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Introduction by the Business Champion for Older Workers

A New Vision for Older Workers

| am grateful to Pensions Minister Steve Webb and Employment Minister Esther
McVey for asking me to launch this review of later life working. My findings and
recommendations have the power to improve the working lives and the lifetime
incomes of Britain’s over 50s. They could also transform the long term future of
British business. My task is to speak without fear or favour to challenge outdated
stereotypes of older workers, and to champion reforms with the potential to
enhance millions of people’s lives.

| am grateful too for the groundswell of support for reform across a growing
number of industries — not least in the Business Taskforce | have set up to
explore a wide range of initiatives. This expert Taskforce is made up of corporate
leaders, HR professionals, recruiters, financial services companies, trade bodies,
employer organisations including the Confederation of British Industry, Institute of
Directors and Federation of Small Businesses, as well as older workers’
representatives such as the Trades Union Congress, Jobcentre Plus and Age
UK.

Encouraging and enabling those who want to work longer is an idea whose time
has come. It has the power to increase our country’s economic activity
significantly in the coming years. That is why | hope this report marks the
beginning of a great national debate. The over 50s are a major untapped
resource — a hidden talent pool that can boost output, employment and living
standards now and in the future.

By contrast, the ‘nirvana’ of early retirement makes little sense when life
expectancy has increased and pensions can be problematical. It is also a recipe
for economic decline. This is because by 2022, there will be 700,000 fewer
people aged 16 to 49 in the UK - but 3.7 million more people aged between 50
and State Pension age. If the over 50s continue to leave the workforce in line
with previous norms we would suffer serious labour and skills shortages, which
simply could not be filled by immigration alone.

The obvious solution is to embrace later life working, helping to realise the
potential of older workers who have so much experience and talent to offer. This
is not about being forced to work on, but enabling and encouraging those who
want a fuller working life. Older workers can play a vital role in future growth both
for individual businesses and the wider economy overall.

We must make sure older people’s skills do not go to waste. As we can look
forward to living longer, we need to re-think what ‘retirement’ looks like,
especially as the population dynamics change. There are many potential
advantages for all of us, including a stronger economy, higher living standards,
less pensioner poverty, reduced benefit spending, and improved national
wellbeing and intergenerational cohesion.



But if we are to seize the moment, changes are urgently required to overcome
the many barriers to later life working which | have identified. Our concept of
retirement must move with the times as people’s lives and the population
demographics change.

M.L. (aged 65)

| think society in general thinks retirement is age rather than attitude related.
I've lost count of the number of people who have suggested that | should be
retired because I'm now 65 years old. They just don’t seem to understand
that | enjoy what | do, | still feel | can make a contribution and that you can’t
buy experience.

An increasing number of employers, individuals and organisations understand
both the challenges of an ageing population and the benefits of employing older
workers. But they are still a minority. Age discrimination and unconscious bias
remain widespread problems in the UK labour market and more action is needed
to overcome this. We need every business to wake up and recognise the value of
older workers. There is so much potential — let’s realise it!

As a society, in recent decades, we have made great strides for working mothers
in the workplace. The work environment for women after childbirth is vastly
different nowadays compared to forty years ago. | believe we will see a similar
radical change in opportunities for older workers too in the coming years.

The Government has made a good start by abolishing the default retirement age
- so you are no longer forced to stop work at 65 - and extending the right to
request flexible working.

But more, much more, is needed. This is an issue of such national importance
that | believe the Government should consider creating a permanent official role,
across all Departments, overseeing policies to overcome the current barriers and
encourage fuller working lives.

On a practical level, | recommend introducing funding for mature
apprenticeships, particularly for those wanting to return to work after caring, or
needing to change career. The cost of apprenticeships for younger people is
already generously subsidised and this system is delivering good results. The
same kind of extra funding support could work wonders for the employment
prospects of many over 50s.

Employers need to adopt age friendly policies such as flexible working, phased
retirement, family care leave and even gap breaks. This can facilitate a new type
of retirement, where people cut down rather than suddenly stop working, where
health and wellbeing policies take account of older workers’ needs (including
support for women through the menopause) and where employers enable staff to
combine work with caring responsibilities. Line managers with the right skills are
crucial to successfully supporting older workers.



To achieve these aims, employers will need to focus on the 3 ‘R’s:

e Retain — keeping older workers and their skills in the workplace through, for
example, flexible working;

e Retrain — ongoing workplace training irrespective of age, and opportunities
for Mid-life Career Reviews; and

e Recruit — stamp out age discrimination from the recruitment process.

Of course older workers themselves need to embrace the opportunities too. Just
as we need employers to offer training, we need employees to take up the
training and consider changing careers if necessary, rather than just retiring.

Other recommendations contained in this report are based upon discussions
within my Business Taskforce, my findings from conversations with employers,
employees, and jobseekers, numerous information gathering meetings plus
available research.

Dr Ros Altmann CBE,
Business Champion for Older Workers







Executive Summary

Encouraging and enabling those who want to work longer has the power to
increase our country’s economic activity significantly in the future. As people are
living longer, we need to re-think what ‘retirement’ looks like. This is not about
forcing people to work on, but supporting those who want to maintain a fuller
working life. If we are to seize the moment, changes are urgently required to
overcome the barriers to later life working. Our concept of retirement and ageing
in the workforce must move with the times as people’s lives and the population
demographics change.

Section 1: The Benefits of Fuller Working Lives

There is an economic case for fuller working lives. Research by the National
Institute of Economic and Social Research (NIESR) suggests that if people
worked an extra 3 years this would add up to 3.25% in real Gross Domestic
Product (GDP) per year by 2033. In today’s terms, adding 3.25% to 2014 GDP
would be equivalent to an extra £55bn. Contrary to popular myth, the evidence
shows that keeping more older people in work actually improves employment
prospects for younger generations, and has in some cases even increased their
wages” There is also a clear business case as the ageing workforce is already
starting to cause skill shortages in certain sectors which will only worsen in future
years if the most experienced workers retire as before. A fuller working life can
also give individuals the chance to have the retirement they choose as well as
the other social and psychological benefits that working provides. So
encouraging later life working is good for the economy and good for individuals —
and it is also good for business.

