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Executive summary

Background

· Mature aged unemployment and underemployment is a serious concern, especially in South Australia with almost zero population growth

· Policies designed to increase mature aged workforce participation have been unsuccessful and some policies may be counterproductive

· Demographers predict a severe shortage of workers from about 2010 as Baby Boomers retire in large numbers

· Employers seem unaware of the implications of population ageing and very few have policies about mature aged workers

The study

This research was about mature aged job-seekers who need to find work, not mature-aged people for whom finding employment is not essential. The study was in two parts:

· An exploratory study with six focus groups consisting of a total of 24 mature aged unemployed people

· A questionnaire survey of 143 mature aged job-seekers (aged 45 years or more) and 42 human resource managers from a range of sizes and types of organisations

Main findings

· Barriers and constraints to mature age employment included: 

· age discrimination and stereotypes about older workers

· problems with the job-search system

· decay of skills leading to the ‘peg-down phenomenon’: mature workers being employed at successively lower levels, if at all

· Severe financial constraints were experienced by mature age job seekers, with serious implications for the ability to accrue superannuation in order to maintain a reasonable lifestyle for a possibly considerable length of time after the last financially rewarding job. Part time or casual work are not satisfactory for many job-seekers because they cannot provide security for long-term saving or pay enough for present financial commitments. 

· There are serious human impacts of un/underemployment on mature age job seekers including loss of confidence, physical and emotional health problems, reduced quality of life, narrowed horizons (“All your retirement plans go out the window”), frustration with being unable to contribute to adult children or society in general, and problems with marital and family relationships. 

· The reasons for seeking work rated by mature job-seekers as most important were long-term financial, short-term financial, making a contribution to society, and providing purpose in life

· Mature job-seekers have a strong desire to contribute to society and want to be given a fair go to show that they are just as capable as younger workers, if not more so. 

· Job-seekers and managers agreed that the most important work-related attributes were personal qualities such as reliability, punctuality, neat appearance and politeness. 

· There were noticeable differences between job-seekers and managers on the following skills and attributes, which however were rated as of lesser importance by both groups: being willing to move for work, being young, having a network, having computer skills, knowing the company, having life experience, having previously done that work, being in good health, and having referees. All were rated as more important by job-seekers

Conclusions and recommendations

1. There is a substantial ‘Lost Generation’ of mature aged unemployed who need particular help, otherwise they may live for another 30 or 40 years without ever again finding satisfactory employment

2. Ongoing sustained education is crucial to turn around the negative image of older workers. This needs to occur both in the workplace, and for the public, through the mass media and through targeted publicity

3. Training programs for job-seekers are mainly in soft skills, whereas what employers look for is the ability of a potential worker to do a specific job with a minimum of training (preferably none). Australian companies need to develop a culture in which training, including ‘off-the-job’ training, is seen as essential

4. Intense efforts need to be maintained to develop export opportunities for South Australia, in order to grow the workforce and avoid intergenerational competition for jobs between young and mature-aged unemployed

5. The bottom line for companies will always be about profitability. Empirical evidence, to show that retaining and recruiting older employees can increase workplace productivity and maximise profits, is essential to demonstrate the advantages of older workers for employers.
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PART 1: RATIONALE AND BACKGROUND TO THE STUDY

Population ageing and workforce participation

There is increasing awareness that the population worldwide is ageing, and that this has serious implications. In Australia in 2002 the life expectancy of men is about 76 years and of women about 81 years, and still rising, expected to rise to about 81 and 86 years respectively by about 2050. This simple demographic fact has given rise to what has been labelled the coming ‘crisis’ of aged care, the crisis referring to the possible inadequacy of the public and private purses to maintain the increasing numbers of older people in adequate health and comfort. There is projected to be a dramatic increase in the so-called ‘dependency ratio’ (the number of dependent children and older adults relative to the number of people of working age) in the near future in all developed countries, including Australia, and indeed it won’t be too long before what are presently under-developed countries also demonstrate this trend (American Association of Retired Persons, 2000). This is the prime mover in government policy to encourage older workers to remain in the workforce for longer than they have been doing in recent years, although this policy is said to be also based on the desire of older people themselves to remain in the paid workforce if they want to.

While people are living longer, they are also living healthier for longer. Australia has the second highest ‘healthy life expectancy’ (that is, years before significant functional impairment commences) in the world, 75 years, second only to Japan (Mathers, Sadana, Salomon, Murray, & Lopez, 2001). In spite of this, the workforce participation in Australia is among the lowest of all OECD countries. In 1997/98, 66.5% of males aged 55-59, and 42.8% of those aged 60-64 were doing any paid work at all. The corresponding figures for females were 40.0% and 18.4% (Australian Bureau of Statistics, 1999a). These proportions are expected to decline further in the near future (Australian Bureau of Statistics, 1999b).

The median age of retirement in Australia is currently 55 years, and has been declining (Ranzijn & Hall, 1999), although the decline may have levelled out recently. However, much of this so-called ‘retirement’ is involuntary, the result of discouraged job-seekers giving up and exiting the official job-search market (Encel, 1995). For many older people, their retirement would better be classed as ‘premature retirement’, in the sense that they are leaving the workforce before they are ready (Ranzijn & Hall, 1999). Between 1994 and 1999 one in four Australian companies decreased their percentage of workers aged 45 years or more (Ranzijn & Hall, 1999), largely due to downsizing (Morgan & Banks Australia, 1999). Older adults contribute disproportionately to the ranks of the long-term unemployed, and have much greater difficulties than younger people in obtaining reemployment. 39% of jobseekers aged 45-54 years, and 56% of those aged 55 or more, are unsuccessful in obtaining work (Australian Bureau of Statistics, 1999a).

This means that, if trends continue, once retrenched or for other reasons unemployed, many people may spend up to 40 or more years without paid employment. It is difficult to see how people can have saved enough money or accumulated enough superannuation by this time to support themselves financially for the rest of their lives.

The psychological as well as financial impacts of unemployment can be severe, and may include reduced self-esteem and morale, increased depression and risk of suicide, isolation, social exclusion and social withdrawal, and severe anxiety about the future (Winefield, 1995, 2002). Involuntary unemployment in middle age is also linked to marital and other relationship problems, alcoholism, and other self-destructive behaviours (Gallo, Bradley, Siegel, & Kasl, 2001; Winefield, 2002a)

There are at least three classes of people aged 45 or more with regards to potential problems with obtaining employment:

1. People who have taken early retirement or accepted a redundancy package, thinking that they would either not need to work again or else expecting to set up a business or re-enter the workforce if they wanted to. They often receive a severe shock when they try to get work.

2. People who had involuntarily exited the workforce through downsizing or other reasons. They start off confident of obtaining reemployment but become progressively discouraged

3. Older adults (say 60 years or older) who wish to supplement their income from other sources (such as pensions) or to work to keep up their skills or make a productive contribution to society. They find that it is virtually impossible to obtain formal employment. At best they find casual work, often through word of mouth.

At present all three groups of mature job-seekers have little likelihood of being successful.

Projected shortage of workers by 2010

In contrast to this trend of increasing difficulty of obtaining work with increasing age past 40 or so, demographers predict there will be a serious shortage of workers in Australia by about 2010. This is because of the so-called ‘demographic bulge’ (Borowski & Hugo, 1997; Hugo, 1998), which refers to the currently decreasing proportion of younger people of working age due to dramatically reduced fertility in recent decades, which is the flip side of the increase in the proportion of older people which resulted from increased fertility after the second world war. This problem is expected to be particularly acute in South Australia, for two reasons. Firstly, South Australia has the highest proportion of people aged 65 or more of any Australian state or territory, at present about 16% compared to the national average of 14% (Hugo, 1998). Secondly, large numbers of young people are leaving South Australia for employment interstate or overseas because of limited opportunities of employment or career advancement .


With the projected shortage of workers within the decade, it would seem to make strategic sense for companies to take a long-term view and do what they can to retain and recruit skilled older workers since, with a loyal and enculturated workforce, they are likely to have strategic advantages over those who have shed their skilled workers and will be scrambling to find new ones.  Overseas evidence is beginning to emerge that companies that have resisted the trend to downsizing and have retained their experienced staff have been more profitable than those that have downsized (Bassi, 1997; HR Monthly, 1999; Patrickson, 1998)
Mismatch between reported advantages of older workers, government policy, and employment outcomes

Older workers have many advantages which should be attractive to employers. A large body of literature demonstrates that they are loyal, reliable, conscientious, have low turnover, are productive and hard-working, have fewer accidents, are trustworthy, mature, enthusiastic, experienced, and dedicated (Family and Community Development Committee, 1997; Ranzijn & Hall, 1999; Remenyi, 1994; Riley & Loscocco, 1994). Furthermore, they have the same ability to learn new skills as have younger workers (Bushko & Raynor, 1999; Salthouse & Maurer, 1996) and have added advantages such as greater creativity and problem-solving skills (Moody, 1998). 


There appears to be a lack of relationship between government policy and employment outcomes. Given government policy to retain and recruit older workers (Bishop, 1999a) and the demonstrated advantages of older workers, why do mature job-seekers have such difficulty in obtaining re-employment?


A number of official reports in recent years have indicated that the cause is simply age discrimination. Reports conducted throughout Australia in the past three years include, among others, “Age Matters?” (Australian Human Rights and Equal Opportunity Commission, 1999), “Older Australians: Working for the future” (Council on the Ageing (Australia), 1999), and “Age Limits” (The Victorian, South Australian and Western Australian Equal Opportunity Commissions and the Australian Employers Convention, 2001). In addition, numerous scholarly articles have come to the same conclusion, that chronological age per se is the limiting factor (e.g., Encel, 1998; Gringart & Helmes, 2001; Steinberg, Donald, Najman, & Skerman, 1995). Furthermore, this is a world-wide problem, discrimination being persistent in the UK, Europe and the US as well (Drury, 1993; AARP, 2000; Platman & Tinker, 1998; Taylor & Walker, 1994; Ventrell-Monsees, 1993) 

Possible reasons for lack of success of policies to increase mature aged employment

There have been many strategies that have been tried to reduce discrimination against mature job-seekers, in Australia and overseas. They have included anti-discrimination legislation (Neumark, 2001; Newell & Robinson, 1999; Schulz & Borowski, 1991; Taylor, Steinberg, & Walley, 2000; Taylor & Walker, 1993; Ventrell-Monsees, 1993), financial incentives for employers to hire older workers (Department of Education, Training and Employment, Government of South Australia, 1999), and education of employers (Taylor & Walker, 1993). So far, these measures have had very limited success, especially in the long-term. The lack of success may be due to two main reasons:

1. Positive discrimination (employer incentives) gives the wrong message, namely, that older people are really not as good as younger workers, otherwise they would not need government assistance to get work

2. Age discrimination is deep-rooted and particularly difficult to change.
Summary of the argument so far

It is essential to increase mature aged employment because of:

1. The potential financial impact on the public purse of long-term unemployment of older potential workers 

2. The potential poverty of unsuccessful job-seekers because they will not have saved enough money for a comfortable retirement. This is problematical for stated government policy to encourage self-reliance and independence (Bishop, 1999b)
3. The potentially devastating psychological impact of unemployment

4. The likelihood of a shortage of workers within the next decade, by which time work-related skills of unemployed job-seekers will have largely decayed and it will require a lot of investment in training to get their skills up to speed.

The lack of policy about employing older workers reflects a short-sighted focus, on the part of employers, on short-term profitability when considering employment practices, and lack of awareness about medium-term demographic predictions.

Background to studies

Before coming together, each of the three members had conducted independent research into aspects of unemployment and underemployment. In his work for Office for the Ageing (SA) (Ranzijn, 2001; Ranzijn & Andrews, 1999), and subsequently in a report for the Department of Industry and Trade (Ranzijn & Hall, 1999), Ranzijn had identified a range of barriers to employment of older people, including perceptions that age-related stereotypes were a disincentive for employers. In a paper presented at the National Council on the Ageing conference devoted to mature aged employment, he elaborated on the psychological barriers, focusing on self-handicapping and intra-jobseeker issues as well as external barriers (Ranzijn, 1999). In the year 2000 he addressed the state conference of the Australian Human Resource Institute, alerting human resource managers about the need to create an age-friendly workplace in order to retain older workers, arguing that companies which made their workplaces attractive to older workers would have a competitive edge when the shortage of workers kicked in (Ranzijn, 2000).


