be encouraged to provide continuing professional development as an actively managed policy. One possibility is to consider technology solutions such as a ‘skills bank’ for older workers. 

When long-serving staff who are most aware of organisational culture and processes retire, organisations can suffer  ‘corporate memory loss’.  This provides a challenge to the continuity of workplace practices. Older workers often leave employment because the roles no longer fit their aspirations and skills. Employers should develop policies and practices which encourage succession planning and provide routes where accumulated expertise can be channelled into possibly less demanding roles within the organisation.

There are numerous people out there, whose main qualification in the workplace was sheer experience, knowledge of subject, understanding the many nuances that the job entailed or required. No amount of paper qualifications can make up for that kind of expertise of life in the workplace. Therefore the 'trick' is to identify where and how those talents can best be channelled.

A completely new framework has to be put in position whereby businesses can assess the need for experience against the enthusiasm/qualification of youth and gel the two, if needs be, to the greatest advantage of that business.

A positive integration helped with by the public purse, [of] which after all a vast amount comes from businesses in the first place. Pay back time perhaps!

James Agnew, Cornwall Enterprise
4.1.3
Employer recruitment practices

A hotly debated issue was that of the impact of employer recruitment practices on the recruitment of older workers. Recruitment practices vary significantly across the public and private sectors, both in terms of attitude and culture. Best practice across the sectors needs to be built upon and could include: the development of a non-age- specific application form, as promoted by the EFA; a reduced dependence on qualifications (often regarded as ‘lazy human relations’) and more emphasis on aptitudes and personality. 

European models of a social contract between employers and older workers could be adopted, which can include ‘meister’ roles such as mentoring within continuing professional development programmes.

Small businesses consider experience and attitude far more important when recruiting than qualifications. - This is not anecdotal - I can supply the evidence to support this!

Older workers are much less likely to have qualifications. Indeed, it is often the 'required qualifications' in a job ad that stop them applying, or the use of qualifications (often spurious) to shortlist that excludes older workers. However, to an SME a qualification is much less important so they are more likely to employ an older person... 

Vivienne Rayner, FSB
For an employer, badly-managed selection and recruitment will be far more costly than expenditure on training and CPD ... and yet, particularly for SMEs and micro-SMEs, the debate regarding economic development and skills and learning revolves around costs: costs for the employers, funding methodologies for the provider. This is not an issue limited to older workers of course. But it would be interesting to hear some more debate around the issue of how expensive ineffective recruitment and selection is and how resources might be targeted to supporting smaller businesses with that process  - and then, having got that more effective, having some justification for seeing greater financial contribution for skills and learning provision from those businesses. 

How many small employers have systems in place that really enable them to profile the employees they need - in terms of analysis of aptitude, motivation and values, personality, capacity … And, lastly, prior achievement? How many depend on qualifications profiles to be some sort of signification of this and revert to producing inaccurate, unfocused job descriptions and person profiles? How many applicants feel constrained by clichéd CV methodologies and feel that qualifications are what are taken to represent what they have to offer but don’t really do so? This context is simply rather more extreme for the older person. 

How interesting it would be to see some funding being provided for smaller businesses to be far more reflective, thoroughgoing and innovative in their human job analysis, recruitment and selection. Similarly, to see IAG and particularly ‘G’ provided for people, and older people especially, working with systems that are sufficiently smart to enable them to represent what they really have to offer the employer. This would not only address the recruitment and selection issue, but would flow through into CPD because there would be some coherent, valid data about what the employer actually needs and what the individual’s development profile might actually be. It would also go a long way to addressing some of the other key issues around confidence and discrimination that are so central to age and employability.

Simon Mauger, NIACE

4.1.4
Community organisations as employers

Delegates agreed that short-term and target-led initiatives define client groups narrowly and restrict the possibility of the wider community benefits to which older workers can contribute. Greater focus and opportunities can be directed at older, semi- or retired workers with the time and skills to lead social enterprises. The personal benefits of greater participation in community initiatives should be promoted to older individuals, perhaps by identification and empowerment of regional ‘age champions’ to raise the profile of older individuals. European good practice in enhancing participation by older individuals in the community is worth further investigation, as captured through such programmes as INTERREG which highlights shared concerns in transnational partnerships. 

4.2

The supply side: empowering older workers and learners to overcome barriers

I was in a meeting with the MD of Adecco, the employment agency, last week, discussing their potential contribution to an Equal project on age and employability. My assumption on entering the meeting was that what we needed was a programme for Adecco staff aimed at raising awareness of the benefits that companies like B&Q experienced after introducing age positive recruitment and retention practice...

The MDs response was that he was certain that there was value in this, but there wasn’t much point in driving it forwards if Adecco didn’t have the older people on their books to fill the vacancies created in this way. From their perspective the problem was not the supply of vacancies but the supply of older people to fill the vacancies. The real, or at least the first question, was how to encourage older people, who appear to have left the labour market to consider working again? What was putting them off?

Ben Neild, SLIM
4.2.1 Barriers to employment: understanding individual perspectives

Delegates discussed at length the nature of the barriers faced by older people and which prevented them from seeking employment and/or training.  A major barrier faced by older workers is a lack of self-confidence and a perceived lack of the right skills for the job.

Workshop delegates heard about the use that could be made of innovative approaches in developing employment and employability skills for the target group, such as the following transferable good practice for older people by organisations in the West Midlands:

· PerTemps, Birmingham – as a contact point for Jobcentre Plus;

· Cricket Without Boundaries project, supported by Worcestershire County Cricket Board – using sport to develop team working skills;

· Birmingham/Solihull colleges - deployment of older workers to train youngsters in construction skills;

· Jaguar, Birmingham - provision of ‘mature apprenticeships’ to update workers in new production techniques.

One problem in providing support for older workers is actually identifying who they are, particularly if they do not normally engage with the labour market. Many in this age group will not use recruitment agencies, for instance, nor be visible to Jobcentre Plus, which offers mainly semi-skilled vacancies. Innovative approaches will be needed to connect with this age group in settings and contexts with which they feel comfortable.

Yes - older people do make up a very large proportion of people without
the silly piece of paper that says stage 2 - but many of them are
literate and numerate and extremely capable of work at that level.
From my experience, the real issue is one of confidence and strategies
to deal with the absence of paper qualifications.

Many people, especially women, rule themselves out of a job because of
age. They need to be given the confidence and support to apply. I came
across this in the 80s when I had my own employment agency. Women in
their mid 40s were describing themselves as 'past it' and 'not wanted by
employers'. Rubbish! It took work to build them up and get them to go to
the right interviews but we were very pleased to place them.

Lack of paper qualifications is harder. As an employment Agency, we used to ask the employers why they were looking for O' levels etc and would get comments about spelling and punctuation. Once we told the clients that that was what was being looked for and could they deal with it - the vast majority blossomed and said no problem. Both of these situations depend on there being an intermediary – often these days that is down to the Job Centres.

Vivienne Rayner
Physical and mental health limitations are greater for this target group than for younger workers: more awareness is needed of their mental health challenges (an estimated one third are affected), and the needs of those no longer able to cope with physically demanding work (such as construction). The effects of individuals’ own perceptions of low self-esteem and status should not be underestimated and can act as a potent barrier. To overcome this, training should include how to promote oneself to a potential employer.
The mostly likely single factor that will influence success at an interview is confidence.  There is evidence around the region to state clearly that support given to older workers is best received from 'specialist' support not necessarily the Jobcentre.  Unfortunately these specialist projects are often short lived due to funding issues! Our SWOOP project is well placed to build on some of this good practice and offer it up for mainstreaming.

…There must be a huge amount of people in this category aged over 40 currently receiving incapacity benefit.  It would be useful to establish what support, if any, they would be given, and how!  There is still so much stigma attached to mental health, and of course mental health illness doesn't discriminate between any sector of employment, in fact it is the professional person who often struggles the most to accept the illness has struck them.

Chris Pitura, TAEN

Delegates were also concerned that the nature of training offered to groups has changed, together with perceptions of the capabilities of these groups: the criterion of age is now more used as a means of ring-fencing opportunities. Earlier training schemes (such as TOPS under the Manpower Services Commission) were offered regardless of age, but the emphasis of current programmes has shifted to those already in work. Many employees suffering redundancy will not return to work and hence be classed as economically inactive, even those who engage in voluntary and community work but are not visible to the system. 

Some stats from TAEN:

· 9 out of 10 people who start job-hunting when they are out of work over age 50 give up within 12 months. 

· 8 out of 10 over-50s made redundant never work again; whereas 8 out of 10 under-50s return to work. 

· People who do get back to work do so on 27% less pay than when they were last working. 

Chris Pitura

Another barrier to re-entry to work is employees’ expectations of previous levels of pay, holidays or working conditions, or movements between full and part-time employment. The pace and nature of work has changed, which can also act as a disincentive to older people seeking to return to work.

A range of public policy issues affects the choices of individuals when considering returning to the labour market. For example, early retirement or voluntary severance provision is at present a disincentive to employers, but working time regulations beyond 2006 will affect existing practices. Other legislative, fiscal and social pressures could be harnessed to act as levers for change. With the current focus on reducing Incapacity Benefit, further studies are needed to interpret the relationship between benefits and unemployment statistics, and measures designed to build on findings.

One thing that struck me when we started looking at this topic was the startling change in the numbers of people on Incapacity Benefits compared to the proportion on Jobseekers Allowance. 

The overall picture is in May 1995 there were 163,000 people unemployed in the South West and 154,000 on incapacity benefits. By the end of 2003, there were only 45,000 people unemployed compared to 212,000 on incapacity benefit. 

The Government responded in the Pre-Budget report as follows:

- a major expansion of the Pathways to Work pilots for incapacity benefits claimants to an additional 14 Jobcentre Plus districts covering the thirty Local Authority Districts with the highest concentrations of incapacity benefits claimants, thereby extending this groundbreaking approach to around one-third of the country; and

- a package of measures to further help people on incapacity benefits move into work, including changes to permitted work rules to improve opportunities to move from benefits to full-time employment, and placing employment adviser support within GPs surgeries.

But will this be enough?

The fact that this is important to older people can be seen from ages of those on inactive benefits in the SW.

Just over 2% of people aged 16-29 are on incapacity benefits, rising to 4.5% by 40, 6.5% by 50 and 11.5% by age 60.

Ben Neild
The rural and dispersed nature of the South West region with its poor transport and ICT infrastructure presents a disincentive to older people who might wish to re-enter the labour market. There is little evidence of good practice specifically targeted to older people in the region, although there are encouraging signs of uptake by this age group of business-related initiatives (such as the Cornish broadband project, ACT NOW, which offers a pathway to self-employment). 

The region can learn from successful practice elsewhere which includes targeted measures to retain older people in active employment and community engagement: experience gained in Finland and Newcastle respectively are good examples. It would be useful to establish a ‘one-stop shop’ for age and employability issues, perhaps within Equality South West and the EQUAL project SWOOP (South West Opportunities for Older People). SWOOP will be a catalyst in the South West to identify emerging examples of good practice at national level, and support and fund transferable models within the region in a sustainable manner.

4.2.2.
Making better choices

Decisions about leaving the labour market are often taken at times of transition in people’s lives. It is at this point that they need access to information and guidance to help them make appropriate choices. Delegates were concerned that too often older workers made the choice to leave the labour market based on poor information about the options available to them.

One of the problems facing older workers is knowing where the jobs are and what skills might be needed to fill them. Better market intelligence is needed to confirm where opportunities exist so that older people can make more informed decisions about their participation in the labour market.  This information then needs to be made accessible to older people. In the South West, an ongoing regional dialogue between key players to prioritise actions should be launched with a view to improving the confidence of employers and actual and potential employees in the support available. These might include such measures as piloting enhanced access to advice and guidance services in innovative community locations. Supporting people to make choices at ‘transition’ periods in their lives is another potentially useful approach.
4.2.3
Recognising the role of the community and voluntary sector 

More use could be made of voluntary and community sector initiatives to enable short term employment ‘trials’, for which better understanding is needed of the sector. Bottom up working within communities can engage participants from diverse local contexts, where developed infrastructures already exist to disseminate good practice. Individual representations of attitude and skills could be ‘scaled up’ to develop wider, more generic systems. These in turn could act to facilitate collaboration by local strategic providers, for which harmonising local data systems would also be very useful.