Section 2: Findings and Observations — The Barriers to Later
Life Working

Outdated stereotypes, unconscious bias and age discrimination all contribute to
preventing older people from staying in or returning to work. And all these mean
that age is one of the major hurdles that hinders successful job search. Other
hurdles include low skills, lack of confidence, inadequate up to date
gualifications, long-term health conditions, disabilities and the difficulty of
combining work with caring. Many over 50s are affected by some or all of these
factors, with older women facing particular barriers. Social norms that dictate the
‘expected’ age of retirement can be slow to change, but there is evidence that
this is already underway. There are numerous solutions to overcome the barriers
to fuller working lives. These can be split conceptually into the three ‘R’s: Retain,
Retrain and Recruit older workers.

RETAIN: As the demographic pressures mount, failing to hold onto skilled older
employees is likely to damage business performance as firms lose valuable
skills. Retaining this talent may mean allowing people to work flexibly to



accommodate caring responsibilities or health considerations, or changing the
nature of a role to lessen its physical demands.

RETRAIN: One solution to helping older workers remain in work is to ensure their
skills are kept up to date. As the modern workplace is constantly changing, those
who are not trained in the latest practices will not be properly equipped for job
success. Too often, training stops at age 50 or so. In addition, even if there are
some jobs which people cannot continue to perform for health reasons, that does
not mean they must leave work altogether. Improving skills can offer a new lease
of working life, including as a self-employed person.

RECRUIT: There is evidence of age discrimination in the recruitment process
and the recruitment industry needs to raise its standards to ensure compliance
with the law. It is also vital that older people themselves are equipped for modern
job search. Much recruitment now takes place online or through social media,
and those over 50s who lack strong IT skills are at a clear disadvantage.

SELF-EMPLOYMENT: Whilst self-employment is not for everyone, it can
provide the flexibility that many older workers want or need. It offers another
avenue to utilise the skills they have acquired over a lifetime of employment,
gives them financial independence, flexibility in working hours and the
opportunity to rise to a new professional challenge. Encouragingly, older
entrepreneurs are more likely to succeed and there has been a 140% increase in
over-65s running their own business since 2000.

Section 3: Older Women and the Labour Market

The cohort of women who are now reaching their 50s and 60s has been
especially disadvantaged in terms of lifetime income and pensions, and faces
particular workplace barriers. They are more likely than their male colleagues to
be carers which can have an impact on how they manage work, and although
both men and women can face various health challenges as they get older,
women have a particular health issue which is largely ignored in workplace
thinking - the menopause. The potential impact of this important life event should
be taken more seriously, talking about it more openly in the workplace and
introducing support for those affected.

Section 4. My Recommendations

An increasing number of employers, individuals and organisations understand
both the challenges of an ageing population and the benefits of employing older
workers. But they are still a minority. My recommendations are aimed at ensuring
everyone wakes up and recognises the value of older workers. We must realise
this potential.

KEY RECOMMENDATIONS TO GOVERNMENT:

1. RETAIN - Explain the case for longer working lives to employers and the
public: Government should fund a major research project and
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communications campaign, targeting both employers and individuals, to
communicate a fully researched economic and business case for ensuring
more older workers in the labour force. It must look to break down the
barriers, offer solutions and support for all employers, employees, self-
employed or out-of-work. This will include considering the appointment of a
permanent cross-Government role to champion the needs and benefits of
older workers. Consideration should also be given to working with business
to deliver a national ‘Age Confident’ campaign, modelled on the success of
‘Disability Confident'.

RETRAIN - Government needs to develop a cross-Government national
strategy to address adult skills gaps and ongoing retraining requirements,
jointly owned by the Department for Work and Pensions (DWP) and the
Department for Business, Innovation and Skills (BIS). This would include
subsidising apprenticeships for older workers in the same way as for
younger workers, wider availability of IT skills training, adult learning loans
and Mid-life Career Reviews.

RECRUIT - Government must tackle age discrimination, imposing penalties
for breaking the law, and it could consider encouraging whistle-blowing
against ageism in the workplace. The recruitment industry, in which | have
found extensive anecdotal evidence of discrimination against older
applicants, needs to look at ways to drive better adherence to voluntary
codes of practice. If this voluntary, industry-led approach does not work it
may be that an EHRC investigation of the recruitment industry is ultimately
required.

RECRUIT - Government must improve the service of Jobcentres to ensure
better outcomes for older jobseekers and returning carers. This requires
collecting and publishing data on the effectiveness of existing policies, more
early intervention, increasing emphasis on one-to-one support and training
for older jobseekers, particular help with IT, CVs and social media.

RECRUIT - Social Impact Bonds - | recommend that the Government
considers the best way to harness the power of social investment to
promote the recruitment of more older workers — particularly the most
vulnerable or hardest to place - and facilitate more flexible or part-time work
as an alternative to retirement. The savings to health services, benefit
spending and the boost to tax revenues and growth should offer attractive
potential returns to investors.

RECRUIT AND RETAIN - Government should consider introducing
temporary National Insurance relief for employers who keep on or recruit
older workers.

KEY RECOMMENDATIONS TO BUSINESSES/EMPLOYERS

7.

RETAIN - Plan effectively for an ageing workforce — consider an age and
skills audit of your business, to ensure you are making the most of the
knowledge and skills of your older workers and planning for the longer term;
make sure all line managers are trained in managing older workers and
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age-diverse teams and are promoting healthy ageing, as well as flexible
working. Considering offering family crisis leave, gap breaks and alumni
programmes are other ways of retaining the skills of older staff rather than
losing them.

RETRAIN - Age should not be a barrier to training opportunities. Ensure
your workplace offers adequate training opportunities for all staff, regardless
of age and, if possible, facilitate training for new roles for those in physically
demanding jobs.

RECRUIT - Monitor age as a diversity characteristic, particularly in the
recruitment process. Consider using a strapline in job adverts to welcome
all-age applicants and ensuring your organisation overcomes any
unconscious bias or discrimination by tracking age profiles of successful
candidates and potentially offering apprenticeships for older workers as well
as the young.