Meanwhile, Carson had done extensive research into social exclusion, in which unemployment results in lack of identification with and lack of full involvement in society (Carson & Martin, 2001; Carson, Roche, & Fitzgerald, 2000; Sloane, Carson, & Double, 1992), and Winefield for many years has been researching the psychological impact of unemployment (Tiggemann & Winefield, 1984; Winefield, Tiggemann, Winefield, & Goldney, 1993; Winefield, 2002a, 2002b). In 1998 Carson and Winefield organised the national unemployment conference held in Adelaide (Carson, Jamrozic, & Winefield, 1998). 


Ranzijn, Carson and Winefield started their collaboration by undertaking strategic research funded by the University of South Australia to pool their expertise in order to address the intransigent problem of mature aged unemployment and underemployment. The first stage of this consisted of preliminary investigations consisting of phone calls to employers, employment agencies, older job-seekers, and retirees. 

Preliminary investigations

Employment policies.

The preliminary work began with a brief survey of twenty companies and organisations of various types and sizes, including manufacturing, government, retail and hospitality. This was conducted by means of telephone conversations with personnel officers, and took the form of two groups of questions, one about employment policies in general and one about policy in regards to older workers. 


Apart from government departments and a few large companies, the organisations did not have formal recruitment policies. It was suggested by a number of companies that it was difficult to write a general employment policy because of the large range of jobs and duties required and hence job descriptions were written according to the specific requirements of each job. Some companies declined to provide details of their written employment policies.


No company had a policy directly related to mature aged workers. It was pointed out that every company had to comply with Equal Opportunity and Anti-Discrimination legislation and hence having a specific policy concerning older workers would be illegal. Nevertheless, some personnel officers stated informally that they preferred to employ younger workers.


After discussing the results of this brief survey, the researchers decided that the questions had been too broad to get at the issues directly relating to older workers. The next phase of the preliminary investigations therefore contained more specific questions, and was also broadened to include more companies, employment agencies, mature workers, and retirees.


Between the months of July and August 2000 interviews were conducted either in person or on the phone with the following groups of people:

· ten employers (managers or personnel officers) from companies of a range of types and sizes

· ten mature workers (aged 45 years+)


· ten retirees


· two employment agencies


All interviewees requested confidentiality in the naming of themselves or the company due to possible legal implications, discrimination issues or because they were actively seeking employment and did not want their chances impeded.

Employer Interviews

The employers interviewed were from the following types of companies, providing a good spread of kinds of industries:

· Car manufacturer

· Airline company

· Hospitality industry

· Retail

· Telephone company

· Banking company

· Mining company

· Supermarket

· Car rental

· Health care

The companies were selected out of the telephone book. The interviewer asked to speak to the personnel officer or other person involved in recruiting employees. The conversation began with a brief statement about the purpose of the interview, namely, to obtain background information for a study into the ageing workforce. When verbal consent to participate was obtained, a standard set of questions was asked of each of the employers. The questions are listed below, each followed by a summary of the responses.

· What do you want from your workers?

The employers wanted employees that can perform their job effectively and efficiently. Employees need to be reliable and hard working, with good communication and interpersonal skills. Also, they need to be flexible in terms of hours worked, being willing to go on day or night shifts. They need to have excellent knowledge of industry, its procedures, and the skills required. They need a professional approach, good organisational and time management skills. Being able to work as an effective team member is also important.

· What do employees need in order to succeed in your company?

In order to succeed, employees need to be able to cope with pressure and stress. Other criteria include being adaptable to changing conditions and having initiative. Employees need good problem solving skills and the ability to work independently. Good health is also fundamental.

· What is your company’s attitude towards older workers?

Employers’ attitude toward mature workers includes adherence to Equal Opportunity and Anti Discrimination policy. Many employers acknowledged the knowledge and experience of mature workers, saying that they preferred them for senior and management level positions but not manual labour positions. Mature workers appeared more trustworthy and reliable.

· What do older employees need to succeed in your company?

In order to be successful older workers need to continue to be enthusiastic, willing to work flexible hours, use their initiative, be more readily adaptable to technology and be a positive ambassador for the employing company. Employers stated that they did not differentiate or discriminate between younger and older employees, having the same expectations about job performance of all their employees.

· What are the advantages of older workers?

The reported advantages of mature workers included experience, knowledge, foresight, people skills, problem solving skills, having a wide repertoire of work-related strategies, respect for the company, being trustworthy and reliable, a having an established network of useful work-related contacts.

· What are the disadvantages of older workers?

The reported disadvantages of mature workers included loss of enthusiasm, being slower or reluctant to adapt to technology or change, preferring the normal working week hours rather than working weekends and nights because of family and leisure reasons, expecting to be chosen for leadership positions, intolerance of younger people, and declining health.

· What do you see as the needs of mature aged workers?

Employers suggested that mature-aged workers need encouragement to move from their safety zone and motivational assistance to adapt to changing conditions. They need to feel valued for their wealth of experience. Training in new technology, procedures and professional development are required in order to widen their skills and knowledge.  Suitable working conditions, environments and incentives are also needed. Flexibility in working conditions to cater for family issues and involvement in decision making and the training of new staff were other needs that were mentioned. 

· What is your company’s policy on retirement?

All employers interviewed said that they adhered with government policy on retirement and that no one in their company was forced to retire against their wishes. However, some suggested that packages and incentives to retire were sometimes used to clear out older workers.

· There is a projected forecast of an ageing workforce:

· What role will mature aged workers play in the future directions of your company?

· What jobs do you envisage mature aged workers will be employed in?

There seemed to be little awareness of or concern about the fact that the workforce is ageing. Most employers seemed concerned only for the immediate and short term time frame. Many were a little surprised and alarmed about the projections when these were explained to them by the interviewer, and some suggested that they may need to address the issue.


This lack of awareness of population demographics, and the lack of a long-term employment policy to address the issues, even among very large companies, was one of the most surprising and important findings of this phase of the study. 

· How committed do you see mature aged workers?

There seemed to be mixed reactions to the question about commitment, some saying that mature age workers were extremely committed whilst others discussed issues of complacency and loss of enthusiasm. Technology was thought to be a possible threat to mature workers’ confidence as many felt intimidated by its complexity. This suggests the need for employers to find strategies to renew workers’ enthusiasm and confidence by appropriate training and increased incentives for the use of initiative and creativity.

· How do you think your company caters for employees who need to care for their family?

The majority of employers did not provide any assistance for family care and most were not aware of the need for it. This was another important finding, since it demonstrates a lack of awareness of the needs of a large part of the workforce, particularly that section likely to need flexible work arrangements in order to accommodate their need to care for ageing parents.

Issues emerging from employer survey.

There were mixed findings. On the one hand, employers seemed to value the experience of their older workers, but on the other hand seemed to consider them inflexible, fussy, and unwilling to adapt to new technology and changing work conditions. There was a disturbing lack of awareness of the ageing of the workforce, little long-term planning to ensure a viable pool of employees, and lack of knowledge of the needs of increasing numbers of mature workers for flexible working conditions in order to fulfil care-giving obligations. There seemed to be very little awareness of the fact that the ageing workforce means that some companies will have great difficulty in retaining and recruiting a viable workforce without a conscious effort, since most seemed to implicitly assume that a pool of willing workers would always be there like they always have been. Lack of knowledge, lack of policy, and lack of planning stood out as the major issues.

Mature Worker Interviews

There were six men aged between 45 and 60 years and four women aged between 49 and 59 years who were interviewed in order to gauge the importance of the issues in mature aged employment from the workers’ perspective. They were asked a standard series of questions, and the responses are shown below. 

· What are the benefits in continuing working as opposed to retiring?
The benefits of continuing working included earning and saving money for immediate and long term security, mental stimulation, a feeling of contributing to society and having social contact.

· Have you needed to change jobs at any stage in your career? If yes, what were the reasons, and how did you feel about this change?

All subjects interviewed had changed jobs at some stage in their career and found the changes challenging, daunting but in most cases positive experiences building on their skills and expertise. The females suggested that the parenting role was a block to building successful careers, which had to be put on hold, and this also contributed to them having to pursue numerous job changes that fitted in with family commitments. Retrenchment and company restructuring were major contributing factors for the males in changing jobs. On the other hand, having had a long career with one company resulted in loss of enthusiasm and a desire to change. There seems to be a trend towards changing jobs rather frequently in order to suit family, health and leisure requirements.

· What support or assistance was beneficial for you?

Family, friend and colleague support were the major sources of assistance to help with changes in employment.

Issues emerging from employee survey.

It was interesting that most of the mature aged workers mentioned making a contribution to society as being a major benefit of continuing working. Financial reasons, for both short-term needs and long-term security, were extremely important. It was also noteworthy that, given the frequency of work changes, there seemed to be little support from the present employer in managing the transition between jobs, even if downsizing or redundancy strategies were the factors in employees leaving.

Retiree Interviews

There were five male retirees aged between 53 and 65 years and five females aged between 48 and 57 years who were interviewed in order to obtain insights into retirement patterns. As with the previous two groups of people, they were asked a standard set of questions, the responses to which are shown below.

· Are you completely retired or are you employed in part time work? Are you happy with your decision to retire?

The majority of subjects were completely retired with only one involved in part time work for four hours a week. Most were happy with their decision to retire. Three subjects were fully retired but were wishing to return to the workforce.

· What motivated you to retire?

Reasons given for retiring included the offer of packages, retrenchment due to restructuring, ill health, caring for an ill family member, and family duties of looking after grandchildren. 

· Under what circumstances could you see yourself re-entering the workforce?

Some said they would never work again under any circumstances, and most said it was unlikely that they would. If they were to re-enter the workforce, it would have to be an ideal position in terms of salary, work incentives, choice and flexibility of hours, ability to work part time, low stress, high prestige and social status, maybe self employment. Some expressed a wish to work in order to feel like a contributing member of society.

· Are you involved in any voluntary work?

Only two out of the ten worked as volunteers in a formal sense, but some others had family commitments which took up quite a bit of time.

Issues emerging from retiree survey.

The retirees expressed a high degree of satisfaction with their retirement and an unwillingness to return to the workforce. They conveyed an impression that they would be able to pick and choose if they were to consider re-entering the workforce. 

Employment agency interviews

Two employment agencies were asked a standard set of questions about issues around mature aged re-employment, and their responses are shown below.

· What are the needs of mature aged workers?

The agencies said that there seemed to be a wide range of mature age job seekers seeking a variety of different positions. Many need permanency and security due to family and financial commitments. Also there is an increasing shift towards part time employment. Flexibility in working hours is sought by many mature job seekers.

· What are the expectations of mature aged workers?

Many mature aged job-seekers convey a very pessimistic impression. Of concern is the high degree of psychological problems that mature job seekers manifest, including low self esteem and lack of confidence in their ability, which impact on their motivation and willingness to take on new challenges and changes in career paths. Many have high expectations about the sort of job they feel entitled to and find it difficult to compromise their expectations and wants in order to match employer demands.

· What are the advantages of mature aged workers for employers?

Employers find mature age workers knowledgeable, experienced, trusting, reliable, and skilled. 

· What are the disadvantages of mature aged workers for employers?

Employers often see mature workers as less motivated, threatened by youth and technology, and less willing to adapt to changes.

· What are the main forms of employment mature aged workers desire?

Both employment agencies described how mature job seekers prefer not to be involved in physically demanding jobs but rather office, administration, management, and so forth.

· How do you match employer expectations with employee expectations?

Databases are used to match employer and employee expectations, with questionnaires and interviews as the main data collection tools. 

· What opportunities are provided for training and retraining mature aged workers by your agency?

One agency said that counselling is offered in areas of personal development. It considered that networking with training and education companies is crucial and therefore clients are provided with names and contact numbers for appropriate courses. The other agency does not train, but is rather like a resource for numerous courses. Health contacts, psychologists, counsellors and clients are referred on a needs basis. Like the first agency, it actively promotes courses that would benefit the employers.
· What opportunities are provided for training and retraining mature aged workers by employers?

Both agencies reported that some companies have inbuilt training courses available and all have initiation procedures. Most companies recommend courses run by other institutions, and provide time off for their employees to engage in training. 

· Do you have any provision to encourage self employment of skilled mature age workers?

One agency said that usually people have decided to be self employed before they reach them. The other said that when there is an overpowering desire to set up own businesses they provide relevant information on small business management courses and related skills workshops and where possible provide contact names of useful people to talk to.
· There is a projected forecast of an ageing workforce.

How is your agency catering for this?

Both employment agencies seemed to be highly involved with matching job seekers with job vacancies and not really looking to the future. They both suggested the need to address the issue of an ageing workforce and what impact this may have on their company.

Issues emerging from employment agency interviews.