The impact of learning within families to encourage other family members should not be underestimated, and positive images and examples of intergenerational working are effective in breaking down age-related preconceptions. High broadband uptake amongst older people can also be harnessed for community engagement as well as forming a common platform to enhance whole family activities.
We try to encourage older volunteers as we are well aware of the benefits of years of previous experience that might be found to support our project.  However despite offering U3A space to hold meetings, totally free of charge in our centres, we still find they are the only users who do not get involved in anything else we do here.

So perhaps they do lack the confidence to try new things and if so then this is another group for educationalists to "target".

 Sam Swabey, Granby Island Community Centre
4.3
Service provision for older people

4.3.1
Developing an integrated ‘age’ agenda for the region
Delegates agreed that age issues are often lost within existing diversity measures such as LSC Equality and Diversity guidelines.  There is currently no statutory requirement to provide for older groups and therefore the tendency is for service provision and limited funding to focus on younger people in order to meet targets. In reality, few resources remain for older age groups, not considered mainstream.  LLSCs rarely analyse age profiles within their provision, but tend to target learning to a core group of under-40s. 

If the challenge of the ageing workforce is to be faced effectively, then greater priority needs to be given at the policy level within the region to the development of an age agenda.  This should set out the nature of the challenge and identify actions that individuals, strategic agencies and employers, working together, can achieve.  This needs to be accompanied by a better analysis of the impact of current policy on older people and the extent and nature of provision. 

The ‘time unemployed’ criteria for those wanting to join Government Training Schemes particularly discriminate against 50+ people. Generally these people have to be unemployed for at least six months before they can apply to join a Training Programme. By this time a whole lot of barriers emerge - loss of confidence/ de-motivation/lack of self esteem etc,.

My experience has been that it is crucial to get those 50+ people engaged as soon as possible after becoming unemployed.  You are correct that funding shortages are making a mockery of the recent lifting of the age limit for Apprenticeships. This situation is bound to get worse this year as more cuts to LSC funding are forecasted. The priority remains under 25s.

 Alan Norton, Age Concern Training

Much greater awareness of age demographics and more flexible resourcing is needed to inform and develop responsive action plans. With this in view, LLSCs should build partnerships with more innovative service providers from whom good practice could be adopted.

The priorities for public funding of further education via LSC budgets are:
1) Young people (16-19 generally, up to 24 for apprenticeships);

2) Adults in work to obtain their first ‘level 2’ qualification (equivalent
to 5 GCSEs at grades A-C);

3) Adults without qualifications demonstrating literacy, numeracy and IT
skills to national certificate level;

4) Adults to obtain ‘level 3’ qualifications in specific skill shortage
sectors as defined regionally (by RDA?);

Funding of skills development for the unemployed and/or ‘economically
inactive’ is via Job Centre+/New Deal arrangements, …

The expectation is that adults in other categories will continue training on
a fee basis, where fees will be paid by individuals themselves or their
employer. FE Colleges are to be set fee income targets by their local LSCs. Public funding into what is known as ‘adult and community learning’, which has generally subsidised social learning, will be severely limited under the new LSC funding regime.

Jackie Longworth

More research would help to identify age-related issues in learning and working, including more active tracking of older age groups. Better understanding is needed of the links between increasing age, higher income and occupational levels, and how these factors relate to a decline in full time working or gradual withdrawal from the labour market. Investigating the impact of choice and/or circumstances should include consultation with, and support of, the expressed needs and preferences of individual workers, for whom flexibility or job changes are often more attractive than retirement. 
For me the messages are about image, communication and representation and how, as we age, these become complex and difficult to manage when we are taken out of our established context - by losing our job, for example. Ageing is rather like the Internet - the more you go on, the more you realise that there is far more you don’t know than there is that you do know. This condition will ‘worsen’…

Self-awareness with regard to this is of course some of what wisdom is about but can also be potentially very debilitating. In a society that demands representation of the definite, requires quick and easy measurement, it is difficult to acknowledge that personality and behaviour are the oil to the engine of ‘hard skills’. In this it is very easy for an older person to lose confidence, direction and a sense of what constitutes their own value and potential for development. Qualifications and the ‘discipline’ of courses suit younger people  - but older people know, intuitively or consciously, that life is more complex than that - and the navigation required to support older people around employment becomes not just complicated, but quite protean … changing shape as personal circumstances change, shift and re-prioritise. 

All this means that society tends to see older people as potentially difficult in all sorts of ways. In a society that is over-dosing on information we tend to ‘have no time’ for reflection; we appear to worship ‘choice’ while becoming progressively worse at managing it; and we have progressively isolated and reacted against age - while at the same time living longer while pretending we’re younger.

Simon Mauger
Proactive measures and enhanced awareness of the age agenda are needed on the part of providers across sectors, such as employment agencies, SSCs and further education colleges. Expertise in mid-life planning amongst service providers should be enhanced. This might include a greater focus on non-LSC-funded provision for older people that extends beyond funding allocated mainly in response to skills shortages. Service providers should open up greater flexibility in choices available to older people, making available a wider range of working arrangements and improved awareness of transferable skills. 

Interestingly the latest figures for the South West show retail as employing 13% of the working population; it is by far one of the largest sectors with about 20% of the workforce in management type roles. It has been interesting to note how retail has been perceived in this online discussion as an area with low wages /skills and a lack of career path; however there are many opportunities for the older workforce who often look for flexibility in working time above wages and can put to good use many skills gained in previous career paths like good communication / leadership and management / organisational skills.

We are also piloting for the 25 plus age group in the SW, Target awards (3 units of a NVQ level 2) as the highest % of retail employees in retail are women working flexible part time hours to suit their lifestyles, the success rate for completing three units on last year’s figures was 85%.

Retail is expanding in the South West with much City retail redevelopment creating about 15 thousand new jobs in the next 3 years, so as a sector we are very keen to engage and help this workforce back into the workplace, we are also working closely with Jobcentre Plus to look at route way opportunities for those on benefits /unemployed etc.

Jane Rexworthy, Skillsmart Retail Ltd

Delegates were clear that the development of an ‘age’ agenda needed to ensure proper integration of policy, so that targets, funding and provision are effectively locked in to tackling the issues.

We really have to be clear about policy and what actually happens, and the way in which other pressures, particularly funding regimes linked to target achievement, can entirely undermine what appear to be right-minded, worthy policies. But I would like to emphasise that in this clarity we have to remain positive about the ‘right-minded content’ of the policies and not dismiss those, but point out very strongly the way in which this is being undermined and why that is happening. Too often perhaps we are told that in the end it is an issue of priorities  - well, priorities often have to be a ‘pecking order’ because no-one has re-arranged the way in which those priorities are operated. For example, if the real target is economic development and social well-being then to what extent are other, essentially ‘intermediary targets’ like Level 2 qualifications, actually helpful or unhelpful or sometimes appropriate but sometimes not? Or has the real target been subverted because its achievement is far too distant to be politically resonant? 

Wouldn’t it be interesting if a target was for the agencies concerned to know what works most effectively in assisting older people into productive employability and to change and flex that according to conditions, rather than deciding on the systems and establishing targets for the use of those regardless of their known efficacy. Ideally, this is what [SWOOP] does  - finds out what works, allowing innovative and ‘out of the box’ developments and methods, and carrying those messages into the ‘mainstream’ in order to redirect the current and flow of policy in ways that will address the real issues. 

Simon Mauger
4.3.2
The role of voluntary work 

Building the capacity and confidence of individuals needs to include a change to the perceived value of unpaid work, which would help to overcome low self-esteem and concerns of age discrimination. Career breaks are one option for older people, negotiating the impact of interruptions of employment on superannuation arrangements. Different approaches should be sensitively selected depending on individual circumstances, for instance, for those workers suffering compulsory redundancy as compared with those voluntarily seeking career change.

The right kind of voluntary work can help as a confidence builder and a
way of practising dormant skills and knowledge: running the office in a
local community centre, managing the bookings for the village hall,
joining the village co-op that runs the local shop, secretary of the WI
or the Townswomen's guild - these are the ones I can think of - I am
sure there are lots more.

And yes - getting a job, any job provided it puts you in the public eye
can help. Confidence in dealing with people, modern gizmos like computer tills etc is gained. Anyway, it is always easier to get a job when you already have one than to get one from the dole queue.

…To me a key issue in the SW is actually attracting people back to work.
Many of the best qualified (and they won't have a level 2, but will have
Os and As and professional or trade qualifications), have a reasonable
income and don't actually need to work. Hence the idea of volunteering -
what about mentoring? They need to be excited and curious about what's
on offer. Start talking about 'level 2' and you turn 'em right off!

 Vivienne Rayner
4.3.3
Support for employers

Employer discrimination aside, it is likely to be the reality of skills shortages and replacement demand that will be the two main factors driving future changes in recruitment practices of employers. Employers will need practical and dedicated advice and support services to retain and retrain older workers. Management training is often an option for older workers who have shifted roles during their career from ‘front line’ positions.
4.3.4
Employer Training Pilots 

Employer Training Pilots (ETPs) have demonstrated how demand for workplace learning by older workers can be stimulated through dedicated funding. However, low-skilled workers can feel threatened by visible, overly targeted provision for which embedded approaches may be more suitable. Concerns also exist that limiting funding for learning at Level 2 will discriminate against older people whose backgrounds do not map readily onto this framework: an overt focus on skills and qualifications equivalencies rather than current educational levels would help to eliminate a perception that older people’s achievements are outdated. 

Access to qualifications should include accreditation of prior experience and learning, positioned outside the NVQ frameworks, which are too often associated with younger learners and low-skilled workers. Age-related issues are also significant for providers’ own staff as well as their learners, and can generate feelings of exposure in this group also.

From what people have told me, although I haven't looked at the data on this yet, older people make up a very large proportion of adults who don't have a first ‘Level 2’. They form, for example, a very significant percentage of those on employer training pilots.

But I also hear LSC colleagues suggesting that the lifting of the age limit on apprenticeships has made little difference, as funding limits have meant that LSCs can only really cater for young people in the guarantee group. 

Another thing I'm wondering about is, given the enormity of the issue around the ageing workforce, whether information and advice, literacy, numeracy and IT skills and a level 2 are really an adequate response? What do we do about people who got 5 O' levels back in the fifties or sixties who are some distance from the labour market, may have been inactive for years?

Ben Neild

4.3.5
Supporting Adult and Community learning

The reduction of funding for adult and community learning has negatively impacted the availability and uptake of learning options by older people, whilst remaining provision can attract premium fees that discourage participation. Much existing LSC funding for adult and community learning has been diverted towards Level 2 targets, leaving the traditional older learners under-served. Target-driven, separate ‘silo’ funding streams make it difficult to transfer benefits between sectors, whilst short term funding constrains the impact of community-based initiatives. The result is that providers are funded for individual qualifications which cannot support community development: more flexibility is needed to derive and reward broader outcome measures.

There is a certain inconsistency in government with regards to ‘economically active’ meaning in paid employment. At the same time, another department is selling the importance of the voluntary sector in delivering public services and making sure, through funding infrastructure development, that it has the capacity to do this. Quite a lot of the volunteers are precisely the people who the other department wants to get back to paid employment - square that circle!

 Jackie Longworth
For funders of community learning, learners’ progression tends to be ‘horizontal’ rather than ‘vertical’ - into formal learning settings. The value of informal learning needs to be more widely recognised for its contribution towards social inclusion, including prior and experiential learning. The contribution of cultural institutions in fostering informal learning and volunteering should be acknowledged, including investigation of how individuals’ ‘horizontal’ progress may be recognised by measuring soft outcomes. Service providers need to take more action to link social inclusion with economic development, for which opportunities for ‘trial’ employment can be extended for older people. Although later employment beyond the age of 65 may reduce the availability of older people to act as community volunteers, they make continuing contributions as mentors and role models.
4.3.6
IAG services for older people

As delegates at the workshop stressed, older workers are often unaware of options available to them at transitions. Many older people drop out of the labour market because of lack of information and support at critical times in their lives.  This could be improved through the use of dedicated guidance services and better intelligence and employment opportunities. In tandem with this, measures should be established to promote and support job changes for older people that complement an acknowledged shift in nature and intensification of work.