RECOMMENDATIONS FOR OLDER WORKERS AND MEDIA

10.

11.

12.
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DON'T WRITE YOURSELF OFF - Rethink your retirement and later life
working plans, as retirement can be a process, rather than a one-off event.
This means breaking away from the social norms you have grown up with
which dictate that people should expect to stop work by their mid-60s.
Instead, you can consider staying on, perhaps with more flexible working, or
downshifting to a less stressful role, rather than stopping work altogether.
This can improve your financial, physical and mental wellbeing.

NEW IMAGES FOR OLD PEOPLE - old age needs a media rebrand. The
images used to accompany stories of older people are outdated and
contribute to the negative connotations of age. Wizened hands and walking
sticks perpetuate unhelpful stereotypes. | would urge the visual media to
use more older presenters, especially females, and to consider removing
images of road warning signs showing stooped-over people as a hazard to
road-users.

MENOPAUSE SUPPORT AND AWARENESS - All employers should
consider making provision and ensuring support for older women who are
going through the menopause. Currently there is no training for line
managers to deal with this issue, which will affect around half the UK
workforce at some point in their later lives. This will include performance
reviews taking account of women'’s health issues relating to menopause,
employers taking the problems experienced by some women more
seriously, and considering workplace adjustments to take account of such
issues. | also recommend the Government consider funding for research
into menopause symptom alleviation and management, as too many older
women are left to cope on their own, without support or understanding from
colleagues and managers. This should not be a ‘taboo’ issue any longer, it
is a health issue like any other, but it only affects women.



Conclusion

I hope that my initial findings and recommendations will form the basis of much
further work on the role of later life working in boosting Britain’s businesses and
economy. My vision is for a future where every older person who wants to work,
can work, where flexible working and phased retirement are the accepted, and
indeed expected, norm. In this future we will have an economy that is stronger
than ever, enhanced by the valuable contribution older workers can make as part
of a multi-generational workforce.
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Section 1
The Benefits of Fuller Working Lives

The Economic Case

With an ageing population, encouraging and enabling more people to work for
longer will boost economic growth, both short-term and longer-term.
Demographic changes, coupled with rising longevity and improved health,
present major opportunities for employers to harness the benefits of taking on
older staff. Indeed, businesses which continue to believe they can rely solely on a
young workforce face serious long-term threats.

If employment rates for older workers do not change, the number of people aged
50 to State Pension age who are not working could increase from 2.9 million to
over 5.4 million by 2033. That means an additional 2.5 million people would be
economically inactive, many of whom will have relatively low incomes and
inadequate pensions, and therefore might want or need to keep working.

As life expectancy rises, continued retirement at previous ages, or even earlier
retirement, will place a rising burden on younger generations. Immigration alone
cannot fill the gap.

The chart below shows the dramatic drop in labour force participation that occurs
after age 50. Employment rates decline sharply from over 80% of 50 year olds
being in work, to around 60% of 60 year-olds and just 30% of 65 year-olds.

Employmentrate by type of employment and by age
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Indeed, historically, the trends have been stark. In the 1950s, over 90% of men
aged 60 to 64 were working, while it is now around 50%. The policy challenge is
to try to ensure more of the over 50s stay in work, rather than retiring earlier than
they ideally wish to.

Early retirement might be sustainable if younger generations had the capacity to
fund ever-rising numbers of economically inactive members of society, or if the
older generations had prepared for a far longer retirement. However, neither of
these factors can be relied upon.

The younger generations are far less numerous than the baby boomers who are
now reaching their late 50s and 60s, and there has been insufficient financial
preparation for much longer periods of retirement. With defined benefit pension
schemes, the burden of support falls on employers rather than individuals, but
most schemes in the private sector are now closed. As pension provision moves
to less generous defined contribution pensions, millions of older people will not
be able to rely on a decent level of later life income, especially as annuity rates
have fallen and investment returns have not met expected forecasts. The value
of working longer to boost later life income is clear. Fortunately, this also
coincides with changing attitudes that are far more welcoming of later retirement.

Research by the NIESR* shows that older workers represent a hidden boost for
the economy - if all over 50s worked just one year longer, this would increase
GDP by 1% per year. DWP analysis suggests that if half of the 1.2 million older
workers who are currently unemployed or inactive and would like to work were to
move into employment this could add up to £25bn a year to GDP if they worked
full-time and up to £9bn if they worked part-time.

The same NIESR publication suggests that if people worked an extra 3 years this
would add up to 3.25% to real GDP per year by 2033. In today’s terms, adding
3.25% to 2014 GDP would be equivalent to an extra £55bn.

Enabling those who want to keep working in later life to do so, can mean higher
lifetime income for millions of people, more output in the economy and higher
spending power in the longer term, which will mean higher economic growth and
better living standards for all of us.

Older people’s attitudes are changing — they want to work longer: To
support my role as Business Champion for Older Workers, the DWP
commissioned some research to explore people’s attitudes to retirement, to
working longer and their experiences in the labour market?. The results showed
that nearly half of respondents still want to be working between the ages of 65-70
and 39% do not want to retire in the conventional manner but prefer to have a
period of part time work before fully retiring.

! “The macroeconomic impact from extending working lives “ by Ray Barrell, Simon Kirby and

Ali Orazgani.
> DWP (2015). Attitudes of the over 50s to Fuller Working Lives
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The independent YouGov survey of over 2,000 retired and non-retired over 50s
reveals that traditional views of retirement are changing.

Majority want to work longer: When asked what their ideal working pattern
would be between ages 60 and 65, only 15% of non-retired over 50s said they
would want to stop working altogether When asked their ideal working pattern
from ages 65 to 70, around half would like to still be working, although preferably
on a part-time, rather than full-time, basis. If the results are applied to the whole
UK population, this suggests 4.8 million people want to keep working and not be
retired between ages 65 and 70°. Currently, there are around 1.2 million over 65s
still in work. Therefore, there is potential for a significant rise in later life work.

People planning to retire later: Around half (49%) of the non-retired over 50s
said they have increased their expected retirement age in recent years.

