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Demand influences on participation decisions of mature aged women

	Key points

	· Employed mature aged women are concentrated in a select number of:

· industries — just under one half are employed in health care and social assistance, education and training, and retail trade

· occupations — just under two thirds are employed as clerical and administrative workers, professionals, and community and personal service workers.

· Mature aged women accounted for one third of total employment growth in the fifteen years to November 2009. Over this period, they have benefited in particular from strong growth in employment within service industries, accounting for:

· just over 60 per cent of growth in employment in education and training 

· around one half of employment growth in health care and social assistance 

· one third of employment growth in retail trade.
· In terms of occupations, over the thirteen years to 2009, mature aged women accounted for:

· 80 per cent of total growth in clerical and administrative workers

· almost 40 per cent of growth in community and personal service workers

· over one third of growth in sales workers.

· Over the period 1985 to 2009, employment of mature aged women grew by 7 per cent per annum. Just over 4 percentage points of this growth was due to mature aged women increasing their share of employment within industries, 1 percentage point was due to the strong growth in employment in the industries mature aged women’s employment is concentrated and 2 percentage points to the growth in total employment as a result of the overall expansion of the economy.

· Employment growth is expected to remain strong over the next 5 years in health and community services, education and training, and in retail trade, which bodes well for increasing labour force participation of mature aged women. The increasing levels of education of mature aged women over the next decade should assist in increasing employer demand for this demographic group. 

· There is limited evidence of generalised employer discrimination against older workers. Moreover, the strong employment growth of mature aged women is not consistent with widespread or systematic discrimination. 

	


As discussed in earlier chapters, mature aged women’s labour force participation has grown strongly over the past three decades while their unemployment rates have remained low. This means that demand for mature aged women workers has also grown strongly over this period. In this chapter we examine some of the major demand factors which have driven the growth in employment of mature aged women. We also examine the extent and influence of factors that may have affected this growth, such as structural change in the economy, changes in occupational segmentation, and age discrimination by employers.

Understanding these factors helps to inform judgements about whether they are likely to persist into the future, thus facilitating (or hindering) further growth in workforce participation. More specifically, this chapter will explore the occupations and industries that have been the major sources of employment growth for mature aged women.
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Where do mature aged women work?

Occupational employment patterns

The distribution of employment by occupation for women aged 45 to 64 years is broadly similar to the distribution for younger women aged 15 to 44 years, but markedly different from that for men. 

Mature aged women are largely employed in two broad occupational areas —professional occupations and clerical workers (table 4.1). This is broadly similar to younger women except in two areas — a greater proportion of mature aged women tend to be employed as managers, reflecting their greater experience in the workforce, and they are also less likely to be employed as sales workers.

There are substantial differences in the occupation profile of employed mature aged women and mature aged men. Mature aged women are:

· much less likely to be employed as managers, technicians and trades workers and machinery operators

· much more likely to be employed as community and personal service workers, sales and clerical and administrative workers.

Table 4.

 SEQ Table \* ARABIC 1
Occupational composition of employment by gender and age, November 2009

	Occupation
	45 to 64 years
	15 to 44 years

	
	Women
	Men
	Women
	Men

	
	%
	%
	%
	%

	Managers
	12.2
	21.1
	9.1
	12.2

	Professionals
	24.7
	20.4
	23.7
	18.5

	Technicians & trade workers
	3.4
	19.8
	4.7
	25.3

	Community & personal service workers
	13.3
	4.0
	15.0
	6.2

	Clerical & administrative workers
	27.0
	6.9
	23.3
	6.5

	Sales workers
	8.1
	4.5
	15.9
	8.0

	Machinery operators & drivers
	1.3
	12.8
	1.0
	9.2

	Labourers
	10.0
	10.4
	7.3
	14.0

	TOTALa
	100.0
	100.0
	100.0
	100.0


a Individual major occupation division shares may not sum to 100 per cent due to rounding.

Source: ABS (Labour Force, Australia, Detailed, Quarterly, Cat. no. 6291.0.55.003, Data Cube E07_Aug 96).