Age Discrimination in the Skills Delivery infrastructure - I wonder whether the point of the age-equal project [SWOOP] may be being sidelined a bit here? We are probably not needed for those very many older employees who are being recognised for their experience (and qualifications where they have them) and who are not suffering discrimination because of their age.

This project is about helping those employees and non-employees whose talents are not being recognised, who have perhaps lost confidence because of age discrimination, and who maybe are amongst the many people who were in the education system when the school leaving age was sufficiently low that you could leave with no qualifications, or with qualifications leading to a low paid career (was their gender segregation in expectation at that time?). Now that age discrimination is to be made illegal, we have an opportunity to help people take advantage of this through growing in confidence in the competence they already have (experience as well as training), but also through acquiring skills they have not had the chance to acquire before.

At least part of our job is presumably to lobby government about the funding of IAG and training for this group of older people who have suffered from historic bias in the education and employment systems?

 Jackie Longworth
Government policy and funding considerations currently act as barriers to IAG provision, which does not take the needs of older workers sufficiently into account: the age distinction between Connexions and Next Steps’ target groups is generally unhelpful and should be eradicated. Existing IAG services are often narrowly focused on finding a course when this might not be the most appropriate intervention, depending on the local labour market and individual circumstances. At present, IAG Partnerships’ contracts target 85% of clients below Level 2, under-serving workers at higher levels of all ages who have no alternative access to suitable services.

The offer of career options needs to be sensitively marketed, well communicated and comprehensive in its scope, encouraging older clients to take ownership by acknowledging its personal value to them. IAG should be fully integrated into the learning process at all stages, from its inception beyond delivery to evaluation. There is at present a general lack of understanding of IAG by learners and employers in how to determine individuals’ preferences, needs and appropriate support for change. Those most in need of IAG are often those least visible to support agencies, with IAG usually reactive rather than proactive. Managing older clients’ expectations of IAG is a top priority: all potential clients need to be convinced of the value of IAG, and older people tend to be more cynical than the overall population.
Just to add some thoughts to this discussion about guidance for older workers and jobseekers ... After 20 years of adult life and work, the over 40s are not a homogeneous group of people. They may have a few characteristics in common but, having led their own different lives, the combination of their past experience, present situation and future ambitions will make them all very different. This makes it difficult to produce a ‘one service fits all’ operation. It is also unrealistic to expect any one IAG professional, however skilled and experienced, to be able to answer the questions and handle the requirements of every older person who comes to them for help.

 John Allan
There is more scope to support community-based IAG services via local organisations as part of a ‘bottom up’ neighbourhood renewal approach, building on social capital. Peripatetic Outreach Programmes (POP) can provide proactive guidance, overcoming older people’s reluctance to ask for help. Community champions could help build support for IAG provision, breaking down barriers between ‘professionals’ and ‘beneficiaries’. The main focus of IAG should be towards helping people to identify their own needs by recognising individual benefits that people would like to see for themselves, supported by case studies.

Suggest we consider how to carry out a small-scale pilot to test the feasibility and cost of providing the "ideal" service, to be measured against the economic benefits of raising the skills level, motivation and working lifespan of those aged 40+.

John Allan

Delegates were clear that delivery of IAG should incorporate three themes for the older age group:

· helping people become aware than they have a need for IAG;

· making IAG more accessible, so clients know where and how to get advice;

· engendering reasonable expectations by older people that they will be able to benefit.
4.3.7
The design of learning and skills programmes

The traditional syllabus-led curriculum is not appropriate for older workers nor is it effective when mapping outcomes to prior learning or experience. To make matters worse, currently age-related, systemic barriers exist for older learners, such as the age limit of 54 for higher education student loans. 

There is presently a mismatch of approaches in accreditation of prior and experiential learning and support that impedes parity of esteem. More efforts should be made to ensure outcomes and accreditation are matched, and flexible training should be more widely implemented to avoid older learners’ perception of ‘being treated like kids’. More holistic understanding on the part of providers is needed of individuals’ experiences, how to represent them and by whom, to recognise the rich resources of older people. Individuals’ experiences should be taken into account when updating qualifications, to avoid their being locked into inappropriate qualification levels.

As if employer age discrimination wasn't enough, there is actually a certain amount of age discrimination in the policy framework for skills development and lifelong learning. One blatant example of this has been the ban on student loans for anyone aged over 54. 

What else should be scrapped if we were serious about promoting age equality in take up of skills development programmes? The age limit on Apprenticeships was recently lifted, but from what I hear funding shortages mean this is more rhetoric than reality. Is that right? How much are guarantee groups resulting in discrimination by prioritisation?

 Ben Neild
SSCs will have a key role to play in incorporating age-friendly representation into their workforce development strategies. The learning support skills of workplace assessors and line managers need to be addressed, and more use should be made of champions and mentors drawn from an older age group. European funding could be used to identify overseas examples of good practice in workplace learning, which can then be transferred and piloted.

4.3.8
Employer-led initiatives

Delegates did not consider useful the implementation of a ‘default’ retirement age of 65. Flexibility, autonomy and making work interesting are all effective approaches to attract and retain older workers. The public sector is exploring employer-led incentives to retain older staff, and the NHS is seeking to enhance working conditions for all staff, regardless of age, to improve retention.

I just have a very big worry that choice will be the preserve of those who can afford to choose, and people who have been low paid or otherwise disadvantaged throughout their lives will have no choice but to 'work til they drop', especially women whose contribution to caring is still undervalued in terms of build-up of support as they get older.

 Jackie Longworth

A dedicated forum would be helpful for workers aged 45+ to articulate their preferences and needs. Better training of trainers for older people should be implemented, whilst employer mail shots could promote the needs of an older workforce and explain the rationale for a greater focus on age-related issues.
Succession planning is often an issue for older self-employed workers or those running their own businesses where there is a tendency for enterprises to close down with the retirement of the founder.  Even for larger businesses, there is a serious question about how to retain the accumulated experience of older workers who decide to move on to other forms of work.  These issues might be addressed by targeted recruitment, mentoring, shadowing or apprenticeship-type relationships depending on circumstances.
  Alongside this, systems which introduce retraining options at an earlier phase for older workers should receive greater consideration as a general move by employers to open their doors more widely to training providers, perhaps in partnership with union learning initiatives who have specific experience of older workers’ needs.  Thus both the business and the older worker would stand to gain.

4.3.9
Support within the community

Although initiatives need to be ‘bottom up’ to attract broad support by older people, there is a real lack of funding for initiatives for older people at local level. Genuine community outreach and engagement of older people via familiar local venues such as the village shop and post office would be welcomed.

In more rural communities, businesses often provide support to local initiatives as well as opportunities for voluntary activity for older people, where traditionally close-knit communities naturally share opportunities and support. However, further incentives are needed to break down artificial divides between local businesses and their communities, where community-based learning often suffers from a perceived lack of employer focus. Community considerations also extend to small businesses, which belong to and reflect their local community as members of a larger organisation.

In my community there are specific agencies/organisations funded to offer support to over 50s, the issue appears to be convincing employers to work with them.

Another group might well be people who took early retirement who are now bored by the inactivity; for us in Plymouth with an ever growing group of these people the number could be significant.

 Sam Swabey
4.3.10
Innovative action

Support for the use of a regional e-portfolio, similar to Careers Wales’s, was enthusiastically endorsed by all delegates, as well as its potential for coordinating age-related efforts by agencies within the South West. An e-portfolio should link a common sense approach with the provision of online intelligence, with guidance services clearly integrated and systematic. E-portfolios need to attract support from both employers and individuals, encouraging employers’ uptake and recognition of its value and at the same time improving anticipation of individuals’ changes and transitions. 

We are working with North Devon College on their Equal funded project which over the next 2 years will be using an ICT-based competence analysis toolkit to address the inequality of opportunity suffered by older workers within SMEs in the retail and motor industry sector, a key objective will be to influence SMEs in their recruitment and retention of older workers.

 Jane Rexworthy
5
CONCLUSIONS AND RECOMMENDATIONS


This Learning Theme has explored the issues raised by the ageing population and its impact on the labour market of the South West, as well as the barriers faced by older workers in entering and remaining part of the active workforce.  The demographic trends alone show that there is a clear rationale for developing an ‘age’ agenda for the region, which enables effective action to be taken to support both employers and older workers as they face the challenges ahead. The debates and discussions that have characterised this Learning Theme have demonstrated that the strategic agencies have been far from proactive on this issue, and employers, too, are unaware of the scale of the issues they face.  They are, in part, constrained by a target-driven funding system which prioritises younger people. However, evidence from the Workshop suggests that many key agencies have not yet grasped the scale of the issue, let alone thought about how they should respond.

We trust that this Learning Theme and the work of SWOOP will stimulate a dialogue within the region and sub-regions about an appropriate response on the question of age and employability. Agencies and employers in the region need to address the question, “are we clear about the what the ageing workforce means for us and most critically, are we doing enough about it?” 

Whilst the issues are complex, many practical ideas have emerged from our exploration of good practice, our analysis and discussions, which point the way to more effective practice. Critical to success in this field is better advice and support for employers and individuals so that they are able to make the right choices and access the most appropriate services. 

Set out below are the main issues and recommendations arising from the Learning Theme:

1.
Measures to raise employer awareness of the aging workforce

Agencies within the South West, particularly LLSCs, need to support awareness-raising campaigns regionally and locally to reinforce the potential impact of demographic changes and explode myths about the value of older workers. This needs to be accompanied by improved age legislation awareness for employers (especially small businesses) and recruitment agencies.  Good practice in age diversity should be publicised and transferred.
The value of continued workforce development, which includes older workers, needs to be reinforced. The introduction of all-age ‘apprenticeship’ schemes could be developed to foster all-age training.
The work of Age Positive Champions needs to be built upon and utilised, including case studies of employer good practice such as: Ginsters, ASDA, B&Q and the Meteorological Office. Through the SWOOP project, two to three employer-focused pilot projects in key sectors could be developed, then promoted and disseminated as good practice.
2.
Up-skilling the older worker

Employers should be encouraged to provide continuing professional development as an actively managed policy. One possibility is to consider technology solutions such as a ‘skills bank’ for older workers.

Employers should develop policies and practices which encourage succession planning and provide routes where accumulated expertise can be channelled into possibly less demanding roles within the organisation. 

3.
Changing employer recruitment practices

Best practice across the sectors needs to be built upon and could include: the development of a non-age specific application form, as promoted by the Employers Forum on Age; and a reduced dependence on qualifications (often regarded as ‘lazy human relations’) with more emphasis on aptitudes and personality. 

4.
Role of community organisations as employers

There needs to be a greater focus on opportunities for older, semi-retired or retired workers with the time and skills to lead social enterprises and community-based organisations which can bring about enormous community benefit and utilise older workers skills effectively.

5.
Empowering older workers to overcome barriers

There needs to be greater sharing and understanding of a range of innovative initiatives which focus on improving the employability of older people and dealing with the multiplicity of barriers which they face.  

6.
Connecting with older people

Innovative approaches will be needed to connect with this age group in settings and contexts with which they feel comfortable. The region can learn from successful practice elsewhere which includes targeted measures to retain older people in active employment and community engagement.

The effects of individuals’ own perceptions of low self-esteem and status should not be underestimated and can act as a potent barrier. To overcome this, training should be offered to older people which includes how to promote oneself to a potential employer.

A ‘one-stop shop’ for age and employability issues should be established, perhaps within Equality SW and the SWOOP project.

7.
Making better choices

Better market intelligence is needed about employment opportunities to enable more informed decisions about participation in the labour market.  

8.
Recognising the role of the community and voluntary sectors

More use could be made of voluntary and community sector initiatives to enable short-term employment ‘trials’.  More resourcing is also needed to support family learning which provides a positive example of intergenerational working and can be effective in breaking down age-related preconceptions. 