Traditional retirement outdated: Traditional ideas of a fixed, one-off, retirement
date no longer seem to apply. The survey shows that nearly two-thirds of over
50s do not believe that working full-time and then stopping altogether is the best
way to retire. More than a third (36%) of those already retired say their advice to
others would be to ‘consider switching to flexible or part-time work for a period
first’ before stopping work altogether.

Later life training and flexible work: It is encouraging that almost half (47%) of
all over 50s not currently retired would be interested in taking a training course to
improve their skills. If employers can help people combine training for new roles,
or improving their skills, with flexible working as they get older, the survey
suggests there could be a major increase in wellbeing for our ageing population,
as well as better economic growth.

Over half of over-50s unaware that they won’t pay NI contributions if
working past State Pension age: One fascinating finding is that over half of
over 50s were unaware that they can work beyond State Pension age without
having to pay National Insurance. This suggests scope for further education and
information to help people understand the significant potential benefits of working
longer if they wish to.

Support for idea of ‘gap-breaks’: Over one in four over 50s said they would be
interested in taking a few months off and then returning to work, as an alternative
to retirement. Many people could benefit from a break, after years of full-time
work, but after that break want to return to work refreshed.

2.3 million retirees miss work*: More than one in five retirees say they wish
they had worked longer (equivalent to 2.3 million people nationwide). 38% say
they miss the social interaction of work, indeed far more than the 27% who say
they miss the income. Around one in five (18%) say they miss the feeling they
are doing something useful. 33% of those working aged over 70 said they did so
because they enjoyed it.

*This assumes that the views in the poll are representative of the national population.
* This assumes that the views in the poll are representative of the national population.
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One in ten felt they had to retire but didn’t want to: Importantly, 11% of
retirees say they did not really want to retire but felt they had to, or were
expected to. This is a waste of resources for the economy as a whole and
individuals affected will be poorer than they need to be for the rest of their life.

The results are echoed in research among other European countries too:
Fascinating research from the EU Eurofund research in 2014° reveals that
across the continent, older people who have already retired would prefer to be
working. Surveys among EU nations show that more than half (53%) of all
retirees would like to work - and the proportion is even higher for those who are
younger, healthier and better educated.

56% of people aged 60-69 who are already retired would still like to be working,
while an astonishing 44% of retirees in their 70s also say they would like to work.

Of those who are already retired, 49% of women and 33% of men say they would
prefer to work part-time. Many people who retired would have preferred some
time off and then to return to work part-time, perhaps in mentoring roles, or to
learn new skills. Currently, the idea of retirement is usually a one-off decision,
whereas the surveys suggest most people would prefer to be able to retire more
gradually.

And this is not just because of the money, 50% say they would want to work even
if they weren't struggling to make ends meet. Older people say they are happy to
volunteer but would like paid work too: 56% of people aged over 50 who are
volunteering are happy to be doing that but would like to spend more time in paid
work as well.

From a business perspective, it is also interesting that job satisfaction for older
people seems higher than for younger staff. Of those people aged over 65 who
are still working, 70% say they would enjoy working even if they didn’'t need the
money - this compares with 52% for those aged 50-64, and 49% for 15-49 year
olds.

Retirement should be a process not an event — a journey not a destination.
These surveys are an indication that there is a historic opportunity to reinvent
retirement. Many of those who have retired may just have needed a break from
work, or would have liked to continue at a less intense level, rather than stopping
altogether.

As people are living longer healthier lives we must look for opportunities to
extend working life and boost business and the economy, as well as reducing the
burdens of an ageing population on future generations.

®>  The research paper is: Eurofound (2014), Work preferences after 50, Publications Office of the

European Union, Luxembourg
http://eurofound.europa.eu/sites/default/files/ef files/pubdocs/2014/03/en/1/EF1403EN.pdf

17


http://eurofound.europa.eu/sites/default/files/ef_files/pubdocs/2014/03/en/1/EF1403EN.pdf

Later life working brings many benefits to society and the economy:
Extending working lives in an ageing population has the power to benefit society,
the economy and individuals themselves. If people keep retiring in the traditional
way, a significant potential opportunity for better later life will be wasted.
Prolonging average working life can mean:

e Higher national income, production and growth

e Lower unemployment and higher wages for younger generations

e Improved intergenerational cohesion

e Lower benefit spend and pensioner poverty

¢ Improved health and wellbeing and reduced health spending

The Business Case

It is not only the wider economy that will benefit. Employing older workers can
bring many recognised benefits to business too. Research suggests the majority
of older workers are just as productive as younger staff (at least up to age 70)°. |
have been told that retaining older staff can offer many advantages to employers.
These include:

e retention of experience and firm-specific knowledge
¢ reduced skill shortage
o lower staff turnover as older workers are less likely to leave

e lower costs of recruitment and training - it is estimated that the average cost
of recruiting and training new staff can be £6000. If more older workers are
retained or move to a new type of work with their current employer, there
would be significant savings in recruitment and training costs

¢ meeting customer desires for an age-diverse workforce as the customer base
ages

e higher customer satisfaction levels which drive higher profits

e improved staff morale

Businesses may be reluctant to recruit or retain older workers because they
believe they will soon retire and therefore cannot make a long-term commitment
to the business. But employers have suggested to me that older workers often
stay with them longer than younger staff looking to climb the career ladder. The
reality is that workers of all ages leave companies all the time. Therefore,
businesses can benefit from ensuring they train older as well as younger people.

6 An update of the literature on age and employment, Health & Safety Laboratory, 2010 Any loss of speed

is offset by better judgment based on many years of experience
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Particular characteristics of older workers which businesses tell me they value
highly include:

e experience of work and life experience

e loyalty, reliability and good time management skills, patience and calmness
under pressure

e ability to engage well with other people and strong customer service empathy
e ability to mentor younger staff

In a recent CIPD survey’, workers were asked to identify the benefits of working
within an age-diverse team. They cited having different perspectives, knowledge
sharing, new ideas and improved problem solving as major advantages.

If older workers can bring so many positive attributes to employers, it is surprising
that business leaders and managers need persuading. It seems many firms have
failed to overcome traditional stereotypes and, either consciously or
unconsciously, are biased against older workers.