There is greater similarity in the pattern of employment between women of all ages than between men and women of the same age. Consequently, the changes in labour demand have operated in a more similar fashion for women in general than for men and women.

Employed mature aged women made up just under 12 per cent of all workers in November 1996 but have since accounted for just over one third of total employment growth in the 13 years to November 2009 (table 4.2). This represents a major shift in demand by employers towards mature aged women workers. The shift is far greater in several industries. Mature aged women accounted for around 80 per cent of the growth in clerical and administrative workers, 38 per cent of the growth in community and personal service workers, and 37 per cent of the growth in sales workers. These results indicate a strong shift in demand for occupations where mature aged women are concentrated. Consequently, their share of total employment has increased from just under 12 per cent to just under 17 per cent.

Growth in occupational employment for mature aged women between 1996 and 2009 has been mainly concentrated in more skilled occupations. The combination of managerial and professional occupations accounted for around 44 per cent of total employment growth for such women. Clerical and administrative workers and community and personal services workers accounted for a further 40 per cent. 

Table 4.
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Composition of employment growth of mature aged women by occupation and share of total employment growth by occupation,a November 1996 to November 2009

	Occupation
	Share of employment of all persons aged 15 years plus

November 1996
	Share of employment of all persons aged 15 years plus

November 2009
	Composition of employment growth of mature aged women (aged 45 to 64 years)

November 1996 to November  2009
	Share of growth in employment of all persons aged 15 years plus

November 1996 to November 20009

	
	%
	%
	%
	%

	Managers
	11.8
	15.2
	12.6
	22.2

	Professionals
	12.6
	19.2
	31.1
	30.7

	Technicians & trade workers
	3.0
	3.9
	2.6
	9.2

	Community & personal service workers
	14.8
	23.5
	17.5
	38.0

	Clerical & administrative workers
	21.8
	30.1
	22.2
	80.1

	Sales workers
	10.0
	14.3
	7.3
	36.5

	Machinery operators & drivers
	3.7
	3.6
	0.0
	0.0

	Labourers
	11.9
	15.6
	6.6
	54.5

	TOTAL
	11.6
	16.7
	100.0b
	33.8


a Total employment growth refers to employment of persons aged 15 years and over. b Individual major industry division shares may not sum to 100 per cent due to rounding. 

Source: ABS (Labour Force, Australia, Detailed, Quarterly, Cat. no. 6291.0.55.003, Data Cube E07_Aug 96).

Industry employment patterns

The industry composition of employment of mature aged women also more closely reflects that for younger women than that for mature aged men. The main three industries accounting for almost half of employment were health care and social assistance, education and training, and retail trade. Mature aged women are much more likely to be employed in health care and education and training than younger women who themselves are more likely to be employed in retail trade, accommodation and food services and professional, scientific and technical services (table 4.3).

Table 4.
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Industry composition of employment by gender and age, November 2009

	Industry 
	45 to 64 yrs
	15 to 44 yrs

	
	Women
	Men
	Women
	Men

	
	%
	%
	%
	%

	Agriculture, forestry & fishing
	3.2
	5.3
	1.4
	3.1

	Mining
	0.2
	2.3
	0.6
	2.6

	Manufacturing
	5.5
	13.0
	5.2
	11.9

	Electricity, gas, water & waste services
	0.6
	1.9
	0.5
	1.5

	Construction
	2.5
	13.4
	2.5
	15.6

	Wholesale Trade
	3.0
	5.2
	2.7
	4.7

	Retail Trade
	10.6
	5.9
	15.6
	10.7

	Accommodation & food services
	5.4
	2.5
	10.3
	7.4

	Transport, postal & warehousing
	3.3
	9.3
	2.4
	6.2

	Information, media & telecommunications
	1.4
	1.6
	2.2
	2.4

	Financial & insurance services
	3.2
	2.7
	4.8
	3.6

	Rental, hiring & real estate services
	1.5
	1.6
	2.0
	1.4

	Professional, scientific & technical services
	5.8
	8.2
	8.0
	7.8

	Administrative & support services
	3.8
	3.3
	3.8
	3.0

	Public administration & safety
	6.8
	7.7
	6.3
	4.9

	Education & training
	15.8
	5.6
	9.3
	3.5

	Health care & social assistance
	22.9
	4.8
	16.1
	3.9

	Arts & recreation services
	1.7
	1.5
	2.0
	1.8

	Other services
	3.0
	4.0
	4.3
	4.2

	TOTALa
	100.0
	100.0
	100.0
	100.0


a Individual industry shares may not sum to 100 per cent due to rounding.