The employment agencies echoed the perception of the employers that were surveyed in that many mature job-seekers appeared to have unrealistic expectations about their ability to find work and furthermore about the kind of work they would be able to get. There seems to be a need to train older job-seekers in the demands of the current labour market and in strategies to maximise their chances of finding work. It was also interesting that the agencies seemed to be unaware about projected population demographics and unaware of the need to give special consideration to mature job-seekers in the light of the projected shortage of workers in the medium term future.

General summary of findings from preliminary interviews

The findings indicated that

1. Very few companies have any policies about older workers. In part this is because of anti-discrimination legislation, which would make specific age-related policies illegal. Nevertheless, we concluded that it was lack of knowledge, about the situations and circumstances of older workers and job-seekers and also about population demographics, that was the main problem.

2. Older job-seekers appeared to be fussy about the sort of work they would be prepared to accept, a perception supported by some of the employers and employment agencies. In particular, the fussiness related to expected salaries and level of responsibility, since older workers expected to have supervisory positions, particularly in regards to younger workers. They seemed unwilling to take orders from younger bosses.

3. As an extension of the second point, there seemed to be a general incongruence between the expectations of employers and job-seekers. Job-seekers seemed to think that their life experience and previous employment would be a big advantage, whereas this seemed to count for little among employers.

In order to explore the hypothesis that there is an incongruence between the expectations of employers and mature-aged job-seekers, funding was received from the University of South Australia for a more focussed and comprehensive study, in two parts. The first part consisted of six focus groups, which were conducted in December 2001 and May 2001. The aims of the focus groups were to obtain qualitative insights into the problems and experiences of older job-seekers and to develop the questions for the second part of the study, which consisted of a self-complete questionnaire survey of job-seekers and employers. There were identical questions in the job-seeker and employer versions in order to test the hypothesis about incongruent expectations. There were also opportunities in the survey for participants to provide qualitative data about their experiences, and this resulted in a large amount of interesting data. The results of the focus group are presented in Part 2, the survey is reported in Part 3, and Part 4 consists of our evaluation of the results and suggestions for solutions to the problems and for further research. 

PART 2: FOCUS GROUP STUDY

Six focus groups were conducted between December 7, 2000 and May 16, 2001 to explore aspects of mature aged employment, mature aged job seekers’ expectations, well being and employment prospects, and were also aimed at identifying issues around premature (undesired) retirement and barriers to re-employment. 

Method

Participants

There were 24 participants, 14 men and 10 women, ranging in age from 35 to 71. The groups varied in size from one (one ‘group’) to seven members, so strictly speaking there were five focus groups and one in-depth interview. People were recruited through responding to advertisements placed at DOME (Don’t Overlook Mature Expertise, an employment agency), Challenge Recruitment, The Grey Army and TMP (formerly Morgan & Banks) and also through personal request by a worker at DOME. The participants were therefore not a random selection. However, they did provide a broad cross-section of ages, experiences and viewpoints of mature job-seekers in metropolitan Adelaide.

Materials

The proceedings of five of the six focus groups were audio taped so as to clearly record each participant’s responses for accurate transcription. In the case of the sixth group, permission to audiotape was refused and therefore written notes were taken to record the proceedings

Procedure

The three groups in December 2000 were conducted at the University of South Australia (City East campus); the other three groups, in May 2001, were conducted in a seminar room at the Don’t Overlook Mature Expertise (DOME) premises in Adelaide.

As participants arrived for the groups they were given a one-page letter of introduction to read and a consent form to sign. The consent form stated that participation could be discontinued at any stage and that the proceedings would be entirely confidential, and also asked if the participants would like a summary of results after the completion of the research project. Those who asked for a summary were also asked to provide their address. Participants were also invited to take part in light refreshments.

When the group was ready the participants were welcomed and the purpose of the meeting was briefly explained. The facilitator (the first author of this report) then began by asking each participant to introduce themselves, provide their age, say how long it had been since they had held satisfactory employment, and give a brief overview of their situation. Subsequent questions depended on the responses to the introductory questions, since some group members gave more comprehensive and broad ranging responses than others. It was thought important not to be too directive but to let conversation develop naturally around the broad themes introduced by the facilitator. In this way themes and stories emerged which may not have come out if more directive questions had been asked.

The groups lasted about an hour. The responses were enthusiastic and there was no trouble getting people to talk about this subject, which was obviously of great importance to them. At the conclusion of the groups the facilitator thanked the participants.

Results

The audiotaped proceedings were transcribed and read and re-read a number of times by the first-named author and research assistant in order to gain an in-depth understanding of the issues raised. This process of continued reviewing of the material resulted in the identification of principal themes and issues. The following report therefore is not a chronological account of any or all of the groups but rather a rendering of the responses around the themes, with verbatim accounts (in italics) provided to illustrate the themes. 

1. Barriers to employment of mature age job seekers

One of the purposes of the study was to identify barriers to employment which were perceived as significant by mature aged job seekers. The main classes of barriers identified were: employers’ expectations; age discrimination and stereotypes about older workers; problems with the job-search system; the ‘peg-down phenomenon’ resulting from decay of skills; cultural and language issues; and the changing nature of jobs. 

Employers’ expectations

There seemed to be conflicting opinions about whether employers looked for formal qualifications. Some participants said that employers always want workers with qualifications.

[As a] classic example, qualifications is a big issue now, [but] I don’t have any. ….. qualifications have this big glow around them and if you don’t have them it doesn’t matter that you’re the best man for the job and it doesn’t matter that your years of experience put you streets ahead of the turkey that got the job. They’ll admit that to you, but he’s still in the job and I’m out of it!

In contrast, other participants described how employers view experience as just as important. After completing courses and gaining qualifications, mature age job seekers were finding that employers were then requesting experience. They seemed to be going round in circles: 

Employers want hands on experience, not just paper qualifications.

This proved to be a dilemma for some mature age job seekers as they were getting mixed messages from employers. If employers want experience and qualifications then mature age job seekers should fit job descriptions more closely than younger job seekers. The participants’ perception was that in reality employers simply want young people:

Employers want young ones, but they don’t have experience. [It’s a] buyer’s market for employers… [They] can see a cheaper line in younger ones.

An unemployed human resources manager commented:

I find that with the major companies that they are very much searching for the younger person that can actually develop or be modelled into their culture for it to actually move forward and they’re possibly not looking for the skills, the experience and the knowledge that a more mature person can bring and I think that goes for any sort of profession.

Another response mature age job seekers regularly received from potential employers was that of being too qualified for the position. For instance:

[You’re] overqualified, you would be bored!

I see you have worked at a higher level!

Age discrimination and stereotypes

Many participants raised concerns that employers primarily overlook mature age job seekers just because of their age. Comments included the following: 

Age discrimination is not blatant, you just get feelings.

Body language shows, ‘Where’s your wheelchair?’

They were at all times ‘delving for my age’.

One participant described even more direct responses from employers:

Sometimes they [employers] have said it’s my age. Yeah they’ve actually said that, a couple of times they’ve said ‘We’re really looking for someone a bit younger than you’.

Another mature age job seeker described the following experience which was a common situation for many of the participants.

In my actual job search I have worked on a short term contract which was very interesting because it was an eight month contract, but then after three months they came back and said that they then wanted the younger person. Now whether that was a) salary or b) that there was someone in the smaller organisation that possibly came from a larger organisation mentality, there are a lot of reasons for that, but I actually was so concerned about this that I rang up the Tribunal and looked into it to see if there was anything that could be done because of the way that I was made redundant. And purely I think it was because of age. I think there is a huge amount of discrimination with age and even though it’s the last thing that when you’re out there searching that you want to focus on, unfortunately it is something that you have to deal with.

Many of the participants talked about the difficulty in gaining an interview and how resumés can give away one’s age. Many resorted to shortening their resumés, by leaving out their early work history, in an attempt to seem younger than they are. One participant had applied for 800 positions and received one interview in total. The participants were applying for lots of jobs and receiving lots of rejections. One person said:

There’s no way you can legislate against age discrimination. The simple matter is, you can make all the laws in the world but it was better in the days when you could pick up the phone and they’d say, ‘How old are you mate?’ I’m 57. ‘Look honestly let’s be fair about this, you’re about 15 years too old for what I’ve got in mind.’ You can go through all the paperwork, they sit you down, you have to do an aptitude test, there’s a mob of handshakes and ‘yeah I’ll get back to you’ and you know damn well at the start. It would be better if they were up front; if that’s his reason, it’s much better than to pretend.

The participants described instances of societal stereotypes, which they believe are unfounded and set up barriers to meaningful employment:

That’s the thing that you’re fighting against [stereotypes] and it’s in there and it’s built in and people assume that if you’re over 40 you’re old, your mind is gone. ‘Old dogs can’t learn new tricks’, it’s not true. You may be up on IT and procedures, anywhere that computer system is being used it doesn’t matter where the environment is, the system is the same. And you can transfer the skills across. 

Just because someone’s over 40, they haven’t lost their grey matter.

The media can also portray a negative view of welfare recipients, which makes it difficult for those who are unemployed.

There is a stigma attached. You know [a particular current affairs program]. Every now and then a programme about welfare recipients it’s always negative.

They show the wrong sort.

It puts all of us in a bad light. We are all bad, bludgers, and parasites. [They make it look like] we are enjoying ourselves at taxpayers’ expense and I think, ‘Hang on a minute, what about us mob in here?’
Problems with the job-search system

A major issue concerned the constraints and red tape involved in mature age job seeking, in particular the requirements of Centrelink and certain employment and recruitment agencies.


Centrelink:  There were many negative comments about Centrelink, including:

They seem to pressure you; you’ve got to find a job. It’s your fault.

They threaten you – letters that state that money will be withheld unless you fill in the forms. Not a day early, only on the exact day.

Big Brother

I’m in charge, do as I say! – that’s Centrelink


Employment/recruitment agencies:  Comments about other employment and recruitment agencies included:

Disrespectful

[We have to] deal with 20 – 30 year olds who have never been unemployed. 

All the training they send you to is useless.

Employers are not doing the hiring [themselves]. People in recruitment agencies don’t understand, they don’t know the work involved.

I.A. [Intensive Assistance]’s primary aim is to get as many people as possible onto their books. 

One participant described the following experience:

I’ve just done that many computer courses and to me I think I’m reasonably,...I’ve been to agencies and I’ve been intermediate standard in WORD and EXCEL and I’ve been to lots of, I think I’ve been to about 10 different agencies around Adelaide, they’ve tested me and told me I’ve got good skills. You keep ringing them back and yet they keep saying they’ll contact you and yet they haven’t contacted me.

Cultural and language constraints

Participants coming from different cultural backgrounds commented on the difficulty and frustration of gaining employment.  An example of the difficulties faced is described below:

I come from Romania in 1984, since then I haven’t had any job in Australia. In my country I was a bookkeeper for 15 years. I got good experience in that kind of work – book keeping. First of all when I come to Australia I wasn’t speaking any English so it was a big barrier to me in getting employment, then I started doing some English courses then some other courses, a computing course that is very, very necessary in this work because I’m still looking for casual work. Why? Because I have problems with my health and I wouldn’t be able to get a full time job. I’m feeling depressed about that kind of situation because I can’t find a job. [She broke down and cried at this point]. I live separately, alone. I live alone. I’ve been doing voluntary work for 8 years in order to find the skills for being able to get any kind of job, anything, and I’m feeling lost about the situation. I’m coming from a foreign country and I try very hard to cope with this language in order to communicate with people and meeting people. I help a lot of people in many ways, so I would like now to be helped myself.

The peg-down phenomenon 

Some of the participants had been in positions of middle to higher level management and for a range of reasons had found themselves redundant and out of work. This in turn had an impact on their confidence and self esteem, and after receiving knock backs in job applications and facing increasing financial pressure from a lack of a wage they began to become more desperate in gaining employment. Aiming for the same level of employment as before became more difficult and they realised that they might need to take the next ‘peg’ down and try for jobs at a slightly lower level. Once employed in a lower level job, the skills from their previous higher-level employment were not fully utilised and if they then lost their job, employers only looked at their most recent employment and so they had to aim a little lower again than their last job. This process leads to an inevitable downward spiral in the level of employment. For instance:

You lose confidence in your own ability. You don’t get the opportunity to use the skills that you’ve got in a way that makes sense, in a lot of cases, because you’re usually going for a position where you don’t have the authority or the say so, you tend to take a lesser position, because hey I’m out of work, I’m not making much money on the dole, I need work. [I used to be] a retail manager, and at some stage you might get a job, as at one time I did, as a store person. Where do you go when you’re established in that job? You might have been there for 6 to 12 months and you’ve got the debts paid off and you’re back on your feet and your confidence is back and you start to look at retail manager jobs. And you apply for that job and they say, ‘But you’re a storeman.’ ‘Yeah, but I was a retail manager!’ ‘Oh no, that was 2 or 3 years ago, you’re a storeman now, look for storeman’s jobs.’ Then you can’t get a storeman’s job, you get a sort of, next peg down. They won’t let you peg up. When you’re in a job you can peg up, right?, within a company they promote you beyond your own ability in a lot of cases. When you’re out of work it is very difficult, managers tend to look at, or employment people tend to look at, what you did the day before yesterday and if it’s longer than that you haven’t got recent experience, you can’t get that through to them that the experience that you’ve got in this field will transfer to another field.