Failure to encourage longer working lives will place larger tax burdens on
younger generations.

The demographic statistics are startling. Over the next few years, there will be
3.7 million more people aged between 50 and State Pension age, but 0.7 million
fewer people aged 16 to 49. This net shortfall of workers cannot be filled by
immigration of 200,000 a year. With our ageing population, businesses urgently
need to recognise the demographic inevitability — either more over-50s will work
longer, or we face declining economic growth.

" From CIPD managing an age diverse workforce:

https://www.cipd.co.uk/binaries/managing-an-age-diverse-workforce 2014.PDF
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Of course, the best people to make the business case for employing older
workers are businesses themselves. So | asked some members of my Business
Taskforce for their thoughts:

20

Steelite International - Louise Griffin, HR Manager, says:

As a successful British manufacturing business which exports to over 140
countries across the globe, we owe our success to the quality of our
workforce, a key element of which is the diversity of age and experience
we have within the business. Over decades, we have found that working
hard to recruit and retain the right older workers, as well as investing in
apprenticeships and developing school leavers and graduates, gives our
workforce the correct balance and subsequently enables us to reach the
levels of success that we have.

National Express — Jenifer Richmond, HR Director, says:

For us taking on and retaining older workers isn’t about compromising or
bowing to political correctness — it makes sound business sense. We really
value being able to have a good mix of older and younger employees as
these often make up our best performing teams. Mixing with and learning
from older staff is often the best way in which our younger employees and
apprentices can learn, as well as being a great example of being reliable
and having a positive work ethic. It is also the case that our customer base
is diverse in age, and it is important that we have a workforce that reflects
that. As National Express continues to grow and expand as a company, the
contribution made by our older workers very much forms part of the plan.

McDonald’s - Lisa Jones, HR Director McDonald’s UK, says:

One of McDonald’s greatest strengths is its diversity in the workplace. Our
workforce reflects the communities in which we operate and we are a proud
employer of over 100,000 people in the UK, from the age of 16, through to
workers in their 80s. The benefits of having ‘later life’ employees working
alongside younger people, are numerous.

Previous research has shown our older employees provide some of the best
customer service and often play a supportive role to the younger generation
of employees. They also tend to empathise and connect well with our
customers and they have the ability and desire to go the extra mile. Our
flexible contracts make McDonald’s an attractive employer for those in later
life, as they choose hours to suit their needs, which can fit around the care
of family members such as grandchildren and spouses.



Keeping more over 50s in employment does not mean fewer jobs for the
young: One of the most persistent myths | have encountered is that encouraging
more older workers in the labour force will take jobs away from the young. This
so called ‘lump of labour fallacy’ has been roundly discredited by academic
studies but still colours people’s views.

Research shows that having more over 50s in work, is actually associated with
both lower unemployment and higher wages for the young. A paper by Rene
Boheim?® looks at numerous previous studies and concludes that increasing the
retirement age leads to an increase in wages and employment of younger
workers. So it is in the interests of all of us to enable more older people to stay in
work. Older and younger workers are not readily substituted for each other. The
skills of older people such as life and job-specific experience, are generally
different from those of younger people who have not yet experienced a long
working life.

There is not a fixed number of jobs in the economy: Although superficially
counter-intuitive, it is not true that each older worker in a job denies employment
to a younger person. This is not how economies work. There is not a fixed
number of jobs. The more spending power in the economy, the more jobs can be
created. If companies and individuals earn more, economic activity and
employment increase. In an individual company there may be a fixed number of
positions, but only over the short-term. If business is good, the company can
create more jobs — but if demand for the company’s goods or services declines, it
will reduce the number of jobs. This also applies to the economy as a whole. So
keeping more older people in work means increasing their lifetime incomes and
they have more money to spend. Conversely, if more older people stop work,
they will have lower spending power and ultimately there will be fewer jobs for
younger people.

Younger people’s employment prospects rise as employment rates of older
people increase: As the number of workers aged 55 and over increases, overall
employment rises and unemployment falls®, and there is even some evidence
that younger people’s wages may also increase™®.

Historical evidence supports this conclusion: For example, after World War
Two, the dramatic increase in women'’s labour force participation did not mean

fewer jobs for men. Instead, it boosted economic growth, and more two-earner

families with higher disposable income created new jobs as spending power in

the economy increased.

8 [http://wol.iza.org/articles/effect-of-early-retirement-schemes-on-youth-employment.pdf]

‘The effect of early retirement schemes on youth employment’

see Kalwij, Kepteyn and deVos, ‘Retirement of Older workers and employment of the young’
% see Munnel and Wu ‘Will delayed retirement by baby boomers lead to higher unemployment

among younger workers’
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UK 1970s Job Release Scheme failed: In the 1970s, the UK Government tried
to use ‘early retirement’ as a means of addressing youth employment. Its ‘Job
Release Scheme’ aimed to encourage older people to leave work and ‘release’
jobs for the young, but the policy failed. Rising early retirement was accompanied
by higher unemployment for younger people. Economists subsequently
concluded that encouraging more older people to retire does not increase
employment prospects for young people over time. It can actually have the
opposite effect.

France has historically tried reducing retirement age as a policy tool to
reduce youth unemployment: From 1971 to 1993 the Government encouraged
early retirement, but this led to a fall in employment of both older and younger
workers. In contrast, from 1993 to 2005 more older people stayed in work and
youth employment rates increased.

There are other examples too: In Germany in the early 1970s, employment of
older workers fell by 7 percentage points, but employment for younger workers
decreased by 2 percentage points. However, in 1992 the German Government
introduced new incentives for older workers to stay in work, leading to a fall in
youth unemployment.

So encouraging later life working is good for the economy and good for
individuals — and it is also good for business.
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Section 2

Findings and Observations - The Barriers to
Later Life Working

Overview

In this section of the report | explore some of the barriers to fuller working lives
that | have found and possible solutions.