Source: ABS (Labour Force, Australia, Detailed, Quarterly, Cat. no. 6291.0.55.003, Data Cube E05_Aug 94).

There are substantial differences between the distribution of employment of mature aged women and that of mature aged men across industries. Mature aged women are:

· far more likely than mature aged men to be employed in education and training and health care and social assistance

· far less likely to be employed in male dominated industries such as construction and manufacturing

· much more likely to be employed in retail trade.

Employment of mature aged women has benefited from the growth in employment in the industries within which they are predominantly employed (table 4.4). That is, structural change in the economy has tended to expand the employment opportunities of mature aged women. 

Table 4.
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Composition of employment growth of mature aged women by industry and share of total employment growth by industry,a November 1994 to November 2009

	Industry
	Share of employment of all persons aged 15 years plus

November 1994
	Share of employment of all persons aged 15 years plus

November 2009
	Composition of employment growth of mature aged women (45 to 64 years)

November 1994 to November 2009
	Share of growth in total employment of all persons aged 15 yrs plus

November 1994 to November 2009

	
	%
	%
	%
	%

	Agriculture, forestry & fishing
	11.2
	15.8
	1.3
	na

	Mining
	2.4
	2.4
	0.2
	2.5

	Manufacturing
	7.1
	10.2
	2.6
	na

	Electricity, gas, water & waste services
	1.0
	8.3
	1.0
	45.0

	Construction
	4.4
	4.6
	2.0
	4.9

	Wholesale Trade
	7.8
	12.7
	2.4
	85.2

	Retail Trade
	10.9
	16.1
	9.9
	32.3

	Accommodation & food services
	11.1
	13.1
	4.0
	18.2

	Transport, postal & warehousing
	5.1
	10.4
	4.0
	24.7

	Information, media & telecommunications
	6.7
	11.7
	1.3
	63.2

	Financial & insurance services
	8.4
	14.7
	3.4
	38.1

	Rental, hiring & real estate services
	11.2
	15.3
	1.6
	22.4

	Professional, scientific & technical services
	9.4
	12.7
	6.8
	16.3

	Administrative & support services
	14.3
	18.4
	3.7
	25.2

	Public admin & safety
	8.8
	18.3
	8.8
	38.1

	Education & training
	21.4
	34.1
	17.3
	61.5

	Health care & social assistance
	23.5
	35.1
	26.4
	52.4

	Arts & recreation services
	10.7
	15.5
	1.8
	23.6

	Other services
	10.5
	12.6
	1.5
	29.2

	TOTAL
	10.8
	16.7
	100.0
	33.3


a Total employment growth refers to employment of persons aged 15 years and over.  na: not applicable (due to employment growth in the industry being negative).

Source: ABS (Labour Force, Australia, Detailed, Quarterly, Cat. no. 6291.0.55.003, Data Cube E05_Aug 94).

For example, health care and social assistance, education and training, retail trade, and public administration and safety accounted for over half of mature aged women’s employment in 1994. Employment in all of these industries except retail trade grew faster than aggregate employment. 

The major factor in mature aged women’s employment, however, has been their increase in employment within industries. This has arisen as production processes have become more automated and less reliant on physical strength, and perhaps more importantly, occupations traditionally employing women have expanded and skills such as social/customer service skills have become more valued. Mature aged women’s share of employment has increased, sometimes quite markedly, within all industries, except mining, where their share of employment remained unchanged. Large increases in mature aged women’s share of employment were recorded in industries where they have traditionally had low shares of employment such as electricity, gas, and water; wholesale trade; and information, media, and telecommunications. 