The changing nature of jobs

With the downsizing of major organisations, restructuring has caused the sudden retrenchments of many mature age workers who spent their working lifetime in one job. Any period of being outside the workforce, either voluntary or involuntary, can make it hard to retain and improve skills. A major problem is that jobs change so rapidly:

I think the jobs have changed so much and changed so rapidly. Even within a few months they change all the time, so to keep up with those skills is very daunting in itself.

2. 1. The short-term financial impact.

There are many financial issues which impact upon mature age job seekers. Some participants took “lucrative” packages only to realise that they don’t last as long as expected. A 57-year-old explained:

I am an ex-TAFE lecturer in initially engineering and then the last 20 odd years educational technology, media production, that sort of stuff. I took a package two and a half years ago, haven’t had a job since. I send out 6-10 applications a week and I have had one interview. I’m devastated, in this respect: money hadn’t been an object with me through all my working life and now to be on the dole is devastating. I mean, I’m drawing on reserves now, all the time, I’ve gone into my shell, I don’t go out, nothing. You don’t want to afford it, can’t afford it. 

The downward spiral effect of lower-status jobs exacerbates the financial impact. Reduced income and reliance upon welfare payments place more demands upon mature age job seekers:

I’m fully able-bodied and I want to work because I want to be able to earn an income to pay for my pension, my super when I retire. And you can’t do that on New start allowance and you can’t do it unless you have a paid employment. There is a lot of us out there that have to work because we don’t own property and we’ll all be putting our hands up when we are 65. I can’t see why people are not being given the opportunity with employers bridging that gap so that they can be employed instead of living on the welfare of New start allowance or whatever benefit say, at my age, for 10 or 15 years and then go on the age pension for the rest of your life. You’re just on a treadmill and you can’t save, you can’t buy clothes or anything because if you buy a pair of shoes or clothes then you have to go without food or not pay the rent. At one stage I was on over $40,000 a year and I was going out to restaurants every night.  I was a single person, I was very generous. I paid full taxes all my life and I was employed for 34 years, and when I became unemployed through no fault of my own I found I couldn’t go to restaurants anymore. I found that when a lettuce was $1.95 I had to cut it out of my salad and just have a tomato, cucumber and onion and forget about the lettuce. I went to Anglicare to help me because I had never cooked for myself and I had to find out how to buy good food to sustain my health and still look for work on the money I was receiving, and they gave me some little recipes and some general hints as to how to start cooking for myself. The mature age, long term unemployed can’t get into the workforce, re-enter and return to work and get remuneration. I was on $40,000 a year, just normal salary, I was willing to take a $20,000 a year job, half that just to have sustainable employment, to be able to pay my way in society, but no one seemed to want to listen or help. Centrelink will pay a rental subsidy but they don’t want to know you if you’re paying a mortgage. If your rent’s $150 a week Centrelink may give you $50 a week rental subsidy. If your mortgage is $150, tough ####. Because they say that is acquisition of an asset, but for an unemployed person, the difference between $150 rent that you’re paying your landlord and $150 mortgage payment that you’re paying a bank is bugger-all difference.

2. 2. The long-term financial impact.

I thought I’d last somehow until I  invoked my superannuation at 55, now we both, my wife and I thought we’ll make it, not a real problem. As it’s turned out it’s been a problem. 

Another participant said:

One of the other points that’s going to have a knock on effect as well with security and old age, the theory is that if you start working each day, by the time you’re 65 years, the theory is your superannuation will cover you for retirement. Unfortunately, the way superannuation works, if the people that are now in their 20s and 30s, when they get into their 40s and 50s are retrenched, their superannuation stops growing. Let’s say you’ve got to say 35 and had $20,000 to $25,000, in superannuation in 10 years that will probably become $50,000, in the next 10 years that will become $100,000 and the next 5 years, it will probably become $200,000, right? But if you stop work at 45-50 that knock on, multiplying effect…………. because there’s nothing new going in and there’s probably stuff coming out to keep you afloat until you are 65, if you’ve only got 15 years of superannuation, that’s not going to go anywhere near it.

The increase in part time and casual work within the work force can have negative consequences for the future of retirees and society as a whole, as the following participant described:

It’s not sustainable for the economic growth of this nation, let alone South Australia to have 95% of the workforce on part time or casual work. They can’t borrow finances to buy a car, to buy a house, to buy things, and that’s another issue. We’ve got an increase in part time work, but people in part time work cannot borrow money.

3. The psychological impact: Effect on individual well-being

Participants described significant negative effects on their levels of self esteem, confidence, and physical and mental health. 

Loss of confidence

It was reported that job loss, retrenchment, job knock backs, lack of social interaction at work, and skill loss all contribute to feelings of devastation, humiliation, low self esteem, lack of confidence, demoralisation, and lack of self-respect:

If you meet someone socially one of the first questions they are going to ask you is ‘What do you do for a crust?’ That is how you identify yourself. ‘Oh, I’m a teacher’ I can’t say that anymore, I’m not a teacher anymore. If you haven’t got that label for yourself, your self worth isn’t as strong as it was when you did have that label to put on yourself.

 I started looking towards the end of last term for a job. The last time I looked for a job I was 35 and I had been home for 9 years with 4 small children and I thought that was quite difficult and I thought at the time that I wasn’t confident, but I think in that 10 years your confidence changes. You’d think you get more confident but in actual fact when I started looking at the careers pages, I thought, ‘Oh can I do that, can I do this, could I do something else?’

Health issues

Issues of increased stress, physical illness, and increase in level of smoking, drinking and emotional illnesses were raised as the direct result of their being unemployed:

Stress
Are you drinking, smoking? Some!
Reduced quality of life and narrowed horizons
The following is a typical example of the interaction between the social, financial and emotional impacts of unemployment, which affects the quality of life of mature age job seekers and restricts their freedom and autonomy. There are restrictions in their ability to buy things, to save, and to socialise with work colleagues:
If you are in paid employment, you go to your workplace Monday morning, you give a hard time to someone who happens to support Port/Crows, who won or lost, whatever, you find out what is going on in morning coffee. When you are unemployed that stops.. The other thing that happens when you are employed, sometimes you socialise with the people you work with. You go out after work and have a couple of quiet drinks, chat about this, grumble about the job, hierarchies, whatever. So you get that all out of your system, have a laugh. You get home the next door neighbour says, hey how about we go to the footy, so you go down with your neighbours or your friends and you do all that stuff, because you are in paid employment. When you are not employed, you are struggling through on $150-$160 a week, you don’t have any office interaction, you don’t have the after office interaction, you don’t have anywhere else to go. You can’t grumble about the [job-search] system because nobody wants to know. Where else it falls apart is as an unemployed person someone says to me, ‘Hey you want to go down and buy dinner at Rundle Street?’ ‘Yeah, cool great idea.’ Hang on; it’s probably going to cost us $60. ‘Ah no, got something else on, I’ve got to do this or do that, can’t make it tonight.’ So you make excuses because your friends that were employed can afford to do this but you can’t because you can’t just blow a third of your pay, which is $150 a week, on one meal at Rundle Street. So you stop being invited to these things, you stop having parties because you can’t afford to do it, you stop going out, and so you become increasingly isolated. ………….. Saturday morning my wife said, ‘Your trousers are a bit shoddy, the one’s you’ve been wearing all day, you’d better get a new pair.’ So I went out and invested $3.50, at the Sallies [Salvation Army]. But a lot of people won’t go to Sallies and buy stuff, because somebody is going to see you going into Sallies and buying and looking around the racks and coming out again. ………………Your salary goes from $60,000 a year to what, $10,000 a year. What sort of a change is that going to make? It’s going to put huge pressure on your family life. If you’ve got a mortgage you’re going to be looking down the barrel in a few months of losing your house because the bank’s not going to sit back and say, ‘Sorry about that, you’ve lost your job, can’t pay the mortgage, we’ll just wait till you find another job.’ 

Participants said that at this time in their lives they should be able to settle down and enjoy some luxuries and comforts in life. However their horizons had narrowed: the planned post-retirement trip to Europe, the new car, the renovations were now way out of reach:

We can survive and we will survive at the basic level, [since] we don’t have children at home. But we also have a need to do a lot of things we haven’t done yet and that’s partly to do with the short time it is from when the children left home. Haven’t been to Europe yet, we haven’t redone the kitchen. The expectations of what you would like to do…………. We run 1980s cars, that’s going to get us into trouble soon, it’s got to, but we can’t really do upgrades, we can survive but we can’t do…………. not a lot of fat. No fat! You can survive on that until age pensions come in, in which we will have a surviving retirement, but it’s a surviving retirement, not a quality retirement.

Other responses included:

You can’t save, you can’t buy clothes when you need to, because you don’t have money to buy them, you can’t go to the movies.

You can’t socialise, it’s very difficult to socialise if you don’t have money to have a coffee or go and have a wine or chat to people.
Effects on family relationships

As well as effects on their own quality of life, being a mature aged unemployed person also impacts upon their relations with their families:

Some of the things that we haven’t been able to do, it hasn’t been because I’ve been too mean spirited, it’s because I was damn well broke. That’s something that they can’t get their head around and I pray that he [the son] never has to be confronted with, but having to say, ‘No we can’t do that’ purely and simply because we don’t have a spare $10, $15 to do it with, when it’s your kids, it really hurts. Sometimes if they’re just too young to understand, you just have to be firm and say, ‘No, we’re just not going to do that’ and it hurts then. You hate to put yourself in that position, but it’s tough, it’s real tough.
Other responses included:

I don’t know what we’ll do because my husband, he’s got a part time lawn mowing round which he’s only doing 1 day a week but at the moment he’s at TAFE studying a Degree of Horticulture. He wants a job dealing with trees or being a TAFE lecturer. See, he’s 52, so what chances has he got, really, at his age? He might have all this knowledge and qualifications that he’s been studying for the last few years, but it’s pretty depressing – with all this studying and he can’t get a job – you know, what will we do? I’ve got an 18-year-old daughter and we’re trying to get her a job. Our savings has gone to nothing, we spent the last $1500 on her to get her through a course so you sort of think, what do you do?

Concerns about the future

For many mature aged job-seekers the future is extremely frightening and although many are keeping positive, there are also many who have become despondent and given up. Comments included:

I think it is a little bit scary, if I thought to myself that I’m not going to be able to get another position in the area that I really enjoy working in. I think that fulfilment in a job is very, very important at this age for the next 10-15 years. Yes, it would be frightening, it would be very, very frightening, and I think that that is something that you cannot afford at this time in our lives to be complacent about it, to sit back and think well you know something might happen, you know, the fairy godmother will come down and do something.

It is very hard though; you know I’m very, very frightened, because we haven’t got any superannuation or anything, you know, for when we retire

PART 3: QUANTITATIVE SURVEY

Method

Participants.

There were 185 people who participated in this study. There were 143 job-seekers (88 men and 55 women) and 42 managers (19 men and 23 women).

The job-seekers were recruited by two means. First, employment agencies were contacted and, if they agreed, copies of the questionnaire were left with the agencies for distribution. Secondly, an article describing the study was printed in most of the ‘Messenger’ newspapers (the free local newspaper) in the metropolitan area, and this included contact details for mature job-seekers who wished to participate. The selection criteria were that participants had to be aged 45 years or more and that they had to be wanting to either find employment if they had none or change to more satisfying employment if they were already employed to any extent. 

Potential participants came from all parts of Adelaide, as evidenced by the addresses to which questionnaires were sent. The questionnaires did not ask about how participants were informed about the study, so it is not possible to say how many participants were recruited by either of these means. However, the response to the articles was very strong, resulting in about 200 phone calls, so we suspect that most participants came through this route and that the response rate from leaving the questionnaires with the agencies was relatively low (more than 200 questionnaires were distributed to agencies).