Having understood the benefits of encouraging fuller working lives, it is important
to recognise that it still is not easy for everyone to stay in the workplace, even if
they want to. There is no doubt that older people face more of a penalty in
searching for jobs and there are significant age barriers to labour market re-entry
in later life. In addition, many struggle to achieve the work-life balance they need.
Why is this?

Outdated stereotypes, unconscious bias and age discrimination, all contribute to
preventing older people from staying in or returning to work. For too long social
norms have dictated that once you reach a certain age, you should expect to
suddenly stop working. This must change.

In the past, policymakers may have been frightened to promote fuller working
lives, fearful of being accused of forcing people to work on until they dropped. But
times have changed. Older workers want to work in later life nhowadays.

Being in work can benefit health and wellbeing, as well as being an important
source of income and social opportunities. However, poor working conditions
contribute to early retirement. Older people working in manual jobs often struggle
to stay in work due to health issues.

Age is one of the major hurdles that hinder successful searching for jobs. Others
include low skills, or qualifications, long-term health conditions, disabilities and
combining work with caring. Many over 50s are affected by some or all of these
factors, with older women particularly at risk. There are many other barriers to
later life working that | have identified.

Age Discrimination: Despite the equality laws we have in place, numerous
people have written to me with examples of age discrimination in the recruitment
process. Among employers and recruitment agencies it seems all too common.
Circumvention or outright contravention of the law seems commonplace. For
example, job advertisements using language which is clearly aimed at young
people using words such as ‘energetic’ or ‘recent graduate’. Some of these
practices even appear on the Government’s own website — Universal Jobmatch —
including an advert for ‘young’ applicants. There is clearly a case for better
monitoring of vacancies placed on the site and action against employers who
flout the law.
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Unconscious bias: Old-fashioned stereotypes and the associated prejudices
are ingrained in society and are carried through into the workplace. Rather than
judging each individual on their own merits, many employers automatically make
a stereotyped judgment based on age which results in older workers being cast
aside. Ultimately, this is a waste of skills and talent. It can mean individuals leave
the labour force too soon or fail to find work and become discouraged or
depressed

Recruitment bias: There is widespread evidence of bias in the recruitment
process. Recruitment agencies report that employers often specify that they only
want to see young applicants for interview and this results in older applicants
being automatically excluded from selection. | have heard from people who have
adjusted their CVs to remove the dates from their early career or who have
relabelled O-Levels as GCSEs or GCEs suddenly been called for interviews
when they had faced constant rejection in the past. Stating that they have O-
Levels rather than GCSEs clearly identifies candidates as mid-40s or beyond and
can result in an automatic job rejection.

Other stories of age discrimination by employers or recruitment agencies recount
sophisticated attempts to reject older people before interview as the employer
simply does not want to even consider older applicants. For example, | have
been told of employers asking candidates to send a copy of their passport or
driving licence before an interview which confirms their age even if it is omitted
from the CV or application form, to help ‘weed out’ older jobseekers.

All employers and recruiters are supposed to comply with the Equality Act 2010
which bans age discrimination. If discrimination is suspected it can be referred to
the Equality & Human Rights Commission, but the compliance process seems
under-resourced, so there are few realistic penalties imposed. | am pleased to
learn that members of the Recruitment & Employment Confederation also sign up
to a Code of Professional Practice which requires “respect for diversity” and
explicitly states: “Members should not act on an instruction from a client that is
discriminatory and should, wherever possible, provide guidance to clients in
respect of good diversity practice.” It seems to me that too many recruiters fail to
adhere to these practices and improved standards are required across the
industry.

Evidence supports existence of bias against over 50s: Our YouGov survey
shows that 53% over 50s who had been unemployed at some point since age 50
but are now employed, and 57% of those currently unemployed felt employers
were not interested in hiring them because of their age. These results are
supported by evidence of higher long-term unemployment among the over 50s.
47% of unemployed people aged 50-64 had been out of work for a year or more
compared to 40 per cent of 25-49 year-olds and only 33 per cent of unemployed
18-24 year olds. They are also more likely to become economically inactive - 27
per cent of unemployed people aged 50 to State Pension age were economically
inactive a year after losing their job compared to only 19 per cent of people aged
25-49.
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Flexible working not always possible: Many older people either want or need
to work flexibly. Unfortunately, too few have the opportunity to do this in their
present employment. Changes in a person’s circumstances such as health or
caring responsibilities can mean that full-time work or conventional 9 -5 hours are
no longer suitable. Equally some people prefer a better work-life balance as they
get older. This can mean that whilst an individual still wants to work, if their
current or potential employer cannot accommodate this, they may fall out of the
labour market before they need to.

Line managers not trained to manage age diversity and an ageing
workforce: | have been informed by a range of different people or groups that
line managers are a key part of the barriers to later life employment. The CIPD
says around half of line managers in all firms are not trained in managing age
diverse teams and are therefore not equipped to deal with some of the
challenges that will inevitably arise in some cases.

Older workers overlooked for training opportunities: Traditional stereotypes
assume older people are not worth training because they will soon leave the
labour force. Such attitudes damage prospects for later life employment.
Technological change means some jobs become obsolete and new occupations
start, so everyone needs to be able to learn new skills. Rising retirement ages
should increase the incentives for employers to train and invest in new skills for
the over 50s, enabling them to work longer if they want to — nearly half of
respondents were interested in attending a training course to learn new skills or
update existing skills** but employers do not always facilitate this.

Anonymous (aged 54)

| am a qualified accountant, with over 18 years of experience in accounting.
| have found it very hard to secure a permanent role after 2009, when | was
made redundant by a big international charity. Some recruitment agencies
are happy to run temporary roles past me, but are reluctant to put me
forward for permanent roles.

Lack of age audit information: The overwhelming majority of businesses do
not actually measure the age diversity of their workforce. There are no real
targets for most companies when it comes to age. Age is very much the poor
relation of the diversity agenda. Gender, race or sexual orientation are often
targeted and monitored but, when it comes to age, older workers are not a group
that is focussed on. Any attention paid to age is focussed on younger employees,
particularly since there have been Government incentives to train and recruit the
under 25s.