Thus, the employment of mature aged women has benefited from both the structural shift of employment towards the industries within which they are predominantly employed as well as from strong growth of employment within those industries. The flow chart (figure 4.1) provides an illustrative account of these effects. The relative contribution of these factors are quantified in the following section.

Figure 4.
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Interaction of factors affecting employment of mature aged women
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Decomposition of employment growth for mature aged women

The relative contributions of changes in industry structure and changes in within industry employment to the growth in mature aged women’s employment can be isolated by decomposing this growth using a technique called shift-share analysis. 

The change in mature aged women’s employment can be represented as the sum of the following effects:

· the change in mature aged women’s employment within industries, i.e. (Δ(Ewi/Ei) x  Ei/E)
the change in the distribution of employment across industries, i.e. (Ew/Ei x Δ(Ei/E)
· the change in employment due to the overall expansion in employment, i.e. Δ(E).
Thus, the aggregate change in mature aged women’s employment is explained by:

Ew
 = 
∑i(Ewi/Ei x Ei/E) x E

ΔEw
 = 
∑i((Δ(Ewi/Ei) x Ei/E) + (Ew/Ei x Δ(Ei/E)) + Δ(E)

Where,
Ew is the total employment of mature aged women



Ewi is the employment of mature aged women in industry i



Ei is total employment in industry i



∑i is the summation over i industries



E is aggregate employment, and



Δ denotes percentage change 

The estimated effects are shown in table 4.5. Over the period 1985 to 2009 employment of mature aged women grew by 7 per cent per annum. The majority of this growth (4.2 percentage points per annum) was due to women increasing their share of employment within industries. Mature aged women were also disproportionately employed in those industries where employment grew relatively quickly, resulting in a gain in employment equivalent to 1.0 percentage point per annum. Finally, the overall change in level of aggregate employment due to the overall expansion of the economy contributed 2.4 percentage points per annum.

This pattern was broadly consistent through the period with the growing share of mature aged women employed within industries being the major contributor to their strong employment growth. Other than for the period 1990 to 1994, the differential growth in employment across industries has added relatively little to the growth of mature aged women’s employment.

Table 4.
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Contribution to the change in employment of mature aged women, 1985 to 2009

	
	Within Industry Change (a) 


	Change in Industry Structure (b)


	Change in total employment (c)


	Change in total mature aged women’s employment (d)a

	
	% per annum
	% per annum
	% per annum
	% per annum

	1985 to 1989
	3.0
	0.3
	3.7
	6.3

	1990 to 1994
	6.3
	2.9
	0.7
	7.9

	1995 to 1999
	5.7
	0.6
	2.3
	8.3

	2000 to 2004
	2.9
	0.7
	2.5
	6.8

	2005 to 2009
	3.1
	0.4
	2.5
	6.0

	Average 1985 to 2009
	4.2
	1.0
	2.4
	7.0


a The sum of (a), (b) and (c) does not always equate to (d) because of rounding and linearization approximations as well as the non-incorporation of interaction effects.

Source: ABS (Labour Force, Australia, Detailed, Quarterly, Cat. no. 6291.0.55.003, Data Cube E05_Aug 94 and Time Series Spreadsheet Table 06).

The strong growth in employment within industries suggests that the skills and experience of mature aged women have become more attractive to employers across a wide range of industries over the past two decades. This, together with the shift in occupational pattern of employment discussed previously, suggests that mature aged women’s occupational skills are in strong demand. 

While the pattern of employment growth has favoured the strong expansion of mature aged women’s employment this tells us little about the nature of the jobs being created. This is taken up in the following section.

4.
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Labour market segmentation

Labour is not a homogeneous commodity — workers differ in terms of their level of human capital (education, skills and experience) and their innate work effort. As described in chapter 3, workers also differ in terms of their preferences for leisure over work and the need to balance work with caring responsibilities, which affects the number of hours they prefer to work. Thus, the labour market should be seen as a series of related but segmented sub-markets. A summary description of labour market segmentation is outlined in box 4.1.