Because many of the participants were recruited in response to the newspaper article, they were not necessarily registered with job-search agencies. Responses to some of the questions indicated that some people were employed, and in some cases in full-time employment. This mode of recruitment therefore captured people who were employed but wishing to change their employment as well as people who were not officially registered as unemployed but nevertheless actively seeking employment, thereby including people from the whole spectrum of mature aged job-seekers.

The managers were recruited by direct telephone approach. They were given numerous options for participation, including fax, email, hard copies of the questionnaire, and also the option of answering the questions over the phone. The response rate was low, with managers of over 100 organisations being contacted in person and many promising to fill in the questionnaires, but only 42 being returned. The research assistant speculated that this was due to the managers being too busy and apparently not thinking it was worth their while to participate.

The industries of managers included: general retail 13, travel and tourism 7, banking, finance and insurance 3, hospitality 3, manufacturing 8, education 2, retail fashion 2, linen service 1, furniture removals 1, glass replacement 1, health and fitness 1, government department 1, private investigation 1, and telecommunications 1. The numbers of organisations of various sizes (in terms of number of employees) for which the managers worked ranged between 10-20 employees and over 21,000, the modal size being 21-50 employees. 

The age-groups of job-seekers and managers are shown in Table 3.1.

Table 3.1.

Number of participants by age-group.

	Age-group (years)
	Job-seekers
	Managers

	<30
	-
	11

	30-39
	-
	11

	40-49
	49
	10

	50-59
	81
	9

	60+
	13
	1


Materials.

Different questionnaires were distributed to the job-seekers and managers, with some parts of the questionnaires being in common to both versions. The manager version was much shorter, due to the realisation that their time would be very limited.

Job-seeker questionnaire. The specific items in the questionnaire will be described in more detail ahead of the results for those items. Part A asked people to rate how important each of a list of 13 factors were to them in seeking paid employment. Part B was an open-ended category asking people to list the five most important things they thought employers looked for in their employees. Part C asked them to describe the sort of job that would be acceptable to them. Part D asked them to indicate the job search methods they had used in the previous month and how effective they thought the various methods would be in finding employment. Part E consisted of a list of 32 attributes that had been identified from the literature and from previous exploratory research as skills and characteristics linked to finding employment. Participants were asked to rate each of these as either essential, desirable, or unimportant. Part F consisted of the Philadelphia Geriatric Centre Morale Scale (Lawton, 1975) and the Bachman revision (Bachman, 1970) of Rosenberg’s (1965) Self-esteem Scale, both of which have been widely used in studies of mature aged people (Ranzijn, Keeves, Luszcz, & Feather, 1998; Ranzijn & Luszcz, 2000). Part G asked questions about current state of employment or unemployment, participation in the Work for the Dole scheme, volunteering, self-rated health, sex and age. There was also space provided for additional open-ended comments. 

Manager questionnaire. The manager version of the questionnaire included the following components. Part A was very similar (with slight change in the wording of the introductory sentence) to Part B of the job-seeker questionnaire, asking about skills and characteristics they looked for in potential employees. Part B asked about the type of industry the manager worked in, how big their company was, and the sex and age-group of the managers themselves. Part C was identical (with slight change in the wording of the introductory sentence) to Part E of the job-seeker version, asking managers to rate job-related skills and characteristics as either essential, desirable, or unimportant. There was also space provided for additional open-ended comments. 

Complete copies of both versions of the questionnaires are provided in Appendix A.

Procedure.

Before the study commenced, ethics approval was obtained from the Human Research Ethics Committee of the University of South Australia. The job-seeker questionnaire was pilot-tested on five job-seekers before the main study commenced. The questionnaires for the study were distributed by a range of methods, depending on the preferences of participants, namely, by email, normal mail, direct distribution to agencies or companies, or the questions were answered (by some managers only) over the phone. Data collection occurred between early August and early November 2001, most data being collected before the end of August. The questionnaires included an opportunity to be given feedback if participants provided their contact details. 110 job-seekers and 24 managers expressed their desire to receive a summary of the results.

Results.

To help with interpretation, some comments will be provided in appropriate places in the Results section as well as in the Discussion.

Reasons for seeking employment 

Table 3.2 lists the rated importance of the following reasons why people may be looking for paid employment: 

1. Financial: short-term immediate needs

2. Financial: long-term security needs

3. Recreational: having something to do to occupy the time

4. Social: interacting with other people

5. Making a contribution: doing worthwhile work to benefit society

6. Providing a structure to the day

7. Providing personal goals and purpose in life

8. Pressure from spouse or other family members

9. Pressure from friends or acquaintances

10. Perceived pressure from the Government to be employed

11. Perceived pressure from society to be employed

12. Providing a sense of identity

13. Providing status among your friends and community

Table 3.2 (results are in percentages) also shows the rank order of the percentages of people who responded ‘very important’ to the various questions, ranked from the highest percentage response to the least.

Table 3.2.

Job-seekers’ responses to questions about importance of reasons for seeking work.

	Reason
	Not important (1)
	2
	3
	4
	Very important (5)
	Rank order of ‘very important’ responses

	Short term financial
	2.1
	7.7
	18.3
	21.8
	50.0
	2

	Long-term financial
	1.4
	3.5
	7.0
	23.8
	64.3
	1

	Something to do
	19.6
	11.2
	24.5
	25.9
	18.9
	10

	Interacting with people
	7.7
	7.0
	28.0
	29.4
	28.0
	6

	Making contribution
	7.0
	9.8
	14.7
	26.6
	42.0
	4

	Structure to day
	12.0
	19.6
	21.8
	28.2
	21.1
	9

	Purpose in life
	4.2
	5.6
	10.6
	35.9
	43.7
	3

	Pressure from family
	36.9
	19.1
	27.7
	7.1
	9.2
	12

	Pressure from friends
	44.8
	26.6
	20.3
	5.6
	2.8
	13

	Pressure from Govt
	27.5
	19.0
	14.1
	12.0
	27.5
	7

	Pressure from society
	23.1
	16.1
	21.0
	16.1
	23.8
	8

	Provide identity
	7.0
	7.7
	25.4
	24.6
	35.2
	5

	Provide status
	14.1
	16.2
	26.1
	25.4
	18.3
	11


The percentage of people ranking the factors as very important are shown in graphical form in Figure 3.1
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Figure 3.1.

Percentage of job-seekers rating reasons for job-seeking as very important.

Note: numbers on horizontal axis refer to the reasons, namely: 1. Financial: short-term immediate needs; 2. Financial: long-term security needs; 3. Recreational: having something to do to occupy the time; 4. Social: interacting with other people; 5. Making a contribution: doing worthwhile work to benefit society; 6. Providing a structure to the day; 7. Providing personal goals and purpose in life; 8. Pressure from spouse or other family members; 9. Pressure from friends or acquaintances; 10. Perceived pressure from the Government to be employed; 11. Perceived pressure from society to be employed; 12. Providing a sense of identity; 13. Providing status among your friends and community

· The reasons rated as most important were long-term financial, short-term financial, providing purpose in life and making a contribution. 

Responses to open-ended question on skills required to get paid employment

This open-ended question asked participants to list the five most important job-related skills. The responses were grouped into categories and analysed for the frequencies of responses. Since the question asked participants to list the five most important skills but not to rank them in order of importance, the total responses (not just the responses listed first) are reported here. Table 3.3 summarises some of the results.

· There were noticeable differences between job-seekers and managers (the questions were identical) on the skills considered to be important. Job-related skills were rated more highly by managers than job-seekers, especially task-specific skills. Computer skills were rated more highly by job-seekers than managers. 

Further comments will be provided after the responses to the ratings for categories provided in the questionnaire (Part E of the job-seekers’ questionnaire and Part C of the managers’ questionnaire)

Table 3.3.

Percentage of responses to open-ended questions about importance of job-related attributes.

	Attribute
	Job-seekers (N=143)
	Managers (N=43)

	
	
	

	Skills – task-specific
	40.0%
	91.7%

	Skills – general
	46.9%
	66.7%

	Skills – computer
	16.2%
	4.2%


The ‘top five’ responses (categories ranked in order of frequency of response for job-seekers were:

1. Personal attributes (including punctuality, honesty, reliability, enthusiasm, honesty, hard-working, etc).

2. Adaptability and flexibility

3. Specific task skills

4. Experience

5. Personal appearance.

For the managers, the top five were:

1. Personal attributes (including punctuality, honesty, reliability, enthusiasm, honesty, hard-working, etc).

2. Specific task skills

3. Personal appearance

4. Communication skills

5. Adaptability and flexibility

· Personal attributes were rated most highly by both job-seekers and managers. Adaptability and flexibility were rated more highly by job-seekers than managers. Experience was considered important by job-seekers but less so by managers, and appearance was rated highly by both groups.

‘Age’ was mentioned by 29% of job-seekers, not at all by managers. ‘Customer focus’ was mentioned by 19% of managers, not at all by job-seekers. 

Responses to open-ended question on the kind of work job-seekers would be prepared to accept. 

The question asked: ‘Some people are more flexible than others in the sort of work and work conditions that they would accept. Could you please describe the sort of job that would be acceptable to you (for instance, rate of pay, hours, level of responsibility, type of work)’.

Six responses to this question were not codable since it was not clear what the expectations were. In total there were 129 job-seekers who provided codable data. Of these, 23 (18 %) were considered ‘non-fussy’ (that is, people who would be prepared to take anything). Some examples of ‘non-fussy’ responses are: 

I am now desperate and will accept full time or part time work, and a lower salary just to have money coming in that I can live on and pay off my mortgage. I cannot survive on age pension. Will accept any level of responsibility and seeking work I used to do before I qualified eg. Dental Nurse, Cleaner etc.

During my working life (40 years) I have been a patternmaker, general aviation pilot, boilermakers labourer, cabinetmaker, fisheries inspector, flight service officer, project coordination (tooling), security control room operator and a bread salesman!! So I will do anything that I think I can do or that some lovely employer gives me the chance to do

I am prepared to work casually or part time. I need a living wage which allows me to maintain a car (necessity in most jobs) and so prefer full time. I’d prefer to work to the level of my skills and experience and qualifications, but I am ready to work with less management responsibility than in the past. I don’t mind learning new skills or undertaking new roles, but find professional work most satisfying.

At present I am casually employed in a warehouse picking onions at a rate of $19.55/hour. My background was in management @ $58 000 PA plus company car. Accepting what is available is important until a more suitable role has been gained.

There were 106 respondents (72 %) who were considered ‘fussy’ about the type of work they would accept, meaning that there would need to be some conditions. Various conditions were mentioned, grouped into the following categories:

Hours: respondents either required full-time work or specified they only wanted part-time or casual, and most preferred the traditional working week. 80 out of a total of 197 responses (41 %) mentioned hours. Note that some respondents mentioned more than one condition of employment.

Responsibility: There were 52 responses (26%) indicating a preference for work with some level of responsibility rather than unskilled work

Money: There were 55 responses specifying the amount of money they would accept, ranging from $12 per hour to $120 per hour (this last being for contract consultancy) and annual salary ranging between $30,000 to in excess of $60,000.

Physical limitations: 7 respondents mentioned that they were not capable of heavy physical work

Security: Two respondents mentioned the need for long-term job security

Mobility: One respondent specified an unpreparedness to move accommodation.

Some examples of ‘fussy’ responses are: 

$13.50+ hourly rate for ‘shit’ work, but min $16 hourly rate for welding, machining, maintenance, pipe fitting or other tradesman work. I’m talking casual rate. Permanent would be $11 and $14.50 respectfully. I prefer trade work but will operate presses and do other ‘shit’ (production type) work, I’ll take professional trade responsibility up to small leading hand roles.

Have done tomato picking and rose care trimming. I would never do that type of work again. Besides at 56 it is too difficult. As an ex school teacher I could use some work with responsibility preferably indoors where I could sit down at least ½ the time if not all the time $12-$15 an hour 4 to 8 hours a day, 3 or 4 days a week.

full time management position, 35 to 40 hours per week


General Manager or Operations Manager level, small to medium size business requiring a system structure to be implanted; such as QA or OHS or intra net etc ($80-100k) Interstate/Internat fly in/fly out to oil&gas/mining site as Superintendent ($100-120k)


Professional position in my sphere of experience and qualifications (social work in general & special emphasis on the aged); Level of responsibility according to the position - High level! $20-25/hour 38 hours/week

The interpretation of these responses is provided in Part 4 (Discussion).

Methods of finding work used by job-seekers

The job-seekers were asked whether they had used any of the four kinds of methods of finding work shown in Table 3.4 below, and how effective they thought the methods were, possible ratings being between 1 (very ineffective) and 5 (very effective). The rankings of the methods (from highest to lowest percentages) are also shown.