9.
Developing an integrated ‘age’ agenda for the region

If the challenge of the ageing workforce is to be faced effectively, then greater priority needs to be given at the policy level within the region to the development of an ‘age’ agenda.  This should be led by the SWESA board and should set out the nature of the challenge and identify actions that individuals, strategic agencies and employers, working together, can take and ensure proper integration of policy, so that targets, funding and provision are effectively locked in to tackling the issues. This needs to be accompanied by a better analysis of the impact of current policy on older people and the extent and nature of provision. 
Much greater awareness of age demographics and more flexible resourcing is needed to inform and develop responsive action plans by LLSCs and SSCs. With this in view, LLSCs should build partnerships with more innovative service providers from whom good practice could be adopted.  More research would help to identify age-related issues in learning and working, including more active tracking of older age groups. 
10.
Information, advice and guidance

Older people need access to dedicated guidance services and better intelligence about employment opportunities. It is proposed that the region develop a ‘single point’ initial access and follow-up IAG service.  This should be explored through a small scale pilot to test the feasibility and cost of providing the ‘ideal’ service as measured against the economic benefits of raising the skills level, motivation and working lifespan of those aged 40+.
In tandem with this, measures should be established to promote and support job changes for older people that complement an acknowledged shift in the nature and intensification of work.
11.

The design of learning and skills programmes

There is presently a mismatch of approaches in the accreditation of prior and experiential learning and support which impedes parity of esteem. More efforts should be made to ensure outcomes and accreditation are matched, and flexible training should be more widely implemented. 

SSCs will have a key role to play in incorporating age-friendly representation into their workforce development strategies. The learning support skills of workplace assessors and line managers need to be addressed, and more use should be made of champions and mentors drawn from an older age group.

Expertise in mid-life planning amongst service providers should be enhanced. This might include a greater focus on non-LSC funded provision for older people that extends beyond funding allocated mainly in response to skills shortages. Service providers should open up greater flexibility in choices available to older people, making available a wider range of working arrangements and improved awareness of transferable skills.
12.
Develop a regional e-portfolio

A regional e-portfolio, similar to Careers Wales’s, for co-ordinating age-related efforts by agencies within the South West should be developed, linking the provision of online intelligence with guidance services in a clearly integrated and systematic way. This should be developed by the SWOOP project building on best practice elsewhere.

ANNEX 1 
WORKSHOP PRESENTATIONS

The SLIM Learning Theme workshop on Age and Employability was fortunate to draw on the expert input of the following individuals and organisations, who offer diverse perspectives on the needs and challenges of older workers and learners. 

· Keith Frost, Business Manager, Third Age Employment Network

· Frances Cook, founder member and Associate, Employers Forum on Age

· Dr Tony Maltby, Senior Lecturer in Social Policy, University of Birmingham

· Rheinallt Jones, Project Manager (to January 2005), Careers Wales Online

Keith Frost, Business Manager, Third Age Employment Network (TAEN)

The Third Age Employment Network (TAEN) was established in 1998 under the auspices of Age Concern, and was set up to offer advice on employment for individuals aged 45+. TAEN is a national network of around 250 members drawn from independent groups and organisations, including employment agencies, ‘committed to better opportunities to work, earn and learn in mid and later life’. Recognised as a national centre of expertise on age and the labour market, TAEN influences public policy and ‘champions the contribution that age diversity in employment makes to business success and a healthy society’. It runs an information and advice line for employers and older jobseekers aged 45+.

TAEN agrees with Peter Drucker on the importance of demographics as a dominant factor in business and its key influence on public policy developments seeking to break down barriers to employing older people. It charts employment trends and local labour market information together with attention to skills shortages, and their current and expected impact on employment opportunities for older workers. These in turn will be of importance to RDAs as they consider strategies for promoting economic well-being in their respective regions, and how these are likely to influence future markets for products, goods and services. 

TAEN analysed population trends in the South West to demonstrate the effects of demographics in highlighting the increasing numbers of older people within the region, both within the existing population and future in-migrants. They estimate that, by 2021, there will be an additional 360,000 people aged 45+ to state pension age as compared with a static population of those aged between 25 and 44. Shifts in employment since 1995 also confirm steady growth of older workers of both genders beyond 45+ who are continuing to work to retirement age.

More detailed analysis of the South West workforce by the ONS reveals it to be the third largest in the UK with over 74% employed within the region (employment is considered ‘full’ at 75%), the third lowest numbers on Incapacity Benefit of any UK region, and 112,000 working past State Pension Age (SPA). There are 2.2 million older people aged 45+ (805,000 between 50 and SPA) in the South West, representing 44% of the regional population. This is the largest percentage of older residents in the UK regions, and it is still growing - as compared with the smallest proportion of those aged 18 to 29. To offset this, compared with an International Labour Office unemployment rate of 2.3% for those aged 50 to SPA, the South West economic inactivity rate is at 25% or 210,000 (for those beyond pension age at 89% or 910,000), with 10.2% or 83,000 on Incapacity Benefits or disability payments. 

TAEN estimates that, of the 50+ age group, over 250,000 in the South West would wish to return to work. Enhanced opportunities for employment for this age group link clearly to the CBI’s listing of top skills shortages confronting employers in the UK
, where priority areas are noted in management, marketing, customer care, team working, selling and problem-solving that are well represented in older workers. TAEN points out that organisations often shed highly skilled and experienced workers with these qualities, many of whom would prefer to continue to work.

Of particular interest to TAEN are the barriers to employment of older workers recently identified by the NAO
 and their recommendations for action to overcome these. To this end, TAEN are running a series of events in 2005 seeking to raise awareness of the Age and Employment agenda with employers and stakeholders. The following barriers were highlighted by the NAO:

Age-related barriers: 

· Employer attitudes, health condition or disability, lack of qualifications or work experience, low basic skills, job seeker attitudes and lack of confidence, caring responsibilities, financial position.

Non-age-related barriers:

· Lack of suitable jobs in the labour market, benefit disincentives, transport difficulties.

Employer attitudes:

· Age discrimination, the most common form in the workplace;

· Negative perceptions about the capability in employment of older people based on myths and stereotypes;

· Denial of prejudice and that the problem exists;

· Negative impact on recruitment, retention, promotion, training policies and practices;

· Despite a tight labour market - difficulties with recruitment, increasing skills shortages, high unit labour costs, insufficient publicity and research about the benefits of employing older workers; less than 30% of employers targeting older workers as a potential labour source;

· Despite the Age Positive campaign, the Code of Practice on Age Diversity and the approaching age regulations, less than 40% of employers currently have age policies in place.

Health conditions or disability:

· It is true that health conditions generally increase with age - however, health issues only prevent a minority of people over 50 from continuing to work effectively;

· Health has also been overrated as an obstacle to those on Incapacity Benefit, of whom 90% surveyed wish to work; the Pathways to Work programme will help those back to work who have been in receipt of Incapacity Benefits. 

Lack of formal qualifications:

· According to the OECD, ‘the extent to which older workers will be in a position to stay longer in the labour market depends crucially on the opportunity to maintain and develop their skills’
; 

· Lack of formal qualifications makes it more difficult for workers to compete in the labour market;

· TAEN considers that skills obsolescence can act as a self fulfilling prophecy for those workers over 50, who find it increasingly difficult to re-enter employment unless they find another job in their first year out of work. 

Low basic skills:

· Although age is not a strong indicator of basic skills levels, many unemployed people over 50 lack basic skills - in 2002-03, adults over 40 represented 57% of all working adults below Level 2, and 17% of Level 2 qualifications gained over this period were by the over 40s; 

· For many black and minority ethnic groups, language may be an additional barrier - social exclusion may be due not only to age but also to disability, ethnic background and gender;

· By 2010, the need for higher qualifications for this age group will rise significantly as employer demand for lower level skills continues to decrease.

Jobseeker attitudes:

· The well qualified may be too selective in terms of salary and status;

· There is an inability to recognise transferable skills;

· Those out of work for a long time may suffer loss of motivation, confidence and self-esteem;

· Workers may wish to ‘wind down’ to retirement.

Caring responsibilities:

· The ‘Care sandwich’ and difficulties of finding suitable / flexible work.

Financial:

· Unwillingness to reduce wage expectations to take a job – an average ‘discount’ for workers 50+ can mean 27% less wages on offer than in a previous job;

· In some regions, the ‘benefits trap’ and transport difficulties combine towards a lack of suitable jobs for all ages.

The NAO made the following recommendations to improve the employability of older workers:

Providing local services to meet older people’s needs:

· Jobcentre Plus (JC+) and local partners should ensure services to improve employment prospects are based on widely accepted best practice;

· JC+ offices and LLSCs should align common objectives and priorities to improve employability and collaborate on contracting for employment and training services (National Employment Panel recommendation).

Setting targets:

· All Government bodies should share the DWP’s priority on this issue (the only department with an employment target);

· New performance measures for DWP and JC+ that reflect improvements in employability of programme participants without success in obtaining employment (distance travelled);

· RDAs should set targets for the employment of disadvantaged groups within their regions, following the East Midlands Development Agency’s lead in this area.

Ensuring employment programmes meet older people’s needs:

· Mandatory participation for over 50s in employment and training programmes;

· Full economic evaluation of the (voluntary) New Deal 50 Plus together with the impact of working tax credit (was employment credit) on participation levels - since its inception in 2003, interest in New Deal 50 Plus has plummeted (compared with other, mandatory New Deals).

Providing training and support:

· DTI should consider whether to fund PRIME after March 2006;

· More LLSCs should specifically address the education and training needs of older people;

· IAG Partnerships (now re-branded as Next Steps) should target their services to those most likely to benefit from them.

Finally, Keith brought delegates up to date with a TAEN Age and Employability Events Calendar, which looks ahead to significant policy papers and national initiatives concerning age expected throughout 2005. Currently, TAEN and NIACE are mapping age-friendly practice in LLSCs around the UK. A new White Paper on Adult Learning and Skills (updating the earlier Skills Strategy White Paper) has just been released and a Strategy for Older People is anticipated in spring 2005, together with publication of the Commission on Equality and Human Rights Bill, a Public Health Delivery Plan and a DWP National Guidance Campaign on Age and Employment. The second half of 2005 sees a consultation on the draft Age Regulations and launches of Building on New Deal (BoND) pilots, National Employer Training Programmes (following on from Employer Training Pilots), and expansion of Pathways to Work Phase 1, followed by publication of the full report of the Pensions Commission.

Frances Cook, Founder Member and Associate, Employers Forum on Age
Frances Cook is a founder member and Associate of the Employers Forum on Age (EFA), an independent employer forum with over 170 members amongst public and private sector employers including banks, retailers, utilities, consumer goods, local and central government and the leisure industry. The EFA was founded in 1996 to tackle ageism in the workplace and to support employers in developing age-friendly policies and practices. Its mission is to influence government, business and trade unions on age-related issues and to this end, the EFA campaigns for real and practical changes related to age and employability.

To influence government, the EFA highlights the impact of age laws on UK businesses, ensuring that practical solutions can be found for employers. It currently challenges thinking on pension regulations, which can affect an employer’s decision to retain or make redundant an older employee, that have historically mitigated against semi-retirement as an option for older workers. EFA aims to represent employer viewpoints in the development of policies and practices to encourage age diversity and reduce discrimination for this age group in employment. The organisation has calculated projections of the likely proportion of older workers in the UK population working in 2020 compared to 2002 and forecast many more anticipated to be in employment over the age of 45 by 2020, with the biggest rise in those still employed beyond age 60. 

EFA sees its main work as supporting employers and promoting a practical understanding of age and employment issues. It encourages policy audit and review by employers to identify gaps and omissions in practice, including diagnosis of opportunities and threats posed by forthcoming legislation. EFA seeks to demonstrate the business benefits and competitive advantages of age diversity in the workplace, and conducts research projects to clarify the realities of age-related employment issues. The organisation also champions age amongst other diversity indicators, and influences recruitment practices such as age-free job application forms. To support employers, EFA manages a forum for sharing best practice and hosts in-house briefings, workshops, seminars, master classes and an annual conference. It provides support materials and toolkits and offers bespoke consultancy services, including press and sponsorship opportunities.