	Box 4.

 SEQ Box \* ARABIC 1
Theories of labour market segmentation

	· Labour market segmentation theory, as developed by Doeringer and Piore (1971) and Edwards, Reich and Gordon (1975), identified the presence of dual labour markets — a primary and secondary sector — which exhibit very different sets of wage and working arrangements. Increasing differentiation and specialisation leads to occupational labour markets in which workers find it difficult to move between occupations easily, given the different levels of training and experience required for specific occupations.

· Doeringer and Piore (1971) characterised jobs in the secondary sector as having low wages, few fringe benefits, poor working conditions, high labour turnover, little chance of advancement, and often arbitrary and capricious supervision. Jobs in the secondary sector are typically low skilled and workers receive relatively little training. In recent years many of these jobs have become casualised and are regarded by some commentators as less secure than those available in the primary sector. Employment in the secondary sector is characterised by concentration in small firms which are subject to intense competition and staff turnover and the threat of unemployment is higher.

· Doeringer and Piore (1971) characterised jobs in the primary sector as having high wages, good working conditions, employment stability, greater chance of advancement, along with greater equity and due process in the administration of work rules. Jobs in the primary sector require much higher levels of education and qualifications. Employees in the primary sector have greater access to training and jobs are more likely to provide access to leave entitlements and better conditions of employment.

· There is mobility between jobs in the secondary sector, where wages are much lower and employment conditions are relatively poor, there is very little movement to the primary sector due to extra human capital and skill requirements for jobs in this sector. Empirical research found that women, ethnic minorities and migrant workers tend to be concentrated in secondary labour markets (Peck 1996).

· While less evidence on segmentation has been found for Australia other research supports the contention that older workers who remain employed in secure primary sector jobs through to retirement retain their ability to command remuneration equivalent to their skills and experience as well as employment conditions. In contrast, those older workers who leave secure employment but anticipate returning to the workforce in the future, may be faced with secondary labour market conditions which contrast markedly from those they enjoyed prior to a break from the workforce (Weller 2004).



	

	


The OECD has found that distribution of employment by occupation or industry, across OECD countries, is heavily gender segmented with women over-represented in clerical occupations, sales jobs and life science, health and teaching professions, but under represented in managerial and senior administrative positions (compared with men) (OECD 2002). 

The OECD also found that the majority of women and men were concentrated in a small number of industry sectors that were, respectively, heavily female or male dominated. There was evidence of less occupational segmentation among younger workers compared to older workers. This trend may help to reduce gender segmentation for the whole population over time as younger people move into older age groups. The OECD also found that workers with low levels of educational attainment and with children tended to be more occupationally segregated than more highly educated workers and workers without children. 

In the OECD area, at least three quarters of the female workforce are concentrated in 19 out of 114 occupations. These 19 occupations are heavily female-dominated with women on average representing 70 per cent or more of total employment. Typical occupations undertaken by women included salespersons, domestic helpers and cleaners, secretaries, personal care and related workers and primary and secondary teachers .

However, simple counts of occupational concentration can be misleading as male occupations tend to be disaggregated to finer levels of classification than occupations for women. To overcome this the OECD adjusted their data for differences in the share of each occupation in the total workforce. Using this measure the OECD found that only in Australia, Greece, Italy, Luxembourg and Spain is women’s employment more concentrated than that for men.

Factors contributing to labour market segmentation

The segmentation of mature aged women may occur for a number of reasons. These include:

· part time jobs are more likely to be feminised and not equally distributed across all occupations or industries in the economy (OECD 2002)

· women (typically mothers) tend to select flexible, less demanding part time jobs so they can balance their work life with family and child care commitments (Becker 1965)

· women (again typically mothers) tend to select jobs where the wage penalty due to interruptions in their market work is minimal, so that women can leave work to provide childcare (Polacheck 1981). 

· older women and mothers often face discrimination in the labour market, arising from a perception by employers that they are not as committed or as motivated as other workers (OECD 2002).