Table 3.4.

Methods used by job-seekers, and ratings of effectiveness.

	Method
	Used? (%)
	Rank of used
	Effectiveness (M)
	Rank of effectiveness

	Register and advice from agency
	69.5
	2
	2.30
	4

	Newspaper ads
	77.3
	1
	2.69
	2

	Cold calling
	46.8
	4
	2.36
	3

	Asking friends etc
	63.1
	3
	2.76
	1


· Responding to newspaper advertisements was the most popular method. All methods were rated on average as ineffective, being below the mid-point of the scale. 

Number of job applications in past month

The range was from zero to 40, the mean number of applications was 7.75 (SD 8.47).

Ratings of importance of job-related attributes

In addition to the open-ended questions about the importance of attributes for either finding (job-seekers) or performing work (managers), a list of attributes was compiled by the researchers from the literature and from the preliminary work, including the focus groups. Participants were asked to rate the attributes as either essential (ESS), desirable (DES), or unimportant (UN). The responses are shown in Table 3.5, in which the numbers refer to percentage of respondents.

Table 3.5.

Ratings of importance of job-related attributes (percentages).
	Characteristic
	Job-seekers
	Managers
	p Diff

	
	ESS
	DES
	UN
	Rank 
	ESS
	DES
	UN
	Rank 
	

	Hard worker
	67.6
	30.3
	2.1
	8
	75.6
	24.4
	0.0
	5
	.435

	Anticipate change
	42.0
	54.5
	3.5
	22
	26.7
	68.9
	4.4
	21
	.184

	Cope with pressure
	61.5
	36.4
	2.1
	12
	55.6
	44.4
	0.0
	14
	.421

	Get on with all ages
	63.1
	36.2
	0.7
	11
	73.3
	26.7
	0.0
	8
	.412

	Manage people
	35.2
	56.3
	8.5
	25
	16.3
	72.1
	11.6
	24
	.062

	Adaptable
	77.6
	22.4
	0.0
	4
	75.6
	24.4
	0.0
	5
	.773

	Ambitious
	19.7
	55.6
	24.6
	31
	13.3
	66.7
	20.0
	25
	.408

	Competent
	80.6
	18.8
	0.7
	3
	88.9
	11.1
	0.0
	2
	.410

	Confident
	58.0
	40.6
	1.4
	15
	40.0
	60.0
	0.0
	16
	.062

	Enthusiastic
	59.9
	39.4
	0.7
	14
	57.8
	42.2
	0.0
	12
	.815

	Flexible
	38.5
	55.2
	6.3
	24
	33.3
	57.8
	8.9
	19
	.735

	Neat and tidy
	53.1
	44.1
	2.8
	18
	56.8
	36.4
	6.8
	13
	.366

	Polite
	69.2
	29.4
	1.4
	7
	75.6
	24.4
	0.0
	5
	.572

	Punctual
	85.3
	13.3
	1.4
	2
	86.7
	13.3
	0.0
	3
	.727

	Reliable
	88.7
	9.9
	1.4
	1
	97.8
	2.2
	0.0
	1
	.177

	***Willing to move
	14.1
	50.0
	35.9
	32
	0.0
	18.2
	81.8
	31
	.000

	Take orders
	64.8
	34.5
	0.7
	10
	77.3
	20.5
	2.3
	4
	.160

	***Being young
	29.4
	34.3
	36.4
	27
	0.0
	8.9
	91.1
	31
	.000

	***Know company
	27.3
	67.8
	4.9
	29
	6.7
	60.0
	33.3
	28
	.000

	***Network
	31.5
	58.7
	9.8
	26
	2.3
	38.6
	59.1
	29
	.000

	**Life experience
	20.3
	55.2
	24.5
	30
	2.2
	48.9
	48.9
	30
	.001

	***Computer skills
	58.0
	37.8
	4.2
	15
	25.0
	54.5
	20.5
	22
	.000

	Communicate
	76.8
	22.5
	0.7
	5
	71.1
	28.9
	0.0
	10
	.596

	Good health
	54.2
	44.4
	1.4
	17
	36.4
	59.1
	4.5
	17
	.074

	*Problem-solving
	44.8
	53.1
	2.1
	21
	20.0
	77.8
	2.2
	22
	.012

	**Previous that work
	40.1
	53.5
	6.3
	23
	11.1
	73.3
	15.6
	26
	.001

	*Relevant skills
	61.3
	36.6
	2.1
	13
	35.6
	60.0
	4.4
	18
	.010

	**Qualifica-tions
	28.2
	59.2
	12.7
	28
	11.1
	57.8
	31.1
	26
	.004

	Referees
	50.4
	39.7
	9.9
	19
	31.1
	55.6
	13.3
	20
	.078

	Loyalty
	48.3
	43.4
	8.4
	20
	43.2
	54.5
	2.3
	15
	.233

	Initiative
	65.0
	32.9
	2.1
	9
	71.1
	28.9
	0.0
	10
	.521

	Deadlines
	74.8
	24.5
	0.7
	6
	73.3
	26.7
	0.0
	8
	.823 


Note: The variables in which there were significant differences between job-seekers and managers are shown in bold; ‘Rank’ = rank order of ESS; p Diff = significance of difference between job-seekers and managers; *=p<.05, **=p<.01, ***=p<.001.

The same attributes rated in the top ten for both job-seekers and managers, but in a slightly different order. The same attribute, reliability, was top ranked for both groups, and there was also the same top three (reliability, competency, and punctuality). 

There were significant differences at the .001 level in being willing to move, being young, knowing the company, having a network, and having computer skills (all rated as more important by job-seekers); significant differences at the .01 level in having life experience, having previously having done that work, and having qualifications (all rated as more important by job-seekers); and significant differences at the .05 level in having problem-solving skills and having previously done that work (all rated as more important by job-seekers). 

The five attributes most commonly rated as least important by managers, in decreasing rank order of percentage ratings of ‘unimportant’, were: 

1. Being young

2. Being willing to move 

3. Having a network

4. Having life experience

5. Having qualifications.

For job-seekers, the top five least important were:

1. Being young

2. Being willing to move 

3. Being ambitious

4. Having life experience

5. Having qualifications.

The significant differences between the groups were all in attributes rated as least important by both groups, the differences being either that a higher percentage of job-seekers rated the attributes as essential (especially being young and being willing to move) or that a higher percentage of managers rated them as unimportant (especially having a network, knowing the company, and having life experience).

The other noticeable difference was that many items received a higher percentage of ‘essential’ responses from job-seekers than from managers. This may reflect the difficulty of accurately rating the importance of generic skills in the absence of specific knowledge of attributes relevant to a specific job, knowledge which is possessed to a high degree by managers, who know exactly which attributes are necessary for the jobs in their organisations. 

Our interpretation of this part of the results is that job-seekers are trained or otherwise led to believe that having life experience, qualifications, computer experience, and a network of useful work-related contacts are important when looking for work, whereas for managers what is important is the ability of a potential worker to do a specific job with a minimum of training.

Employment status of job-seekers
The current employment status of the job-seekers is shown in Table 3.6.

Table 3.6.

Employment status of job-seekers (%):

	Employment status
	
	Other aspects of employment status

	Unemployed and given up
	7.1
	

	Unemployed and confident
	17.3
	

	Unemployed and not confident
	34.6
	

	Unemployed and volunteer
	15.7
	

	Casual part-time
	12.6
	2-26 hours per week, mode 15 hours

	Permanent part-time
	3.1
	4 cases: 12, 25, 28 and 32 hrs per week

	Contract
	4.7
	5 cases: 1, 3, 4 and 5 month contracts, hrs per week 4, 20, and 38 (3 cases)

	Casual full-time
	1.6
	

	Permanent full-time
	3.1
	


In total, 26.5% of job-seekers had some kind of paid employment, and four job-seekers (2.8%) were enrolled in the Work for the Dole scheme, which is voluntary for job-seekers over 35.

Length of time since satisfactory employment

The length of time since satisfactory employment ranged between zero and 360 months (30 years), M =50.62 months (about 4 years), SD =62.32 months

Volunteering

There were 50 job-seekers who worked as volunteers (36.5%), the number of hours per week ranged from 0.5 to 25, M= 8.41, SD= 6.93

When asked about their reasons for volunteering, 46 of the 50 (92.0%) selected wanting to contribute to society, 26 (52.0%) said they did it to gain work experience, and not one said it was because they were sent by an agency. 

Self-rated health

The results for self-rated health are shown in Table 3.7

Table 3.7.

Self-rated health

	Rating
	%

	Poor
	2.8

	Fair
	16.1

	Good
	29.4

	Very good
	39.2

	Excellent
	12.6


Morale and self-esteem

The morale scale had a possible range of 15-75, the midpoint being 45. The mean morale score was 45.97 (SD 12.47), approximately in the mid-range, lower than normal for this age-range. The self-esteem scale had a possible range of 10-50, the midpoint being 30. The mean self-esteem score was 41.43 (SD 6.42), which is high, similar to other samples in this age-range.

Statistical transformations of scores for later analyses

Problems due to non-normal distributions necessitated transforming the self-esteem and self-rated health scores, following standard procedure (Tabachnik & Fidell, 2001) and changing the continuous variable length of unemployment into a dichotomous variable with two levels (up to 24 months, more than 24 months) because the suggested transformation did not improve the distribution.

Relationships of employment status to morale and self-esteem

ANOVA analyses of the relationships of employment status to morale and self-esteem revealed a significant effect for morale, F (8,125) = 3.57, p = .001, but not for self-esteem, F (8,128) = 1.45, p = .181 (the transformed self-esteem variable was used for this analysis). Post-hoc (Scheffé) analysis showed that the effect on morale was due to the difference between the morale scores of unemployed/confident of finding work (M=54.95) and unemployed/not confident (M = 40.63), this representing a huge difference for studies in which this morale scale has been used as a dependent variable. The mean scores for morale and self-esteem (untransformed means) for the various levels of employment status are shown in Table 3.8.

Table 3.8.

Morale and self-esteem by employment status.

	Employment status
	Morale
	Self-esteem

	
	N
	M (SD)
	N
	M (SD)

	Unemployed/given up
	11
	51.91 (11.90)
	12
	40.00 (7.76)

	Unemployed/confident
	21
	54.95 (10.87)
	22
	44.32 (4.56)

	Unemployed/not confident
	48
	40.63 (11.91)
	46
	40.72 (6.27)

	Unemployed/volunteer
	20
	48.45 (12.92)
	21
	42.00 (5.37)

	Casual part-time
	17
	44.35 (8.91)
	18
	42.39 (5.02)

	Permanent part-time
	5
	39.40 (15.58)
	5
	36.80 (12.56)

	Contract
	5
	46.80 (7.69)
	6
	41.67 (6.80)

	Casual full-time
	2
	48.50 (6.36)
	2
	41.00 (2.83)

	Permanent full-time
	5
	42.80 (15.45)
	5
	36.60 (10.09)


The trends for self-esteem were similar to those for morale, but the differences are not statistically significant. The highest morale and self-esteem scores were found in the unemployed/confident group, and the lowest in the permanent part-time. It is also interesting that the unemployed/given up group had a mean morale score higher than the overall average but a self-esteem score below the overall average.

Correlations between morale, self-esteem, length of unemployment, and self-rated health

The bivariate Pearson correlations between morale, self-esteem, length of unemployment, and self-rated health are shown in Table 3.9. The transformed variables self-esteem and self-rated health were used for this analysis, hence the interpretations are as would be expected: higher self-esteem was associated with higher morale and better health, and greater length of unemployment was associated with poorer health.

Table 3.9.

Correlations between morale, self-esteem, length of unemployment, and self-rated health.

	
	Morale
	Self-esteem
	Length unemployed

	Self-esteem
	-.54***
	
	

	Length unemployed
	-.09
	.06
	

	Self-rated health
	-.40***
	.31***
	.19*


Relationships of length of unemployment to morale and self-esteem

The relationships of length of unemployment to morale and self-esteem were performed with the dichotomised length of unemployment variable. The results are shown in Table 3.10. There was a significantly lower morale score for people unemployed for more than two years compared to two years or less, and also a lower self-esteem score although this difference was not statistically significant.

Table 3.10.

Relationships of length of unemployment to morale and self-esteem.

	
	Mean scores for unemployment 0-24 months
	Means scores for unemployment >24 months
	df
	t
	p

	Morale
	48.57
	43.88
	135
	2.22
	.028

	Self-esteem
	42.39
	40.62
	139
	1.26
	.208


Note: The transformed variable self-esteem was used for the independent samples t-test.