EFA sees one of its main awareness-raising roles as exploding myths commonly believed by employers about older workers, such as:

· Older workers cost more – but have you costed failed appointments, high turnover, and early retirement packages?

· The older you are the sicker you get – but evidence shows that younger workers have more short term absences; although older workers may have longer absences, there is no major difference.

· Older workers are technophobic – but EFA member, Nationwide, have a lower turnover in their IT department than the rest of their business because they have such a high proportion of older workers helping to deliver within age-diverse teams.

As part of its efforts to develop policy and best practice, EFA have derived over twenty indicators for employers to identify where they will need to comply with legislation on age-diverse policies, including a huge checklist highlighting areas where age has an impact on employers’ strategies. Employers have developed for themselves the One Step Ahead policy review toolkit to guide and advise fellow members. Recommended practice for employers includes establishing an Age Action group, with internal champions; reviewing the organisation’s human resources policies to pick up any instances of potential age discrimination; implementing internal awareness at every level; establishing competency frameworks, skills/expertise and performance management as measures of capability and suitability; and removing age from company agendas wherever possible.

EFA endorses good practice and publicises its benefits through examples and case studies. It actively seeks to promote age-bias-free recruitment through omission of age from job applications and equal opportunities monitoring forms, and also by use of telephone interviews. Amongst its recommendations are selecting for redundancy according to organisational needs and not employee age, eliciting continuing employee feedback, ensuring training and development are available to staff of all ages, introducing flexible working and retirement, and statistical monitoring of age profiles to ensure an even distribution is achieved. Business benefits of best practice include reduced costs in many areas, and enhancement of reputation and profile as an ‘employer of choice’. Greater efficiency and better customer service can be achieved, with new markets opening up as a reflection of a business’ customer base and compliance without the compulsion of a legal framework. 

As to future challenges for employers, EFA agrees with TAEN and Peter Drucker that the demographic profiles shifting towards older workers will become a powerful reality, together with skills shortages, extended working lives, funding of pensions and flexible retirement. It endorses ongoing development and implementation of policies and best practice, early preparation towards legislation to minimise the risks of non-compliance, and internal education at every level. In this way, EFA believes that employer cultures can be changed to embrace age diversity.

Dr Tony Maltby, Senior Lecturer in Social Policy, University of Birmingham
Tony Maltby presented the background, context and early findings of the EQUAL Development Partnership Forward project, which seeks to investigate factors affecting the access, retention and progression of older workers. Demographics again were highlighted, this time using 2004 employment rates of men and women to illustrate changes in patterns of gender employment as workers become older, including those in receipt of Incapacity Benefit.

The EQUAL project benefits from participative design to ensure that workers experience a sense of empowerment through the consultation process. With a geographical focus on Birmingham and Solihull, the project seeks to have a positive impact on local policy development and to be a similar positive force for those involved in the research and subsequent mainstreaming of results. To underpin participation, Phase 1 of the project successfully recruited a sample of beneficiaries from whom were created a team of volunteers aged over 50. Outreach work in Phase 2 consisted of contacting local employers and involving them in discussion groups around the sub-region. 

For Phase 3, the project developed a two-week training programme for a team of over 50s in research and interviewing skills, under the auspices of the ESRC Growing Older Programme. Research interviews with peers resulted in requests for accreditation by participants, which was subsequently achieved through the Open College Network. Interviews were conducted by the over 50 team with peers from discussion groups, participants in New Deal 50 Plus, ‘Skills for Change’ trainees, information brokers and Jobcentre Plus advisors. Personal lifestyle training was developed in conjunction with the PerTemps recruitment agency in consultation with the project user group.

The mainstreaming Phase 4 of the project involves drawing up a ‘What Works’ list for future policy development for older workers, including recommendations for policy-makers, employers and staff and training organisations. Evaluative discussion groups with older workers will validate the research findings, to be targeted at further education providers, local businesses, policy-makers and politicians.

Preliminary findings from discussion groups held in autumn 2004 fall into four main areas: training and qualifications, health and working environment, government and other agencies, and other extraneous factors. Training and qualifications findings reinforce those in the NAO report cited earlier, referring to the need for specific, not generic training with a better follow-up programme, either via job training or progression to other qualifications. More personal development courses are needed, including training ‘on the job’ that leads on to paid work. Achieving the latter requires engagement with companies to investigate their recruitment strategies, for which the role of employability skills should be reinforced. ‘Mature Apprenticeships’ or a similar framework could require re-skilling in a particular area, where local trade unions are able to offer an introduction into factory environments to improve productivity. Qualifications obtained by an older workforce were regarded as ‘outmoded’ by some employers (eg GCE O’ levels). The main barrier to accessing relevant training is the cost of that training, according to discussion groups.

Health and working environment findings highlighted a general decline of manufacturing industries. There was a sense that the culture of work has changed and caused substantial differences in the nature of work to the so-called ‘pivot’ generation. The modern workplace instead encompasses alienating cultural differences, such as the ‘long hours’ ethic and the ever-increasing pace of work. Without flexible working hours, work/life balance can suffer, with attendant rising levels of stress and illness and perceived hostility in working environments. Alongside these negative changes, those with long-term illnesses or disability find additional difficulties in accessing work. 

Efforts by government and other agencies have had mixed results. The implementation and effectiveness of New Deal 50 Plus has depended on the individual advisor providing the service. The perceptions of older workers are that they have not been sufficiently considered to date in the development of employment policy. Greater use of a ‘bottom up’ approach would promote the involvement and voice of the age cohort with the biggest stake in its success.

Other findings have detected an undercurrent of ageism on the part of employers who seem to prefer younger workers. IT training was not wholly well received by older workers, who found it to be ‘too generic and patronising’ and at times not relevant. There were also perceptions of racism by other staff in workplaces where asylum seekers were seen to receive preferential treatment. Some areas of the service sector were deemed to have been overly youth-orientated in their employee recruitment, for instance in call centres.

The project’s focus on access, retention and progression has been found to empower older people and be representative of local ethnic diversity. Although led by considerations of employability and skills, policy debate must be informed to promote change.

Rheinallt Jones, Project Manager, Careers Wales Online
Rheinallt Jones, a careers guidance counsellor, recounted to delegates his experiences of setting up Careers Wales Online, a Web-based careers portal that was commissioned four years ago by the Welsh National Assembly in a move to establish Wales as a ‘Learning Country’. Lifelong learning is considered the key tool in this inclusive strategy. Careers Wales Online aims to increase self-esteem for employability by recording achievements and highlighting evidence of skills of the entire Welsh population from age 13. Partnerships between trades union representatives and the seven careers companies throughout Wales have taken part in the initial development which is now being adopted by small businesses. Additional partners have included HEFCW, ELWa and others, working towards a unifying approach which integrates their respective areas into lifelong learning. Alongside Welsh Assembly sponsorship, Objective One funding is also being used to develop the distinctive Careers Wales e-portfolio. 

The aim of Careers Wales Online is to develop virtual bilingual guidance services to complement Careers Wales services and products, working with strategic partners. The vision is of a client-led Web service to offer everyone in Wales an e-portfolio in which to record their achievements, qualifications and experience. Online lifelong learning integrates delivery of careers and work-related education via personal Progress Files, which stimulates further learning and individual development of action plans to empower learners. With an emphasis on clients, additional user-centred features promoting employability have been added such as games, quizzes and preparing for a careers interview. Embedded basic and ICT skills and the Learning Choices database, made available by UfI in England, are highlighted in the portal. Organisations such as libraries and voluntary agencies are included in Careers Wales Online as well as individuals, with the aim of promoting integration in community initiatives and hence empowering organisations also. 

There has been clear added value for all partners concerned in the management and delivery of Careers Wales Online, especially the prospect of continuing funding for the initiative within which the e-portfolio has been a particular success. Feedback from clients confirms that they now have access to the right tools, relevant information and appropriate learning and employment opportunities to make sure that individuals will be equipped to make an informed choice at all stages in their career. Content has been tailored to distinctive age groups including adult learners, for which News and Tools (Jobsearch and Learning databases) have been filtered for relevance. 

Personal registration is required to set up an ‘e-portfolio for life’. Self-assessment quizzes offer an online tutorial in which skills can be entered and validated, supported by a Frequently Asked Question file. Psychometric tests are also included which offer a feature on Working Styles that learners find engaging and empowering. Results are held online and can be revisited by learners for future reference. Once they have learned about themselves, participated in the Action Planning process and gone through job searching and CV-building exercises, clients are then ready for information on interviews which model job opportunities and feed back to prospective interviewees. Preparation time makes the actual follow-up process of consulting with supporters, who are able to share the e-portfolio with clients and make recommendations, more efficient.

Careers Wales Online was launched in November 2004 and has since become a powerful vehicle for getting diverse partners involved in the initiative from around Wales. There is solid evidence emerging from all stakeholders that users of all ages are empowered and engaged by participation.
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Case study: TAEN – Taking Account of Age





The Third Age Employment Network was commissioned by the South West Regional Assembly to carry out research into training and retaining the older workforce. The 2002 report made the following comparisons between the South West region and the rest of the UK:





Economic inactivity amongst people aged 50-60/64 in the SW is higher than in the rest of the country (40% compared with 33% nationally);


There is a much larger pool of non-working adults over state retirement age as a percentage of the regional population (63% compared to 54% nationally).





The report consulted with a range of partner agencies and employers to map activities across the South West. A particular success was the Bournemouth, Dorset and Poole LLSC’s Older and Bolder Project, which targeted the training needs of older workers in employment and the voluntary sector. 








Case study: Age Concern Training Projects





The DWP commissioned an evaluation by Age Concern Training of the impact of promotional campaigns on age-diverse practices in SMEs. Twenty awareness-raising events for small businesses were held in nine regions of the UK and found to be highly effective in transferring age positive practice into the workplace. Of particular value in successful programmes were partnerships of central and local agencies and specialist training providers.  
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� National Audit Office. Welfare to Work: tackling the barriers to the employment of older people. Report by the Comptroller and Auditor General (Sep 2004).





� OECD, Ageing and Employment Policies UK (Sep 2004).
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		date		Mar 2003-Feb 2004

				Employment rate - working age								Employment rate - 50-retirement age								Economic activity rate - working age								Economic activity rate - 50-retirement age								Economic activity rate males - working age								Economic activity rate males - 50-retirement age								Economic activity rate females - working age								Economic activity rate females - 50-retirement age								% who are economically inactive - working age								% who are economically inactive - 50-retirement age								% of males who are economically inactive - working age								% of males who are economically inactive- 50-retirement age								% of females who are economically inactive - working age								% of females who are economically inactive - 50-retirement age								Unemployment rate - working age								Unemployment rate - 50-retirement age								Unemployment rate males - working age								Unemployment rate males - 50-retirement age								Unemployment rate females - working age								Unemployment rate females - 50-retirement age

		Area		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence

		England		22,600,000		30,295,000		74.6		0.2		5,228,000		7,476,000		69.9		0.4		23,775,000		30,295,000		78.5		0.2		5,399,000		7,476,000		72.2		0.4		13,040,000		15,560,000		83.8		0.2		3,212,000		4,299,000		74.7		0.5		10,735,000		14,735,000		72.9		0.3		2,188,000		3,178,000		68.8		0.7		6,520,000		30,295,000		21.5		0.2		2,077,000		7,476,000		27.8		0.4		2,520,000		15,560,000		16.2		0.2		1,087,000		4,299,000		25.3		0.5		4,000,000		14,735,000		27.1		0.3		990,000		3,178,000		31.2		0.7		1,174,000		23,775,000		4.9		0.1		171,000		5,399,000		3.2		0.2		685,000		13,040,000		5.3		0.2		114,000		3,212,000		3.5		0.3		489,000		10,735,000		4.6		0.2		58,000		2,188,000		2.6		0.3