The OECD noted that the influence of these factors, particularly the need to find part time jobs with flexible employment conditions and jobs that do not incur a wage penalty as a result of career interruptions may limit the choice of jobs for some women. The OECD drew links between segmentation of women and lower pay, reduced career prospects and increased labour market rigidity. 

It is interesting to note, however, that there has been strong growth in part time employment that offer more flexible employment conditions over the past fifteen years in Australia, which has provided employment opportunities for women. Mature aged women in casual jobs, which are more likely to be part time, also report similar levels of satisfaction in relation to wages and employment conditions as mature aged women with permanent employment contracts. Job satisfaction is discussed further in chapter 6.

It is also stated by the OECD that segmentation may result in the cognitive skills of women being underutilised which may translate into decreased job satisfaction. The results of surveys are not conclusive on this point. While more women than men consider that the demands imposed upon them by their jobs are too low relative to their skills, the responses to other questions on skills utilisation do not present a strong case that women feel or would like to do a more demanding job.

While the labour market in Australia demonstrates a degree of segmentation this has not prevented mature aged women from increasing their shares of employment across almost all industries. Moreover, the segmentation of mature aged women into certain industries or occupations may have had a positive effect on their employment prospects, given the change in the industrial structure over the last 30 years.

However, segmentation along occupational or industry lines can also have negative impacts on older working women. The following section investigates labour market discrimination as a reason why mature aged women may face a segmented labour market.
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Age discrimination

Age discrimination or ageism, or at least the perception of such discrimination or views, can play a part in labour force participation outcomes for workers including mature aged women. Employers may be more reluctant to employ older workers or mature aged women may consider that their employment opportunities become more limited as they age. The former could impact on the strength of demand for mature aged workers while the latter contributes to a discouraged worker effect.

Age discrimination occurs when a person treats another person less favourably than he or she would treat a person of a different age. Similarly, ageism has been described as ‘a process of systematic stereotyping of, and discrimination against people’ simply because they are older (Butler and Lewis 1982). Older people are often regarded as belonging to a homogenous group because of their age which can lead to them being treated unfavourably, particularly in the workplace and the labour market. Ageism also reflects commonly held views that individuals should behave in a particular way at different stages of the life cycle, such as when to have children and when to retire. Such attitudes do not recognise the significant social changes that have occurred over the past few decades, including growth in flexible forms of employment to facilitate the balance of part time work with caring responsibilities, having children later in life, and delaying retirement age (Australian Human Rights Commission 2010).

Legislation exists to protect prospective workers from age and gender discrimination. For example, the Age Discrimination Act 2004 (Cth) (the Act) provides workers with the avenue to complain to the Australian Human Rights Commission about unfair treatment based on age and provides mechanisms to have their complaint conciliated. These complaints could include mature age workers being denied a job because of their age, being offered lower wages and employment conditions than those to which they are entitled, or being dismissed unfairly. Of the complaints received under the Act in 2009-10 one half were related to people reporting discrimination in the workplace because they were too old  (Australian Human Rights Commission 2010). 

Evidence of age discrimination

The strongly growing levels of employment of mature aged women across a range of industries, when combined with low unemployment rates over the past two decades, does not support the view that there is substantial generalised age discrimination. The various studies of discrimination in Australia present an unclear and inconclusive picture about the extent of generalised discrimination. Many of these studies are of limited usefulness for this report as they look at both men and women rather than mature aged women separately. Further details of the results of some Australian studies into age discrimination are contained in box 4.2. 

The studies found that employers generally regard older workers as having a better work ethic than younger workers, appreciating their jobs more, taking fewer sick days, being more presentable and more punctual, responsible and wise than younger workers. However, these positive perceptions are countered by negative views such as older workers being less adaptable to new technology, less interested in technological change, less trainable, less ambitious, less energetic, less healthy, less creative, less mentally alert, less flexible, and not as physically strong. 

Overall, while the evidence for any systemic discrimination against mature aged women is weak, discrimination may be more of an issue in specific industries or occupations. For example, the Australian Computer Society considered that age discrimination in the Information and Communications Technology (ICT) sector was so entrenched that it formed a task force to address the issue. This issue was of concern to the industry because the apparent discrimination existed at a time when skill shortages in the ICT sector were acute and persistent and mid-career and older ICT professionals were reporting increasing difficulties in finding employment. 