Lack of cohesion across Government Departments: The issue of later life
working touches on policy questions that fall within the remit of many different
Government Departments. For example, the Department for Business, Innovation
and Skills leads on adult skills and training, the Department for Work and
Pensions leads on back to work support for the unemployed, the Department of

1 DWP (2015). Attitudes of the over 50s to Fuller Working Lives
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Health look after carers and social care and the Government Equalities Office
leads on age discrimination. There needs to be more cohesion across the
different parts of Government with a stake in this agenda, so everyone is pushing
in the same direction and putting in place policies that promote fuller working
lives.

| have listed many of the different Government initiatives related to employment
of older workers to highlight that there is a great deal being done, but is seems
uncoordinated. Unfortunately, | have seen little evidence that these initiatives are
being pulled together, so much of the good work may be having little lasting
impact.

Jobcentre Plus too often failing to provide appropriate help and support for
over-50s: | have spent time meeting Jobcentre Plus claimants and staff and
have been fortunate enough to witness first-hand the sterling work which takes
place in many Jobcentres to help older people on benefits get back to work.
However | feel that these efforts are sometimes hindered by an incentives
structure that does not adequately monitor or reward good work with older
claimants. Management information does not seem to adequately track the
employment outcomes of older workers. Many claimants have explained to me
the inadequacies and ineffectiveness of Jobcentre Plus to address older workers’
needs.

Lack of Government incentives for over 50s/ over-emphasis on the young:
Having had great success in reducing youth unemployment, which is
commendable, it is time for Government to look at helping older jobseekers too.
The policy emphasis and targets for younger workers and incentives for recruiting
the under 25s through schemes such as Work Experience, sector-based work
academies and wage subsidies schemes can disadvantage older workers.
Subsidised training, work placements or apprenticeships would undoubtedly help
reduce long-term unemployment and increase older workers’ skills.

Older workers can lack confidence: Sometimes, due to lack of confidence,

individuals fail to give themselves enough credit in terms of what they have to
offer an employer. Lack of confidence can be compounded by issues such as
periods out of the labour market due to caring responsibilities and having left

school with few or no qualifications at age 15. This can hold people back from
even applying for different jobs.

Feeling it is ‘wrong’ to work longer — due to social norms: Some people feel
they need to leave work to ‘make way’ for younger people or because society
‘expects’ them to do so.

The barriers to fuller working lives are more extensive than | had anticipated. My

extensive list of recommendations demonstrates just how much more reform is
required to ensure the workplace accommodates and welcomes older workers.

26



New thinking for older workers can help overcome these batrriers - the
3'R’s

| am convinced that part of the solution to overcoming the barriers to fuller
working lives can be encapsulated by the concept of the 3'‘R’s — measures to
Retain, Retrain and Recruit older workers. There is also an important role for self-
employment.

RETAIN

As the demographic pressures mount, failing to hold onto skilled older employees
is likely to damage business performance as firms lose valuable skills. Retaining
this talent may mean allowing people to work flexibly to accommodate caring
responsibilities or health considerations, or changing the nature of a role to
lessen its physical demands.

Flexible working: Flexible working can provide many different options both to
employer and employee. It can allow a business to employ an older worker on a
part-time basis who they otherwise might not be able to afford full-time. It can in
some circumstances allow for job sharing on an informal or formal basis. Or even
adapt shift patterns to meet the needs of the individuals.

Sector-based toolkits to offer good practice guidance: Whilst there is good
practice in some workplaces already, it is not widespread, nor consistent across
the country. There are particular problems of skill shortages in sectors such as
construction and engineering which employers are struggling to overcome. Some
manufacturing companies have already started programmes to bring back former
skilled workers who have retired. The forthcoming DWP sector-based toolkits aim
to offer guidance targeted to specific types of industries to help prevent their
older workers from leaving the workplace early and share good practice.

Training for line managers to manage an ageing workforce: Training line
managers to understand the needs of older workers, eradicate unconscious bias,
have regular conversations about possible career changes, work-life balance and
updating skills should be part of normal HR practice. This will enable easier
conversations in later life so that staff can be retained rather than retired.

Mid-life Career Reviews: Mid-life Career Reviews can prove a powerful tool to
help extend and improve working life. Making such career reviews available gives
people the chance to think about changing roles, rather than feeling they must
retire.

Role change including mentoring: Both employees and employers will have to
recognise that job roles may need to change over time due to disability, health
conditions or caring responsibilities. In this case employees and employers need
to respond flexibly — offering the scope to be able to retrain older workers or
perhaps putting their industry or firm-specific knowledge and expertise to good
use through schemes such as mentoring younger colleagues.
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RETRAIN

Ensuring that older workers’ skills are kept up to date is vital to helping them
remain in work. As the modern workplace is changing all the time, those who are
not trained in the latest practices can find their knowledge inadequate for job
success. Too often, training stops at age 50 or so. In addition, there are some
jobs which people cannot continue to perform for physical reasons, but that does
not mean that they have to leave work altogether. Improving skills can offer a
new lease of working life.

RECRUIT

Eradicating age discrimination from the recruitment process is important. The
recruitment industry needs to raise its standards and ensure compliance with the
law. It is also vital that older people themselves are equipped for modern
methods of searching for jobs. Much recruitment now takes place on line, or
through social media and those over 50s who lack strong IT skills are at a clear
disadvantage. It is also true, though, that many jobs are not advertised at all, so
using contacts and networks is another method of finding work.

My tips to help older people find work

e Make sure you have a very good LinkedIn profile

e Do not put your date of birth or dates of jobs on an application form
e Learn new skills — ensure your skills are up to date

e Become proficient in social media

e Make sure your IT skills are as up to date as possible

e Consider using video in your CV

e Try volunteering — this is an excellent way to keep you working, gives
you a means of obtaining recent work experience and a good reference
for employers — and many people who volunteer end up doing paid
work for the organisation they are volunteering with.

COMBINING WORK AND CARING

With increasing numbers of people needing care in coming years, workers
will have to be able to accommodate caring and new incentives would
ensure more people realise the need to prepare and employers facilitate
combining work with caring.