		Great Britain		26,123,000		35,163,000		74.3		0.2		6,034,000		8,722,000		69.2		0.4		27,506,000		35,163,000		78.2		0.2		6,234,000		8,722,000		71.5		0.4		15,051,000		18,048,000		83.4		0.2		3,702,000		5,015,000		73.8		0.5		12,456,000		17,115,000		72.8		0.3		2,531,000		3,707,000		68.3		0.6		7,657,000		35,163,000		21.8		0.2		2,488,000		8,722,000		28.5		0.4		2,997,000		18,048,000		16.6		0.2		1,313,000		5,015,000		26.2		0.5		4,659,000		17,115,000		27.2		0.3		1,175,000		3,707,000		31.7		0.6		1,384,000		27,506,000		5.0		0.1		199,000		6,234,000		3.2		0.2		817,000		15,051,000		5.4		0.1		133,000		3,702,000		3.6		0.2		566,000		12,456,000		4.5		0.1		66,000		2,531,000		2.6		0.2

		East Midlands		1,937,000		2,572,000		75.3		0.8		473,000		668,000		70.8		1.6		2,032,000		2,572,000		79.0		0.7		486,000		668,000		72.7		1.6		1,110,000		1,322,000		83.9		0.9		292,000		386,000		75.4		2.0		922,000		1,250,000		73.7		1.2		194,000		282,000		69.0		2.5		541,000		2,572,000		21.0		0.7		182,000		668,000		27.3		1.6		212,000		1,322,000		16.1		0.9		95,000		386,000		24.6		2.0		328,000		1,250,000		26.3		1.2		87,000		282,000		31.0		2.5		95,000		2,032,000		4.7		0.4		13,000		486,000		2.7		0.7		55,000		1,110,000		5.0		0.6		8,000		292,000		2.7		0.9		39,000		922,000		4.3		0.6		5,000		194,000		2.6		1.0

		Eastern		2,589,000		3,294,000		78.6		0.7		629,000		850,000		74.0		1.4		2,690,000		3,294,000		81.7		0.6		648,000		850,000		76.2		1.3		1,472,000		1,685,000		87.4		0.7		384,000		489,000		78.6		1.7		1,219,000		1,609,000		75.7		1.0		264,000		362,000		73.0		2.1		604,000		3,294,000		18.3		0.6		202,000		850,000		23.8		1.3		213,000		1,685,000		12.6		0.7		105,000		489,000		21.4		1.7		391,000		1,609,000		24.3		1.0		97,000		362,000		27.0		2.1		102,000		2,690,000		3.8		0.3		19,000		648,000		2.9		0.6		56,000		1,472,000		3.8		0.5		11,000		384,000		2.8		0.8		46,000		1,219,000		3.7		0.5		8,000		264,000		3.0		1.0

		London		3,290,000		4,748,000		69.3		0.6		612,000		913,000		67.1		1.5		3,542,000		4,748,000		74.6		0.6		645,000		913,000		70.7		1.4		1,993,000		2,441,000		81.6		0.8		382,000		517,000		74.0		1.8		1,549,000		2,307,000		67.1		0.9		263,000		396,000		66.4		2.2		1,206,000		4,748,000		25.4		0.6		268,000		913,000		29.3		1.4		448,000		2,441,000		18.4		0.8		135,000		517,000		26.0		1.8		758,000		2,307,000		32.9		0.9		133,000		396,000		33.6		2.2		252,000		3,542,000		7.1		0.4		33,000		645,000		5.1		0.8		146,000		1,993,000		7.3		0.6		22,000		382,000		5.7		1.1		106,000		1,549,000		6.9		0.6		11,000		263,000		4.2		1.2

		North East		1,046,000		1,526,000		68.5		0.7		229,000		388,000		59.0		1.5		1,122,000		1,526,000		73.5		0.7		239,000		388,000		61.6		1.5		607,000		779,000		77.9		0.9		141,000		222,000		63.2		2.0		516,000		747,000		69.0		1.0		98,000		165,000		59.3		2.3		404,000		1,526,000		26.5		0.7		149,000		388,000		38.4		1.5		172,000		779,000		22.1		0.9		82,000		222,000		36.8		2.0		232,000		747,000		31.0		1.0		67,000		165,000		40.7		2.3		76,000		1,122,000		6.8		0.5		10,000		239,000		4.1		0.8		48,000		607,000		7.9		0.7		8,000		141,000		5.8		1.2		28,000		516,000		5.5		0.6		2,000		98,000		1.7		0.8

		North West		2,977,000		4,090,000		72.8		0.5		682,000		1,029,000		66.3		1.1		3,130,000		4,090,000		76.5		0.5		703,000		1,029,000		68.4		1.1		1,704,000		2,103,000		81.0		0.7		412,000		596,000		69.2		1.4		1,426,000		1,987,000		71.8		0.8		291,000		433,000		67.1		1.7		960,000		4,090,000		23.5		0.5		326,000		1,029,000		31.6		1.1		399,000		2,103,000		19.0		0.7		183,000		596,000		30.8		1.4		561,000		1,987,000		28.2		0.8		142,000		433,000		32.9		1.7		153,000		3,130,000		4.9		0.3		21,000		703,000		3.0		0.5		94,000		1,704,000		5.5		0.4		16,000		412,000		4.0		0.7		59,000		1,426,000		4.1		0.4		5,000		291,000		1.6		0.6

		Northern Ireland		702,000		1,038,000		67.7		1.3		141,000		229,000		61.7		2.9		748,000		1,038,000		72.1		1.3		149,000		229,000		65.1		2.8		424,000		532,000		79.7		1.6		92,000		132,000		69.7		3.6		324,000		506,000		64.0		1.9		57,000		97,000		58.9		4.5		290,000		1,038,000		27.9		1.3		80,000		229,000		34.9		2.8		108,000		532,000		20.3		1.6		40,000		132,000		30.3		3.6		182,000		506,000		36.0		1.9		40,000		97,000		41.1		4.5		45,000		748,000		6.1		0.8		8,000		149,000		5.3		1.6		31,000		424,000		7.3		1.2		6,000		92,000		6.6		2.3		14,000		324,000		4.5		1.0		2,000		57,000		3.2		*

		Scotland		2,295,000		3,126,000		73.4		0.5		516,000		776,000		66.5		1.0		2,438,000		3,126,000		78.0		0.5		534,000		776,000		68.9		1.0		1,308,000		1,594,000		82.1		0.6		314,000		445,000		70.6		1.3		1,130,000		1,532,000		73.8		0.7		220,000		331,000		66.6		1.5		688,000		3,126,000		22.0		0.5		241,000		776,000		31.1		1.0		286,000		1,594,000		17.9		0.6		131,000		445,000		29.4		1.3		402,000		1,532,000		26.2		0.7		111,000		331,000		33.4		1.5		143,000		2,438,000		5.9		0.3		19,000		534,000		3.5		0.5		91,000		1,308,000		6.9		0.4		13,000		314,000		4.3		0.7		53,000		1,130,000		4.7		0.4		5,000		220,000		2.4		0.6

		South East		3,869,000		4,901,000		78.9		0.5		937,000		1,246,000		75.2		1.0		4,025,000		4,901,000		82.1		0.5		965,000		1,246,000		77.4		1.0		2,190,000		2,505,000		87.4		0.6		577,000		714,000		80.8		1.2		1,834,000		2,396,000		76.6		0.7		388,000		533,000		72.9		1.6		877,000		4,901,000		17.9		0.5		281,000		1,246,000		22.6		1.0		315,000		2,505,000		12.6		0.6		137,000		714,000		19.2		1.2		562,000		2,396,000		23.4		0.7		144,000		533,000		27.1		1.6		156,000		4,025,000		3.9		0.3		27,000		965,000		2.8		0.4		89,000		2,190,000		4.1		0.4		18,000		577,000		3.1		0.6		67,000		1,834,000		3.7		0.4		10,000		388,000		2.5		0.6

		South West		2,310,000		2,940,000		78.6		0.6		580,000		802,000		72.3		1.3		2,394,000		2,940,000		81.4		0.6		593,000		802,000		74.0		1.2		1,294,000		1,511,000		85.6		0.7		352,000		459,000		76.6		1.6		1,100,000		1,429,000		77.0		0.9		241,000		343,000		70.5		2.0		546,000		2,940,000		18.6		0.6		209,000		802,000		26.0		1.2		217,000		1,511,000		14.4		0.7		107,000		459,000		23.4		1.6		329,000		1,429,000		23.0		0.9		101,000		343,000		29.5		2.0		84,000		2,394,000		3.5		0.3		14,000		593,000		2.3		0.5		46,000		1,294,000		3.5		0.4		9,000		352,000		2.6		0.7		38,000		1,100,000		3.5		0.4		5,000		241,000		1.9		0.7

		Wales		1,227,000		1,742,000		70.5		0.5		291,000		469,000		61.9		1.1		1,293,000		1,742,000		74.2		0.5		300,000		469,000		63.9		1.1		703,000		894,000		78.6		0.7		176,000		271,000		64.9		1.4		591,000		848,000		69.6		0.8		124,000		198,000		62.4		1.6		449,000		1,742,000		25.8		0.5		170,000		469,000		36.1		1.1		191,000		894,000		21.4		0.7		95,000		271,000		35.1		1.4		257,000		848,000		30.4		0.8		74,000		198,000		37.6		1.6		66,000		1,293,000		5.1		0.3		9,000		300,000		3.1		0.5		41,000		703,000		5.9		0.5		6,000		176,000		3.5		0.7		25,000		591,000		4.2		0.4		3,000		124,000		2.5		0.7

		West Midlands		2,342,000		3,192,000		73.4		0.6		568,000		821,000		69.2		1.3		2,480,000		3,192,000		77.7		0.6		586,000		821,000		71.4		1.3		1,373,000		1,650,000		83.2		0.8		358,000		477,000		74.9		1.6		1,107,000		1,543,000		71.7		0.9		228,000		343,000		66.5		2.0		713,000		3,192,000		22.3		0.6		235,000		821,000		28.6		1.3		277,000		1,650,000		16.8		0.8		120,000		477,000		25.1		1.6		436,000		1,543,000		28.3		0.9		115,000		343,000		33.5		2.0		137,000		2,480,000		5.5		0.4		18,000		586,000		3.1		0.6		79,000		1,373,000		5.7		0.5		11,000		358,000		3.2		0.8		58,000		1,107,000		5.3		0.6		7,000		228,000		2.9		0.9

		Yorkshire and The Humber		2,242,000		3,032,000		73.9		0.6		518,000		760,000		68.1		1.3		2,361,000		3,032,000		77.9		0.6		534,000		760,000		70.3		1.3		1,298,000		1,565,000		82.9		0.8		315,000		438,000		71.8		1.7		1,063,000		1,466,000		72.5		0.9		219,000		321,000		68.2		2.0		671,000		3,032,000		22.1		0.6		226,000		760,000		29.7		1.3		267,000		1,565,000		17.1		0.8		124,000		438,000		28.2		1.7		404,000		1,466,000		27.5		0.9		102,000		321,000		31.8		2.0		120,000		2,361,000		5.1		0.4		16,000		534,000		3.0		0.6		73,000		1,298,000		5.6		0.5		10,000		315,000		3.2		0.8		47,000		1,063,000		4.4		0.5		6,000		219,000		2.7		0.9

		* Estimate and confidence interval unreliable since the group sample size is small (3-9).
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		Tables and Charts

		Source: Local Area Labour Force Survey, 2003

		Employment rates of older and working age people

				Employment rate - working age		Employment rate - 50-retirement age

		England		74.6		69.9

		East Midlands		75.3		70.8

		Eastern		78.6		74.0

		London		69.3		67.1

		North East		68.5		59.0

		North West		72.8		66.3

		South East		78.9		75.2

		South West		78.6		72.3

		West Midlands		73.4		69.2

		Yorkshire &The Humber		73.9		68.1

		Northern Ireland		67.7		61.7

		Scotland		73.4		66.5

		Wales		70.5		61.9

		Great Britain		74.3		69.2

		Economic activity rates of older and working age people

				Economic activity rate - working age		Economic activity rate - 50-retirement age

		England		78.5		72.2

		East Midlands		79.0		72.7

		Eastern		81.7		76.2

		London		74.6		70.7

		North East		73.5		61.6

		North West		76.5		68.4

		South East		82.1		77.4

		South West		81.4		74.0

		West Midlands		77.7		71.4

		Yorkshire & The Humber		77.9		70.3

		Northern Ireland		72.1		65.1

		Scotland		78.0		68.9

		Wales		74.2		63.9

		Great Britain		78.2		71.5

		Economic activity rates males -  older and working age people

				Economic activity rate males - working age		Economic activity rate males - 50-retirement age