Negative attitudes held by some employers towards older ICT workers include perceptions that they are more prone to disability, are underqualified or overqualified, have obsolete skills, are unable to learn new skills and are resistant to change. It was also reported that the perception that older workers are looking towards retirement inhibited their access to training opportunities (Australian Computer Society 2010). 

	Box 4.
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Australian evidence of age discrimination in the workforce 

	· Ranzijn (2005) found that a common perception of the competencies of older workers is that they are less productive than younger workers, inflexible, more resistant to change and less suited to the modern working environment, but this is compensated somewhat by the perception that they are more reliable, punctual, loyal, dedicated to their tasks and offer a wealth of work experience and wisdom.

· Bishop (2003) concluded that older workers are perceived by employers as having firmly entrenched bad habits and less adapted or motivated to use new workplace practices and technologies.

· A report commissioned by the Victorian, South Australian and Western Australian Equal Opportunity Commissions and the Australian Employers Convention found that some mature aged workers face discrimination in the workplace such as being screened out early from recruitment processes for reasons such as being ‘overqualified’.

· The Social Policy Research Centre (SPRC) of the University of New South Wales conducted a survey on recruitment practices and attitudes towards older job seekers and workers. The survey, of just over 1 000 employers in the business services industry in 2000, showed a relatively low recruitment rate of older workers. Over half of the respondents considered that employees make their best contribution to the business between the ages of 30 and 44 years. Around 15 per cent considered that employees made their best contribution before the age of 30 years, while a similar proportion considered their productivity was highest after the age of 45 years. A fifth did not consider that age played an important part in work performance. The SPRC study found that while employers often prefer qualities associated with older workers such as reliability and experience, and valued a diverse workforce, in terms of age, this did not translate into high recruitment rates for older workers (Bittmann, Flick and Rice (2001)).

· Other studies have found the presence of both gender and age discrimination. For example, Gringart and Helmes (2001) found that older female job seekers were being discriminated against to a greater degree than older male job seekers during the recruitment process.

· A study conducted by Gringart et al. (2005) of 128 medium sized firms (10 to 50 employees) in Australia found that employers took age into consideration when hiring and, on average, were less likely to recruit older workers aged 55 to 70 years than workers aged 25 to 40 years or below. The study, however, found no evidence of older female workers being regarded more negatively than older male workers by employers when recruiting.

	

	


Table 4.
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Main reasons why women aged 45 years or older who wanted more hours of work or a paid job did not look for work, 2006-07a
	Reason
	‘000
	% of total

	Lacks necessary training/qualifications/experience
	8.5
	3.6

	Considered too old by employers
	39.9
	16.9

	Unable to work because of disability
	31.9
	13.5

	No jobs with suitable conditions or arrangements
	6.3
	2.7

	Short term sickness or injury
	19.8
	8.4

	No jobs or vacancies in locality or line of work
	8.3
	3.5

	Studying or returning to studies
	3.6b
	1.5

	Taking holidays
	3.7b
	1.6

	Caring for children
	21.8
	9.2

	Caring for ill, disabled or elderly person
	25.4
	10.8

	Home duties
	16.5
	7.0

	No need/ satisfied with current arrangements/retired from FT work
	21.6
	9.2

	Otherc
	26.1
	11.1

	Not applicable
	2.4b
	1.0

	Total
	235.7
	100.0


a Only one major reason was selected rather than multiple responses. b Estimates have standard errors of 50 per cent or more and are considered by the ABS as too unreliable for general use. c Other includes difficulties with language or ethnic background, believes own disability discourages employers, problems with access to transport, moving house, pregnancy and permanently unable to work. 

Source: ABS (Barriers and Incentives to Labour Force Participation, Cat. no. 6239.0, unpublished data).