The analysis for morale was repeated by an ANCOVA with self-rated health as the covariate. There was a significant main effect of length of unemployment, F (1,136) = 4.57, p = .034, after controlling for the covariate which was also significant, F (1,136) = 24.88, p = .000.

Qualitative data

111 out of the 143 job-seekers (78%) and 21 out of the 42 managers (50%) supplied additional comments. Some of the comments of the job-seekers were very long, over a page in length, and many were very poignant. It is clear that many of the respondents felt very deeply about these issues and appreciated the opportunity to express themselves. Many people thanked us for allowing them to participate.

The themes mentioned by the job-seekers in their open-ended responses reflected those raised in the focus groups. This was a good confirmation of the validity of the focus group data, since the additional comments were anonymous and likely to have been completed when the participant was alone and therefore not influenced by the conversation of others. The following themes were prominent (exemplified by verbatim responses in italics):

The human impact.

A decline in health and social isolation are the main result I have noticed as a direct result of being long term unemployed. I suffer from array of stress related illnesses and also general anxiety. My working friends soon abandoned me when I could not secure employment after a few months. I was an extremely healthy, fit and active person before being unemployed. Health, loneliness and financial insecurity are my main concerns now and for the future.

I have put in hundreds of applications over the last few years without success. During that period I was called up for only one interview. I gradually lost hope and did not want to apply through the papers any longer. It seemed to me to be a waste of time and money and energy. I lost so much confidence and self esteem as well as enthusiasm and optimism. I became very negative and destructive in my behaviour and attitude. Normally a person who is health conscious (healthy eating habits) my eating habits changed to any sort of food and I noticed a slow deterioration in my health. It has been a long struggle to get back to the same state that I was in before.

Many men (me too) cannot cope with unemployment. The frustration builds up until one day an explosion occurs, and family usually cops it. There needs to be better ways of handling it. [It would] be much easier for us all if a government and business would admit they have no plans for employment for older people, then put in place a national or local strategy to put the mind at rest and to have avenues available to help out.

Whether I’m worth $5 000/year or $50 000/year is no longer of any consequence. You can educate yourself, improve yourself, have an excellent attitude, BUT if the jobs aren’t there, then that is not your fault and you or I should not feel bad about that. I have taken time to smell the roses and consider the lilies of the field. Self worth is not determined by economic worth unless you choose to let it be. I am not an anthill. I am not a bee in a hive. I am NOT a unit of production or a ‘useless eater’ and refuse to be considered that way.

The pain and isolation and loneliness I felt sadly since leaving my job eight years ago also being dumped by family and friends and people I’ve helped when they were down and out, has left me at 52 years old, deeply hurt, cynical and totally disillusioned, but I have worked my way through, and try to remain positive I’m entitled to future long long life, I personally feel, that there is far too much importance placed on the future of those aged under 40 etc. and no enough love help and support for my age group. People in my age group have been made to feel like we don’t exist anymore [respondent’s emphasis] the world revolves around the youth!! I’m tired of hearing about “youth suicide” how about preventing the ‘older age group’ from mass suicides!! Making the older mature aged females, males in their neighbourhood communities, feel welcome loved and appreciated the way I still respect older people!!

For 5 out of 7 years, I actively sought employment, through as many avenues as possible. Every major agency was contacted and a CV presented. Not once have I been approached by one of them. Every approach has been mine. I am lucky, in the sense that I have invested wisely and have a supporting wife, who works. Without this putting it plainly, I wouldn’t be here!

Other reactions and effects of my unemployment situation are being overwhelmed, falling behind in my daily targets, half heartedness in some areas including selecting job vacancies that I could apply for.

Anger

I am very, very angry because during the last 10 years or so, I should have been beginning to enjoy the benefits of all the hard work I’ve put in over the years and also accumulating some measure of financial security, even moderate wealth. Instead, I have nothing, and have to work harder than ever, just to achieve results I could gain easily in the past. I have no security and little prospects.

As a male I’ve been ripped off and chucked on the garbage heap to die.

Poverty

I am 62 years, …..  I never thought I would have to try to survive on $200 per week (paying $100 per week mortgage). This is way below poverty and I cannot go on existing like this.

A great change in attitude needs to take place in society with regard to people aged 40 or more. Many people over that age are willing and capable of coping with changing technologies, provided they have the means to do so e.g. money (perhaps some form of HECS payment could be made available and subsequent repayment if work is obtained) made more available for people who need it, to not only buy computers (new or second hand) and relevant computer programmes but to undertake courses in computers and other relevant subjects. Quite often when an older person goes through a divorce (at age 50 say) there is another mortgage for say, a house which has to be arranged. This may not always be possible at that age due to lending criteria. As a consequence, one may be really struggling to pay a house mortgage and child support payments as well as general living expenses (car, food, service bills, council rates etc.) These become immediate priorities and it’s become impossible for me personally to buy a computer and software and my parents and siblings don’t have money to help.

Narrowed horizons

I have been on a Disability Support Pension since 1993. I have scoliosis in the base of my spine, so bending can be painful some times. But at the same time, I know I could give back to the community lots of valuable time. I am a very good Dressmaker and seamstress. I have been helping the Salvation Army, by making toys etc at Christmas time to give to needy persons. I would love to have my own sewing business some day, but being on a pension, there is no way, I could borrow any money, I feel helpless sometimes, and I don’t feel like ending up living in an old peoples home getting old.

My life has come to a standstill. My wife is younger, she has to work part time. We have 2 young kids. We only get by. We can’t travel. We can’t go to a lot of things we used to. We take food and drink with us to the footy, movies etc. We don’t drink alcohol, smoke or take drugs. We once could save and plan for the future. 

Being ‘underemployed’ for a long period is soul destroying, giving you no real vision or goals for the future. Having perhaps 15 years in the workforce left particularly highlights this – I’m at the ‘pointy end’ of my working life and look to finish ‘on a high’ or at least generate sufficient funds to have a worthwhile/active retirement (through superannuation funds). 

Waste of human capital

I feel I am a bit of an oddball – I have artistic skills (Diploma of Graphic Design at your University) and recently completed my BA Degree in English and Philosophy. I have travelled extensively and have an interest in writing and archaeological and theological topics – yet I cannot seem to find an outlet in these skills. I have worked as a Graphic Developer/Display artist in diverse places such as museums (where I illustrated bugs and insects) to drawing bombs and aeroplanes at the Department of Defence! I was married (now a widow) with no children or family member (apart from a sister) so I have no commitments in that area. So I feel the need to be a part of a community not just a job seeker. I seek a vocation, a sort of Sea-Change experience which will guide me to some purpose in life for the next 35 years or so!

I find it rather humiliating that I am unacceptable to potential employers because of my age and level of formal qualifications. A lifetime of learning and ‘on the job’ is wasted and useless.

I am 64 years of age. Qualified Social Worker with years of experience with a Diploma from the University of Adelaide. Well qualified to work with the aged and disabled. I am multilingual. English is my fourth language. …. Furthermore, some of our leading lights – Politicians and others call Australia: ‘Clever Country’ Rubbish!! We are experiencing a constant ‘Brain Drain’. My two children both Uni grads are working in the United States plus many thousands of other well qualified young Australians.

Now being 62 years of age it would appear you are in the unwanted club. Having started work at 12 years old, I have had 96 jobs (including 11 businesses). During the past years I have qualified in 10 educational trades and courses such as Police Officer (SA and Tas) Railway Guard, Accounting/Book-keeping, Taxation Accounting, Real Estate sales, Security and Private Investigator, Transport operations and Management.
Need to contribute to society

Thankyou very much for giving me this opportunity, it has helped me to feel good about myself – I am more than just a . (dot) on the earth even if only for a brief moment.

I know I have a lot to contribute. Any frustration I have is largely due to feeling I’ve been put in a box, which is not who I am or, what I know. I have strong issues about the apparent lack of ethics in the system at large. I don’t want to be the richest man in the cemetery. I just want to pay my way, and contribute something back into my community.

Need to contribute to welfare of children

One reason that I would like to be fully employed and earning a normal wage is so that I can more easily help my children financially, rather than borrowing money from them.
How can I help my children when they need financial assistance?

My great niece is a 4 year old and I want to keep mentally active and be involved in her life. That desire means keeping active, healthy and having the financial means for modern technology (eg computers).

I am concerned for my children – one of whom is partly employed and my ever diminishing capacity to help them.

Where study is concerned, financial considerations have to be considered. Our children are all teenagers and looking at attending uni. They are all totally dependent on us – can the family afford the expense of having mum at uni along with the kids?

Ageism in job-seeking

I have a view that some younger people feel intimidated by older people and this can be to the detriment of the older person seeking employment.

I get quite annoyed at the companies which over look older skilled people for young. When applying for jobs advertised in paper – all they say send resume. Then you wait for about a week then you ring the company. All they say sorry job has been taken. You know very well that your age goes against you.

That is why so many older age people are disenchanted with looking for work.

I feel there is an age barrier and because of the computer technology some employers feel it is easier to train young people even though they don’t have working experience in that particular field.

The interviews I attended were not successful because of my age and too much experience and knowledge which can be threatening to the interviewer who were in their 30’s and female.

I honestly believe I would be employed in several positions I have applied for if I was 10 years younger

Over the past 2 months I have continually kept my routine and have continually searched for positions with the results from employers insinuating that none of my experience is either good enough or are looking for someone that would be with the company for a long time (to me that sounds like we are looking for someone younger). I have felt also that my age is a hindrance in case of accidents – inference to being unable to keep my concentration.

Employers seem to think that you haven’t the ability anymore to hold down a job and that you will have health problems which is not true, just an assumption, because of how old you are and they being sometimes 20 years younger.

Stereotypes about trainability

I have always been at the forefront of change – I am self taught with computers – I know how to use the internet, Email and all those other innovations – I can set a time on a VCR, a digital watch, a sound system, I can ‘troubleshoot’ a computer and fix it. I do know what RAM is, what a hard drive is etc. In fact I am more highly skilled now than I ever have been. I say I don’t want to be deskilled – I want to gain more skills and improve not challenge the 16 year olds for their jobs!

The peg-down phenomenon

Each succeeding job was of lesser importance than the one before. I just wanted to re-ignite my career. Now I don’t think I could manage a good job in my former career path.

Problems with job-search agencies

Reality: Job network agencies collect resumes to gain funds, not to assist unemployed.

A lot of government, (and taxpayers) money seems to be wasted on agencies which seem to have as their no 1 priority self preservation. There is no consistency – staff appear to spend a lot of their time to either expand their operations or secure their own employment prospects and continuity. Private (including medical) information is indiscriminately used by staff and volunteers alike. Employment companies always seem to be ‘restructuring’ (in other words, ensuring their own continuity).

Open-ended responses from managers

The open-ended responses from managers mainly emphasised their difficulty in specifying the kinds of skills they looked for in employees because each job and each company was different. For instance, responses included: 

Dependent upon the job – certain skills for certain jobs. 

The above characteristics vary depending on the position. 

Every position varies

It is difficult to answer the above as there are many positions which require different things – 

It is very difficult to provide a general response to the requirements of potential employees, particularly when such requirements will differ between recruitment needs.  

The above list of attributes vary depending on the requirements of the position. 

PART 4: DISCUSSION

Summary and interpretation of results

This study into mature aged unemployment issues was conducted in two parts, a focus group study and a questionnaire self-complete survey. There were overlapping issues and themes emerging from these studies. 

The focus groups mentioned a range of perceived barriers that prevented employers from hiring mature workers. Most of these barriers were perceived by the job-seekers as erroneous stereotypes and ideas that employers possessed concerning older workers, such as that they were unskilled relative to the demands of the modern workplace. However, the job-seekers perceived the various reasons given by employers to be excuses to hide the fact that older workers were simply not wanted. To support this assertion, lack of experience, lack of qualifications, or being overqualified were all reportedly used on different occasions as reasons for not giving mature job-seekers a job. 

The ‘peg-down phenomenon’ was identified as a serious and compounding barrier to re-entering the workforce. This refers to the decay of skills through lack of use, which leads to re-employment, if it occurs, being at a lower level to a previous job. If the mature employee then becomes unemployed again, skills further decay, and furthermore, in the event of a job interview, the potential employer is likely to look at the most recent job, not the one at which the employee displayed the highest level of responsibility and skill. This process becomes a progressive downward spiral which leads, through a succession of jobs of shorter duration and at lower levels, to a permanent exit from the workforce.