		England		83.8		74.7

		East Midlands		83.9		75.4

		Eastern		87.4		78.6

		London		81.6		74.0

		North East		77.9		63.2

		North West		81.0		69.2

		South East		87.4		80.8

		South West		85.6		76.6

		West Midlands		83.2		74.9

		Yorkshire & The Humber		82.9		71.8

		Northern Ireland		79.7		69.7

		Scotland		82.1		70.6

		Wales		78.6		64.9

		Great Britain		83.4		73.8

		Economic activity rates females -  older and working age people

				Economic activity rate females - working age		Economic activity rate females - 50-retirement age

		England		72.9		68.8

		East Midlands		73.7		69.0

		Eastern		75.7		73.0

		London		67.1		66.4

		North East		69.0		59.3

		North West		71.8		67.1

		South East		76.6		72.9

		South West		77.0		70.5

		West Midlands		71.7		66.5

		Yorkshire & The Humber		72.5		68.2

		Northern Ireland		64.0		58.9

		Scotland		73.8		66.6

		Wales		69.6		62.4

		Great Britain		72.8		68.3

		Economic inactivity rates - older and working age people

				% who are economically inactive - working age		% who are economically inactive - 50-retirement age

		England		21.5		27.8

		East Midlands		21.0		27.3

		Eastern		18.3		23.8

		London		25.4		29.3

		North East		26.5		38.4

		North West		23.5		31.6

		South East		17.9		22.6

		South West		18.6		26.0

		West Midlands		22.3		28.6

		Yorkshire & The Humber		22.1		29.7

		Northern Ireland		27.9		34.9

		Scotland		22.0		31.1

		Wales		25.8		36.1

		Great Britain		21.8		28.5

		Economic inactivity rates males - older and working age people

				% of males who are economically inactive - working age		% of males who are economically inactive- 50-retirement age

		England		16.2		25.3

		East Midlands		16.1		24.6

		Eastern		12.6		21.4

		London		18.4		26.0

		North East		22.1		36.8

		North West		19.0		30.8

		South East		12.6		19.2

		South West		14.4		23.4

		West Midlands		16.8		25.1

		Yorkshire & The Humber		17.1		28.2

		Northern Ireland		20.3		30.3

		Scotland		17.9		29.4

		Wales		21.4		35.1

		Great Britain		16.6		26.2

		Economic inactivity rates females - older and working age people

				% of females who are economically inactive - working age		% of females who are economically inactive - 50-retirement age

		England		27.1		31.2

		East Midlands		26.3		31.0

		Eastern		24.3		27.0

		London		32.9		33.6

		North East		31.0		40.7

		North West		28.2		32.9

		South East		23.4		27.1

		South West		23.0		29.5

		West Midlands		28.3		33.5

		Yorkshire & The Humber		27.5		31.8

		Northern Ireland		36.0		41.1

		Scotland		26.2		33.4

		Wales		30.4		37.6

		Great Britain		27.2		31.7

		Unemployment rates - older and working age people

				Unemployment rate - working age		Unemployment rate - 50-retirement age

		England		4.9		3.2

		East Midlands		4.7		2.7

		Eastern		3.8		2.9

		London		7.1		5.1

		North East		6.8		4.1

		North West		4.9		3.0

		South East		3.9		2.8

		South West		3.5		2.3

		West Midlands		5.5		3.1

		Yorkshire & The Humber		5.1		3.0

		Northern Ireland		6.1		5.3

		Scotland		5.9		3.5

		Wales		5.1		3.1

		Great Britain		5.0		3.2

		Unemployment rates males - older and working age people

				Unemployment rate males - working age		Unemployment rate males - 50-retirement age

		England		5.3		3.5

		East Midlands		5.0		2.7

		Eastern		3.8		2.8

		London		7.3		5.7

		North East		7.9		5.8

		North West		5.5		4.0

		South East		4.1		3.1

		South West		3.5		2.6

		West Midlands		5.7		3.2

		Yorkshire & The Humber		5.6		3.2

		Northern Ireland		7.3		6.6

		Scotland		6.9		4.3

		Wales		5.9		3.5

		Great Britain		5.4		3.6

		Unemployment rates females - older and working age people

				Unemployment rate females - working age		Unemployment rate females - 50-retirement age

		England		4.6		2.6

		East Midlands		4.3		2.6

		Eastern		3.7		3.0

		London		6.9		4.2

		North East		5.5		1.7

		North West		4.1		1.6

		South East		3.7		2.5

		South West		3.5		1.9

		West Midlands		5.3		2.9

		Yorkshire & The Humber		4.4		2.7

		Northern Ireland		4.5		3.2

		Scotland		4.7		2.4

		Wales		4.2		2.5

		Great Britain		4.5		2.6
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Data original

		local area labour force survey

		ONS Crown Copyright Reserved [from Nomis on 21 March 2005]

		date		Mar 2003-Feb 2004

				Employment rate - working age								Employment rate - 50-retirement age								Economic activity rate - working age								Economic activity rate - 50-retirement age								Economic activity rate males - working age								Economic activity rate males - 50-retirement age								Economic activity rate females - working age								Economic activity rate females - 50-retirement age								% who are economically inactive - working age								% who are economically inactive - 50-retirement age								% of males who are economically inactive - working age								% of males who are economically inactive- 50-retirement age								% of females who are economically inactive - working age								% of females who are economically inactive - 50-retirement age								Unemployment rate - working age								Unemployment rate - 50-retirement age								Unemployment rate males - working age								Unemployment rate males - 50-retirement age								Unemployment rate females - working age								Unemployment rate females - 50-retirement age

		Area		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence		number		denominator		percent		confidence

		England		22,600,000		30,295,000		74.6		0.2		5,228,000		7,476,000		69.9		0.4		23,775,000		30,295,000		78.5		0.2		5,399,000		7,476,000		72.2		0.4		13,040,000		15,560,000		83.8		0.2		3,212,000		4,299,000		74.7		0.5		10,735,000		14,735,000		72.9		0.3		2,188,000		3,178,000		68.8		0.7		6,520,000		30,295,000		21.5		0.2		2,077,000		7,476,000		27.8		0.4		2,520,000		15,560,000		16.2		0.2		1,087,000		4,299,000		25.3		0.5		4,000,000		14,735,000		27.1		0.3		990,000		3,178,000		31.2		0.7		1,174,000		23,775,000		4.9		0.1		171,000		5,399,000		3.2		0.2		685,000		13,040,000		5.3		0.2		114,000		3,212,000		3.5		0.3		489,000		10,735,000		4.6		0.2		58,000		2,188,000		2.6		0.3

		Great Britain		26,123,000		35,163,000		74.3		0.2		6,034,000		8,722,000		69.2		0.4		27,506,000		35,163,000		78.2		0.2		6,234,000		8,722,000		71.5		0.4		15,051,000		18,048,000		83.4		0.2		3,702,000		5,015,000		73.8		0.5		12,456,000		17,115,000		72.8		0.3		2,531,000		3,707,000		68.3		0.6		7,657,000		35,163,000		21.8		0.2		2,488,000		8,722,000		28.5		0.4		2,997,000		18,048,000		16.6		0.2		1,313,000		5,015,000		26.2		0.5		4,659,000		17,115,000		27.2		0.3		1,175,000		3,707,000		31.7		0.6		1,384,000		27,506,000		5.0		0.1		199,000		6,234,000		3.2		0.2		817,000		15,051,000		5.4		0.1		133,000		3,702,000		3.6		0.2		566,000		12,456,000		4.5		0.1		66,000		2,531,000		2.6		0.2

		East Midlands		1,937,000		2,572,000		75.3		0.8		473,000		668,000		70.8		1.6		2,032,000		2,572,000		79.0		0.7		486,000		668,000		72.7		1.6		1,110,000		1,322,000		83.9		0.9		292,000		386,000		75.4		2.0		922,000		1,250,000		73.7		1.2		194,000		282,000		69.0		2.5		541,000		2,572,000		21.0		0.7		182,000		668,000		27.3		1.6		212,000		1,322,000		16.1		0.9		95,000		386,000		24.6		2.0		328,000		1,250,000		26.3		1.2		87,000		282,000		31.0		2.5		95,000		2,032,000		4.7		0.4		13,000		486,000		2.7		0.7		55,000		1,110,000		5.0		0.6		8,000		292,000		2.7		0.9		39,000		922,000		4.3		0.6		5,000		194,000		2.6		1.0

		Eastern		2,589,000		3,294,000		78.6		0.7		629,000		850,000		74.0		1.4		2,690,000		3,294,000		81.7		0.6		648,000		850,000		76.2		1.3		1,472,000		1,685,000		87.4		0.7		384,000		489,000		78.6		1.7		1,219,000		1,609,000		75.7		1.0		264,000		362,000		73.0		2.1		604,000		3,294,000		18.3		0.6		202,000		850,000		23.8		1.3		213,000		1,685,000		12.6		0.7		105,000		489,000		21.4		1.7		391,000		1,609,000		24.3		1.0		97,000		362,000		27.0		2.1		102,000		2,690,000		3.8		0.3		19,000		648,000		2.9		0.6		56,000		1,472,000		3.8		0.5		11,000		384,000		2.8		0.8		46,000		1,219,000		3.7		0.5		8,000		264,000		3.0		1.0

		London		3,290,000		4,748,000		69.3		0.6		612,000		913,000		67.1		1.5		3,542,000		4,748,000		74.6		0.6		645,000		913,000		70.7		1.4		1,993,000		2,441,000		81.6		0.8		382,000		517,000		74.0		1.8		1,549,000		2,307,000		67.1		0.9		263,000		396,000		66.4		2.2		1,206,000		4,748,000		25.4		0.6		268,000		913,000		29.3		1.4		448,000		2,441,000		18.4		0.8		135,000		517,000		26.0		1.8		758,000		2,307,000		32.9		0.9		133,000		396,000		33.6		2.2		252,000		3,542,000		7.1		0.4		33,000		645,000		5.1		0.8		146,000		1,993,000		7.3		0.6		22,000		382,000		5.7		1.1		106,000		1,549,000		6.9		0.6		11,000		263,000		4.2		1.2

		North East		1,046,000		1,526,000		68.5		0.7		229,000		388,000		59.0		1.5		1,122,000		1,526,000		73.5		0.7		239,000		388,000		61.6		1.5		607,000		779,000		77.9		0.9		141,000		222,000		63.2		2.0		516,000		747,000		69.0		1.0		98,000		165,000		59.3		2.3		404,000		1,526,000		26.5		0.7		149,000		388,000		38.4		1.5		172,000		779,000		22.1		0.9		82,000		222,000		36.8		2.0		232,000		747,000		31.0		1.0		67,000		165,000		40.7		2.3		76,000		1,122,000		6.8		0.5		10,000		239,000		4.1		0.8		48,000		607,000		7.9		0.7		8,000		141,000		5.8		1.2		28,000		516,000		5.5		0.6		2,000		98,000		1.7		0.8

		North West		2,977,000		4,090,000		72.8		0.5		682,000		1,029,000		66.3		1.1		3,130,000		4,090,000		76.5		0.5		703,000		1,029,000		68.4		1.1		1,704,000		2,103,000		81.0		0.7		412,000		596,000		69.2		1.4		1,426,000		1,987,000		71.8		0.8		291,000		433,000		67.1		1.7		960,000		4,090,000		23.5		0.5		326,000		1,029,000		31.6		1.1		399,000		2,103,000		19.0		0.7		183,000		596,000		30.8		1.4		561,000		1,987,000		28.2		0.8		142,000		433,000		32.9		1.7		153,000		3,130,000		4.9		0.3		21,000		703,000		3.0		0.5		94,000		1,704,000		5.5		0.4		16,000		412,000		4.0		0.7		59,000		1,426,000		4.1		0.4		5,000		291,000		1.6		0.6