Perceptions of discrimination can, however, matter as much as actual discrimination in affecting labour force outcomes of potential workers. ABS data show that one of the major reasons for not looking for work for women aged 45 years or older in 2006‑07 who wanted more hours of work or a paid job was that ‘employers considered them too old’ (just under 17 per cent of respondents) (table 4.6). While a significant barrier to the individuals involved, this response applied to only around one per cent of the population of mature aged women.

An ABS survey of job search experience found similar results for all unemployed persons aged 45 years and older in 2009 — with around one fifth reporting that the main difficulty they encountered in finding work was the perception that they were considered too old by employers (ABS 2009c).

A report commissioned by the Victorian, South Australian and Western Australian Equal Opportunity Commissions and the Australian Employers Convention found that older workers get less access to training opportunities compared to younger workers. The report was also concluded that older workers were more likely to be targeted during rationalising or restructuring of an organisation’s workforce during an economic downturn or contraction in business activity through the offering of incentives for early retirement such as voluntary redundancies (Victorian Equal Opportunity Commission et al. 2001). It is also claimed that training opportunities are being denied to older workers due to the perception that they only have a short period of time before retirement and that instead it may be preferable to offer training opportunities to younger workers where returns to investment are more likely to be realised (Drabsch 2004).

Lack of access to training opportunities is discussed further in chapter 6. For example, while HILDA data shows that mature aged women working part time were less likely to have access to training than those working full time there was no evidence that mature aged women had less access to training than younger women. In fact women aged 45 to 54 years had greater access to training than women and men in all other age groups, while those women aged 55 to 64 years had similar rates of training as women aged 25 to 44 years and higher rates of training than women aged 15 to 24 years (table 6.3).

4.

 SEQ Heading2 5
Employment growth projections for the future

The strong growth in employment of mature aged women over the past two decades points to strong growth in employer demand for such workers. A key question is whether such demand (and employment) is likely to continue to grow at similar rates in the future. A number of organisations provide employment projections, including job prospects for older persons and persons with particular occupational skills. This will help inform whether the strong employment opportunities provided to mature aged women in particular industries and occupations over the past two decades is likely to continue in the future.

	Box 4.

 SEQ Box \* ARABIC 3
Results of employment projections by industry and occupation

	· In October 2008 Mercer commissioned Econtech to provide projections of the composition of the workforce in Australia in 2012-13. In the report it was projected that the number of employed women aged 45 to 54 years would increase by 11 per cent in the five years to 2012-13, the number of employed women aged 55 to 59 years would increase by 17 per cent and the number of employed women aged 60 to 64 years would increase by 20 per cent. The employment growth rates for men aged 45 to 54 years were much lower (at 3 per cent) and slightly lower for those aged 55 to 59 years and 60 to 64 years (14 per cent and 16 per cent respectively) (Mercer 2008).

· The Department of Education, Employment and Workplace Relations (DEEWR) prepares annual industry and occupation employment projections
 for all persons. 

· Industry employment growth in the five years to 2015 is expected to be strongest in health care and social assistance (up 211 500), construction (up 120 800), education and training (119 000), professional, scientific and technical services (111 200) and retail trade (up 106 600). 

· The three occupational groups with the strongest employment growth prospects for the five years to 2015 were professionals (up 320 800), community and personal service workers (up 168 400) and managers (up 151 700) (DEEWR 2010).

	

	


The information shown in box 4.3 indicates that employment growth is expected to be strong in industries such as health care and social assistance, education and training and retail trade over the next five years. As indicated earlier in the chapter, these industries have traditionally been the major employment destinations of mature aged women. Those occupations where substantial shares of mature age women are employed are also those that are forecast to grow strongly.

More significantly, the increasing education levels of mature aged women indentified in chapter 2 are likely to underpin growing employer demand for them and lead to a continued shift in employment within industries towards mature aged women.

�	Interaction terms between the variables are ignored as they are of minor effect.


�	These projections are based in part on economic models developed by Access Economics and the Monash model developed by the Centre of Policy Studies at Monash University, but also take into account recent employment trends and prospective industry developments. It should be noted that a degree of uncertainty is attached to these employment projections. Accordingly they should be used with some caution.
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