Several large employers are concerned that they have lost older staff, particularly
women, who have had to leave to take care of relatives. They could not afford to
pay for care, but would have preferred to stay in work if they had been able to.
The businesses made clear to me that they realise accommodating caring
responsibilities of an ageing workforce will become increasingly important.
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Social Care Funding Incentives: Businesses tell me they would welcome an
increased focus on making financial provision to fund social care. This could
include introducing specific incentives to help people save for social care needs.
If older workers have funds available to help with care costs, they will be less
stressed and more likely to continue working. Currently, there are no national
incentives for social care savings. Introducing a special type of ISA for care
saving, perhaps free of inheritance tax, or allowing pension funds to be
withdrawn tax free if used for care, would help signal that people need to think
about saving for care. Employers say they would be happy to include care
savings plans in their workplace benefits packages, if incentives were available.

Older staff who would otherwise have to leave to care for loved ones could
benefit from having a savings plan to help fund carers, or even help fund early
interventions that could prevent more serious care needs later on. In a similar
way to childcare vouchers, a system of family care vouchers could be
considered. Currently, 1.5m people are relying on family and friends for care, and
forecasts suggest demand for old age related council services could rise by 70%
in the next 15 years.

| am also told that the Government should look closely at the extent to which the
earnings limit in Carer’s Allowance prevents people from combining work and
caring, and should look with an open mind as to whether a reform of the benefit is
needed.

SELF-EMPLOYMENT

Whilst self-employment is not for everyone, it can provide the flexibility that many
older workers want or need. It offers another avenue to utilise the skills they have
acquired over a lifetime of employment, gives them financial independence,
flexibility in working hours and the opportunity to rise to a new professional
challenge.

Indeed, older workers are more likely to be in self-employment than other age
groups. Older entrepreneurs are more likely to succeed?, with over 70% of
businesses lasting more than 5 years, compared with 28% of those set up by
younger entrepreneurs. Incredibly, there has been a 140% increase in over-65s
running their own business since 2000.

New Enterprise Allowance: Self-employment can suit older people well,
allowing them to combine caring with working from home or providing flexible
hours perhaps. The Government’'s New Enterprise Allowance scheme provides
business mentoring and financial support to unemployed people who want to
move into self-employment. This has the potential to help many over-50s find
their own niche. 14,140 older claimants started a new business with the help of
the NEA between April 2011 and Sept 2014.

2 «The rise of the olderpreneur”, published by Age UK
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Kafayat was 54, and a carer for her 17 year old daughter, when she made
a claim for Jobseekers Allowance. She unfortunately became ill soon after,
leading to changes in the benefit she received.

Following this her engagement with Jobcentre Plus was voluntary and it
was after a recommendation from a friend that she sought advice about
self-employment. Her work coach, Liz, encouraged her in this pursuit and
helped take Kafayat through the three stages of self-employment for
careers in Hair and Beauty. Following this, Kafayat was able to access
continued support in her new role.

According to Kafayat, ‘Liz contacted me regularly to check my progress
and to encourage me. | was so pleased when | found out that | could start
trading. Although my medical certificate does not end until 2015, | know
my interaction with Liz has increased my confidence and now | am mentally
fit to manage my own business as well as my health condition’.
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Section 3
Older Women and the Labour Market

My appointment as Business Champion for Older Workers followed a
recommendation from the Women'’s Business Council in June 2013. | have had
the pleasure of meeting members of the Women’s Business Council on a number
of occasions, and it is encouraging to hear about so much of the good work that
is taking place to improve the environment and opportunities for women in the
workplace. Indeed, the TUC has released an excellent report about older women
in the workplace as part of its Age Immaterial campaign™®.

I have long been concerned that older women face particular challenges and
difficulties in terms of later life income. Therefore, | am dedicating a section of my
report and recommendations specifically to observations on older women
workers.

Women in their 50s and 60s have been disadvantaged in state and private
pensions: The cohort of women who are now reaching traditional pension age
has been particularly disadvantaged in terms of lifetime income and pensions.
When they were younger, many will have taken time out to look after children, will
have worked for much lower wages than men of the same age and therefore had
far less opportunity to build up either state or private pensions. Younger women
have benefited from a reduction of the gender pay gap and better female pension
provision, but the current cohort of women in their 50s and 60s have faced steep
rises in their State Pension age, as well as lower pensions than their male
counterparts.

Many need to combine work and caring: Many of these women tend to be
‘sandwich carers’ providing care for ageing parents as well as younger
generations. The peak age for caring duties is 50 to 64, and this affects around
one quarter of older women, with daughters far more likely to be caring for family
members than sons.

Promotion prospects for older women are limited - talent progression for
stop around age 45: However, older women face particular barriers in the
workplace. For example, | have been told that talent progression for women
stops around age 45. After that, the attitudes in the workplace usually change (for
men it is said to be around age 55). This is also evident in the media, where older
women are far less likely to be retained as main newsreaders or presenters for
example.

13 www.tuc.org.uk/sites/default/files/Age Immaterial Women Over 50 Report 2014 LR.pdf
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J.B. aged 53

When applying for a job, invariably online, one of the first questions is 'do
you have a degree?', to which | have to say 'no’. When | was at school,
back in the day, it was extremely hard to get into University and, not a
natural academic, | managed to get some O levels, GCSE's and all the
music qualifications you could muster.

It seems to me that these days, as soon as anyone says they haven't got a
degree, because they made the decision to go straight into the workplace
from school, they are automatically thrown onto the scrap heap. Why do
those younger than us over 50s deem it 'a bad thing' if you haven't got a
degree? It seems 30 years of work experience means nothing. Why do no
recruiters want to actually see, face to face the person on their books
anymore?? Nobody seems to want to actually know 'the person'.

Few opportunities to return to work after caring: Older women usually
welcome the opportunity to work on a part-time basis to be able to combine
employment with caring responsibilities for a parent, partner, child or grandchild,
but this is not always possible. Especially for those who are forced to leave the
labour market to care for loved ones, there are too few opportunities to return.
Most employers will not look at applicants who have been out of work for a length
of time and make no allowances for the skills that are acquired as a result of
caring.

Older women have valuable attributes: In fact, older women tend to have
particular skills that can be highly prized in the workpla