		Northern Ireland		702,000		1,038,000		67.7		1.3		141,000		229,000		61.7		2.9		748,000		1,038,000		72.1		1.3		149,000		229,000		65.1		2.8		424,000		532,000		79.7		1.6		92,000		132,000		69.7		3.6		324,000		506,000		64.0		1.9		57,000		97,000		58.9		4.5		290,000		1,038,000		27.9		1.3		80,000		229,000		34.9		2.8		108,000		532,000		20.3		1.6		40,000		132,000		30.3		3.6		182,000		506,000		36.0		1.9		40,000		97,000		41.1		4.5		45,000		748,000		6.1		0.8		8,000		149,000		5.3		1.6		31,000		424,000		7.3		1.2		6,000		92,000		6.6		2.3		14,000		324,000		4.5		1.0		2,000		57,000		3.2		*

		Scotland		2,295,000		3,126,000		73.4		0.5		516,000		776,000		66.5		1.0		2,438,000		3,126,000		78.0		0.5		534,000		776,000		68.9		1.0		1,308,000		1,594,000		82.1		0.6		314,000		445,000		70.6		1.3		1,130,000		1,532,000		73.8		0.7		220,000		331,000		66.6		1.5		688,000		3,126,000		22.0		0.5		241,000		776,000		31.1		1.0		286,000		1,594,000		17.9		0.6		131,000		445,000		29.4		1.3		402,000		1,532,000		26.2		0.7		111,000		331,000		33.4		1.5		143,000		2,438,000		5.9		0.3		19,000		534,000		3.5		0.5		91,000		1,308,000		6.9		0.4		13,000		314,000		4.3		0.7		53,000		1,130,000		4.7		0.4		5,000		220,000		2.4		0.6

		South East		3,869,000		4,901,000		78.9		0.5		937,000		1,246,000		75.2		1.0		4,025,000		4,901,000		82.1		0.5		965,000		1,246,000		77.4		1.0		2,190,000		2,505,000		87.4		0.6		577,000		714,000		80.8		1.2		1,834,000		2,396,000		76.6		0.7		388,000		533,000		72.9		1.6		877,000		4,901,000		17.9		0.5		281,000		1,246,000		22.6		1.0		315,000		2,505,000		12.6		0.6		137,000		714,000		19.2		1.2		562,000		2,396,000		23.4		0.7		144,000		533,000		27.1		1.6		156,000		4,025,000		3.9		0.3		27,000		965,000		2.8		0.4		89,000		2,190,000		4.1		0.4		18,000		577,000		3.1		0.6		67,000		1,834,000		3.7		0.4		10,000		388,000		2.5		0.6

		South West		2,310,000		2,940,000		78.6		0.6		580,000		802,000		72.3		1.3		2,394,000		2,940,000		81.4		0.6		593,000		802,000		74.0		1.2		1,294,000		1,511,000		85.6		0.7		352,000		459,000		76.6		1.6		1,100,000		1,429,000		77.0		0.9		241,000		343,000		70.5		2.0		546,000		2,940,000		18.6		0.6		209,000		802,000		26.0		1.2		217,000		1,511,000		14.4		0.7		107,000		459,000		23.4		1.6		329,000		1,429,000		23.0		0.9		101,000		343,000		29.5		2.0		84,000		2,394,000		3.5		0.3		14,000		593,000		2.3		0.5		46,000		1,294,000		3.5		0.4		9,000		352,000		2.6		0.7		38,000		1,100,000		3.5		0.4		5,000		241,000		1.9		0.7

		Wales		1,227,000		1,742,000		70.5		0.5		291,000		469,000		61.9		1.1		1,293,000		1,742,000		74.2		0.5		300,000		469,000		63.9		1.1		703,000		894,000		78.6		0.7		176,000		271,000		64.9		1.4		591,000		848,000		69.6		0.8		124,000		198,000		62.4		1.6		449,000		1,742,000		25.8		0.5		170,000		469,000		36.1		1.1		191,000		894,000		21.4		0.7		95,000		271,000		35.1		1.4		257,000		848,000		30.4		0.8		74,000		198,000		37.6		1.6		66,000		1,293,000		5.1		0.3		9,000		300,000		3.1		0.5		41,000		703,000		5.9		0.5		6,000		176,000		3.5		0.7		25,000		591,000		4.2		0.4		3,000		124,000		2.5		0.7

		West Midlands		2,342,000		3,192,000		73.4		0.6		568,000		821,000		69.2		1.3		2,480,000		3,192,000		77.7		0.6		586,000		821,000		71.4		1.3		1,373,000		1,650,000		83.2		0.8		358,000		477,000		74.9		1.6		1,107,000		1,543,000		71.7		0.9		228,000		343,000		66.5		2.0		713,000		3,192,000		22.3		0.6		235,000		821,000		28.6		1.3		277,000		1,650,000		16.8		0.8		120,000		477,000		25.1		1.6		436,000		1,543,000		28.3		0.9		115,000		343,000		33.5		2.0		137,000		2,480,000		5.5		0.4		18,000		586,000		3.1		0.6		79,000		1,373,000		5.7		0.5		11,000		358,000		3.2		0.8		58,000		1,107,000		5.3		0.6		7,000		228,000		2.9		0.9

		Yorkshire and The Humber		2,242,000		3,032,000		73.9		0.6		518,000		760,000		68.1		1.3		2,361,000		3,032,000		77.9		0.6		534,000		760,000		70.3		1.3		1,298,000		1,565,000		82.9		0.8		315,000		438,000		71.8		1.7		1,063,000		1,466,000		72.5		0.9		219,000		321,000		68.2		2.0		671,000		3,032,000		22.1		0.6		226,000		760,000		29.7		1.3		267,000		1,565,000		17.1		0.8		124,000		438,000		28.2		1.7		404,000		1,466,000		27.5		0.9		102,000		321,000		31.8		2.0		120,000		2,361,000		5.1		0.4		16,000		534,000		3.0		0.6		73,000		1,298,000		5.6		0.5		10,000		315,000		3.2		0.8		47,000		1,063,000		4.4		0.5		6,000		219,000		2.7		0.9

		* Estimate and confidence interval unreliable since the group sample size is small (3-9).
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		Source: Local Area Labour Force Survey, 2003

		Employment rates of older and working age people

				Employment rate - working age		Employment rate - 50-retirement age

		England		74.6		69.9

		East Midlands		75.3		70.8

		Eastern		78.6		74.0

		London		69.3		67.1

		North East		68.5		59.0

		North West		72.8		66.3

		South East		78.9		75.2

		South West		78.6		72.3

		West Midlands		73.4		69.2

		Yorkshire &The Humber		73.9		68.1

		Northern Ireland		67.7		61.7

		Scotland		73.4		66.5

		Wales		70.5		61.9

		Great Britain		74.3		69.2

		Economic activity rates of older and working age people

				Economic activity rate - working age		Economic activity rate - 50-retirement age

		England		78.5		72.2

		East Midlands		79.0		72.7

		Eastern		81.7		76.2

		London		74.6		70.7

		North East		73.5		61.6

		North West		76.5		68.4

		South East		82.1		77.4

		South West		81.4		74.0

		West Midlands		77.7		71.4

		Yorkshire & The Humber		77.9		70.3

		Northern Ireland		72.1		65.1

		Scotland		78.0		68.9

		Wales		74.2		63.9

		Great Britain		78.2		71.5

		Economic activity rates males -  older and working age people

				Economic activity rate males - working age		Economic activity rate males - 50-retirement age

		England		83.8		74.7

		East Midlands		83.9		75.4

		Eastern		87.4		78.6

		London		81.6		74.0

		North East		77.9		63.2

		North West		81.0		69.2

		South East		87.4		80.8

		South West		85.6		76.6

		West Midlands		83.2		74.9

		Yorkshire & The Humber		82.9		71.8

		Northern Ireland		79.7		69.7

		Scotland		82.1		70.6

		Wales		78.6		64.9

		Great Britain		83.4		73.8

		Economic activity rates females -  older and working age people

				Economic activity rate females - working age		Economic activity rate females - 50-retirement age

		England		72.9		68.8

		East Midlands		73.7		69.0

		Eastern		75.7		73.0

		London		67.1		66.4

		North East		69.0		59.3

		North West		71.8		67.1

		South East		76.6		72.9

		South West		77.0		70.5

		West Midlands		71.7		66.5

		Yorkshire & The Humber		72.5		68.2

		Northern Ireland		64.0		58.9

		Scotland		73.8		66.6

		Wales		69.6		62.4

		Great Britain		72.8		68.3

		Economic inactivity rates - older and working age people

				% who are economically inactive - working age		% who are economically inactive - 50-retirement age

		England		21.5		27.8

		East Midlands		21.0		27.3

		Eastern		18.3		23.8

		London		25.4		29.3

		North East		26.5		38.4

		North West		23.5		31.6

		South East		17.9		22.6

		South West		18.6		26.0

		West Midlands		22.3		28.6

		Yorkshire & The Humber		22.1		29.7

		Northern Ireland		27.9		34.9

		Scotland		22.0		31.1

		Wales		25.8		36.1

		Great Britain		21.8		28.5

		Economic inactivity rates males - older and working age people

				% of males who are economically inactive - working age		% of males who are economically inactive- 50-retirement age

		England		16.2		25.3

		East Midlands		16.1		24.6

		Eastern		12.6		21.4

		London		18.4		26.0

		North East		22.1		36.8

		North West		19.0		30.8

		South East		12.6		19.2

		South West		14.4		23.4

		West Midlands		16.8		25.1

		Yorkshire & The Humber		17.1		28.2

		Northern Ireland		20.3		30.3

		Scotland		17.9		29.4

		Wales		21.4		35.1

		Great Britain		16.6		26.2

		Economic inactivity rates females - older and working age people

				% of females who are economically inactive - working age		% of females who are economically inactive - 50-retirement age

		England		27.1		31.2

		East Midlands		26.3		31.0

		Eastern		24.3		27.0

		London		32.9		33.6

		North East		31.0		40.7

		North West		28.2		32.9

		South East		23.4		27.1

		South West		23.0		29.5

		West Midlands		28.3		33.5

		Yorkshire & The Humber		27.5		31.8

		Northern Ireland		36.0		41.1

		Scotland		26.2		33.4

		Wales		30.4		37.6

		Great Britain		27.2		31.7

		Unemployment rates - older and working age people

				Unemployment rate - working age		Unemployment rate - 50-retirement age

		England		4.9		3.2

		East Midlands		4.7		2.7

		Eastern		3.8		2.9

		London		7.1		5.1

		North East		6.8		4.1

		North West		4.9		3.0

		South East		3.9		2.8

		South West		3.5		2.3

		West Midlands		5.5		3.1

		Yorkshire & The Humber		5.1		3.0

		Northern Ireland		6.1		5.3

		Scotland		5.9		3.5

		Wales		5.1		3.1

		Great Britain		5.0		3.2

		Unemployment rates males - older and working age people

				Unemployment rate males - working age		Unemployment rate males - 50-retirement age

		England		5.3		3.5

		East Midlands		5.0		2.7

		Eastern		3.8		2.8

		London		7.3		5.7

		North East		7.9		5.8

		North West		5.5		4.0

		South East		4.1		3.1

		South West		3.5		2.6

		West Midlands		5.7		3.2

		Yorkshire & The Humber		5.6		3.2

		Northern Ireland		7.3		6.6

		Scotland		6.9		4.3

		Wales		5.9		3.5

		Great Britain		5.4		3.6

		Unemployment rates females - older and working age people

				Unemployment rate females - working age		Unemployment rate females - 50-retirement age

		England		4.6		2.6

		East Midlands		4.3		2.6

		Eastern		3.7		3.0

		London		6.9		4.2

		North East		5.5		1.7

		North West		4.1		1.6

		South East		3.7		2.5

		South West		3.5		1.9

		West Midlands		5.3		2.9

		Yorkshire & The Humber		4.4		2.7

		Northern Ireland		4.5		3.2

		Scotland		4.7		2.4

		Wales		4.2		2.5

		Great Britain		4.5		2.6
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