Severe financial constraints were experienced by mature age job seekers, with serious implications for the ability to accrue superannuation or other financial assets in order to maintain a reasonable lifestyle for a possibly considerable length of time after the last financially rewarding job. Part time or casual work were not seen as satisfactory by many job-seekers because they cannot provide security for long-term saving or pay enough for present financial commitments. 

The focus groups also identified serious human impacts of unemployment and underemployment on mature age job seekers, including loss of confidence in their ability to find work, physical and emotional health problems, reduced quality of life, and problems with marital and family relationships. This loss of confidence in being able to find work is particularly critical in South Australia which, in addition to having proportionally the largest ageing population is the state with the highest proportion of discouraged workers, that is, unemployed people who have given up searching for work because they believe there is no likelihood of finding it. This can be demonstrated by charting trends in labour force participation rates, showing rates in the South Australian metropolitan areas declining over the last decade, in contrast to other metropolitan rates throughout Australia. If the participation rates had stayed at 1980 to early 1990 levels, officially recorded unemployment in South Australia would be double the current official figures (Carson & Martin, 2001; Spoehr & Brain, 2001).

The focus group members expressed a strong desire to contribute to society and believed the government should be educating employers to change their attitude towards mature age workers so as to value their experience, skills and knowledge. They said they would like the employers themselves, rather than outside agents, to do the hiring or else better educate those in recruitment and employment agencies so that they are more in touch with the jobs they are filling. They asked for more empathy for the mature age job seeker. They asked to be given a fair go, a chance to prove their expertise in interview situations, and requested honest feedback from their job applications so that they can learn how to improve. They also asked for more publicity for positive images of mature age workers. 

While not invalidating the perceptions of the job-seekers, it is fair to say that, until the recent change of government (March 2002), the South Australian government did indeed have a mature employment strategy that provided a wage subsidy to employers hiring older workers, undertook a publicity campaign to promote the benefits of employing older workers, and funded an agency dedicated to assisting with training and jobsearch by older workers and to a lesser extent promoting the employment of older workers (Government of South Australia, 2001). (The plans of the incoming South Australian government were not available at the time of printing this report.)

There was also a range of barriers classified as problems with ‘the system’. ‘The system’, of course, has many facets and involves many agencies and structures. For instance, for unemployed people rent relief was available, subject to eligibility, but not mortgage relief. The inflexibility of this part of ‘the system’ was seen to discourage self-provision. The job-search system, and particularly Centrelink, came in for a lot of criticism. The participants suggested a reassessment of the Centrelink process in order to simplify the system so there are not so many forms to fill in, and also a review of training programs and Intensive Assistance programs in order to meet the needs of both the job seekers and employers more adequately and not ‘waste everybody’s time.’

In fact, there has been a recent evaluation by the Department of Employment, Workplace Relations and Small Business, which has responsibility for monitoring the delivery of Job Network services, that identified the main gap in service delivery to be Intensive Assistance to those deemed eligible to receive it (Department of Employment, Workplace Relations, and Small Business, 2000; ACOSS, 2000). 

In summary, the job-seekers identified many possible ways to improve the systems to enable older unemployed people to find work, and both Commonwealth and State governments have been trying to address this problem. In spite of everyone’s best efforts, these attempts so far have been relatively ineffective, since the rate of mature aged unemployment remains high, especially in South Australia. The question of course arises as to whether it is a zero-sum game: if the job market is static, will increasing job opportunities for older workers disadvantage younger job-seekers? As well as high mature aged unemployment, South Australia also has a high youth unemployment rate. Both of these may be consequences of the fact that the South Australian population has almost stopped growing, and hence the need for housing and manufacturing industries is much less than it has been in the past. This begs the question of whether either youth unemployment or mature aged unemployment can be alleviated without radical measures, such as increasing migration or encouraging people to have more children, or by finding new or increasing export opportunities.


The responses from the focus groups were used to develop questions for the quantitative survey, to evaluate the extent of the issues mentioned by the focus group participants. The participants in the questionnaire survey were asked questions about a range of issues around employment, including their reasons for seeking work. The reasons most commonly cited by mature job-seekers as important were: long-term financial security, short-term financial ability, making a contribution to society, and providing purpose in life. The identification of long-term financial security as top of the list accords with current concerns about the increasing trend to casualisation of the workforce, in all age-groups. Casual employment may suit some older workers, especially those who are already financially secure and seek employment for extra pocket money, to fill in the time, or to work their way around Australia (Bradley & Dahl, 2000), but is not satisfactory to people still with mortgages to pay off or children to support. Furthermore, the shift in Commonwealth policy towards a contributory provision for retirement income (superannuation) comes at a bad time for many mature workers who face unemployment or precarious employment (casual, part-time, temporary or intermittent; Carson & Kerr, 2001a).


The central question addressed in the survey was whether there was an incongruence between the expectations of job-seekers and potential employers (referred to as managers in this study), in other words, whether there were differences in the skills and attributes that these two groups of people considered important for finding work. 
On the attributes rated as most important by both job-seekers and managers, there were no significant differences, in fact not even a trend to differences. The most important attributes were personal ones, especially reliability, punctuality, and neat appearance.


There were some noticeable differences on rated importance of some attributes. Job-related skills were rated more highly by managers than job-seekers, especially task-specific skills, whereas computer skills were rated more highly by job-seekers than managers.


There are three possible elements of training of job-seekers: task specific skills, generic tangible skills such as computer skills, and ‘soft’ skills, that is, aspects of personal competence that are non-job-specific and thus transferable. This raises two questions. The first concerns the tendency of agencies to provide training that is easily organised, such as computer skills training, in part because it is convenient to arrange even when a detailed assessment of demand for task-specific skills might not warrant such generic computer training in specific instances. This tendency is in itself a function of funding models for delivery of training to job-seekers by both Commonwealth and State governments which emphasise payment on the basis of tangible activity and/or employment outcomes. The second question concerns the way that the current funding devalues the role of training for ‘soft’ skills that centre around personal competence and are thus transferable, as distinct from task-specific skills (see Carson & Kerr, 2001b).


Support for this assertion came from the finding that, in response to the open-ended question asking for desirable work-related attributes, personal attributes, including reliability and personal appearance, were rated most highly by both job-seekers and managers. 


There were significant differences between job-seekers and managers in the rated importance of the following job-related skills and attributes: being willing to move for work, being young, having a network, computer skills, knowing the company, having life experience, having previously done that work, being in good health, and having referees. All were rated as more important by job-seekers. However, these attributes were mostly those that were rated as least important by both job-seekers and managers. Specifically, the differences were either that a higher percentage of job-seekers rated the attributes as essential (especially being young and being willing to move) or that a higher percentage of managers rated them as unimportant (especially having a network, knowing the company, and having life experience). 


To reiterate, on the attributes rated as most important by both job-seekers and managers, there were no significant differences. The inevitable conclusion is that, on the attributes that really matter, there is no disagreement. This raises the question: if both groups agree on what is important, why don’t mature job-seekers get the jobs? If everyone agrees on the rules of the game, why don’t the older players get picked for the team? Could it be the negative stereotypes, erroneous though they may be? 


One negative stereotype, that was reported to us by managers in the preparatory stages of the project, was that older job-seekers were fussy about the sort of work they would accept and less willing to adapt to the requirements of the organisation. We tested this by asking the job-seekers what kinds and conditions of work they would be prepared to accept. There was a range of responses, reflecting different life situations, but very few would be considered as having unreasonable or unacceptable demands. The few that reported that they expected a very high salary with high responsibility were clearly, from other parts of their open-ended responses, not in desperate circumstances but able to wait until they got what they wanted. Some people wanted part-time work, some wanted full-time, some wanted high levels of responsibility and others wanted low responsibility, but on the whole most people wanted work that enabled them to use their skills and to be paid at at least award rates, with rates of pay appropriate to the level of responsibility. These expectations seemed quite reasonable.


Could it be that younger employees are easier to acculturate into an organisation? While intuitively appealing, the fact of high youth unemployment argues against this hypothesis. Could it be that older workers cost more to hire than younger ones? Again, this has intuitive appeal, but the evidence shows that, while youth wages are much less than adult wages, there is very little gap between wages of people in their mid-20s to mid-30s, who tend to gain most of the jobs, and those in their mid-40s, with the exception of some professions or executives, in which higher pay is associated with increasing responsibility and higher-order expertise. Given the non-viability of these possible reasons, it is difficult to avoid the conclusion that the problem is simply that employers do not want to employ older workers, which reflects a lack of awareness of their potential value to the organisations.

The other noticeable difference was that many items received a higher percentage of ‘essential’ responses from job-seekers than from managers. This may reflect the difficulty of accurately rating the importance of generic skills in the absence of specific knowledge of attributes relevant to a specific job, knowledge which is possessed to a high degree by managers, who know exactly which attributes are necessary for the jobs in their organisations. Our interpretation of this part of the results is that, as part of retraining, job-seekers are instructed that having life experience, qualifications, computer experience, and a network of useful work-related contacts are important when looking for work, whereas for managers what is important is the ability of a potential worker to do a specific job with a minimum of training (preferably none).

Policy implications.

What then are the policy implications of this? It suggests that training by agencies needs to be specific and tailored to employers’ specifications. This begs the question of why employers are not prepared to train employees themselves. Australia does not have a strong tradition of structured ‘off-the-job’ training. It points to funding issues, but there is already some assistance in South Australia that has not been readily taken up and has not changed general employer perceptions of the benefits of training. New strategies overseas, such as in the UK and the USA, link jobseeker training more closely to the task-specific demands of particular sectors and large employers. Jobseekers are trained in packages of skills [both task-specific and also soft (generic) skills] deemed to be necessary for that employment, at the same time as the agencies broker employment outcomes for trainees. Strategies from overseas do not automatically translate into Australian conditions, particularly in South Australia, where the majority of employers are small and medium enterprises and may not be able to generate the critical mass required for the development of systematic ‘off-the-job’ training that nevertheless satisfies their need for ‘job-ready’ applicants (Carson, King, & Roland, 2001). In South Australia it may be necessary for the Government to take an active role in fostering and promoting the awareness of the value of such training. 

There were a number of lesser, but nevertheless interesting, findings from this set of studies. The quantitative study showed that over 90% of the job-seekers who worked as unpaid volunteers reported their motivation as wanting to make a contribution to society. This, combined with the high ratings for making a contribution as a factor in looking for work, supported the focus group reports about the need to feel they are doing something worthwhile, and adds further empirical evidence in support of Erikson's (1959/1980) theory that generativity is an important urge in the middle years of life (see also Ranzijn, 2001). 


The mean morale score for job-seekers was lower than normal for this age-group, and morale was lower in people who had been unemployed for more than two years than for those unemployed for less than two years. However, the mean self-esteem score was high, similar to that obtained in other studies of this age-group, and these findings are similar to those found in other studies of unemployment at different ages (Broomhall & Winefield, 1990). From a psychological viewpoint, these results are not contradictory. With increasing unemployment it is understandable that it would get harder and harder to get motivated and that the unsuccessful job-seeker would become increasingly pessimistic about long-term life prospects. However, self-esteem is protected by a range of mechanisms, including actual social support (especially family and friends), perceived social support (since mature-aged unemployment is high and therefore has fewer implications for individual competence), and the awareness, that comes with maturity, that people derive their sense of competence from numerous other domains apart from paid work, including raising children, maintaining a household, and participating in society. 

Methodological issues


There are important methodological issues that have implications for the interpretability of our results. The sub-samples were not random, and hence external validity cannot be assured. The job-seeker sample came from two main sources: a personal approach to the members of DOME (a mature-aged employment agency) and in response to a widely circulated local newspaper article. Being recruited by general invitation in these ways may have attracted people who were particularly unsuccessful, which may reflect on the job-seeking or other abilities of the sample and may not be representative of mature aged job-seekers overall. Also, some of the respondents may have used the study as a way of ‘letting off steam’ and therefore portraying a particularly negative picture of employers and the job-search system. There is no way of ascertaining the extent of these biases, if they did exist. However, the results of these studies are consistent with reports conducted in other parts of Australia, in which the same issues were consistently reported (e.g., Australian Human Rights and Equal Opportunity Commission, 1999; Council on the Ageing (Australia), 1999; Encel, 1998; The Victorian, South Australian and Western Australian Equal Opportunity Commissions and the Australian Employers Convention, 2001).

The future for mature aged employees: The ‘Lost Generation’


The problem of mature-aged unemployment is likely to largely disappear in the next 10-15 years since, if projections are accurate, there is likely to be a shortage of workers in most industries. This will result from a combination of two factors: the retirement of a large number of baby boomers, which is likely to kick in within five years, and the low number of people entering the job market because of reduced fertility relative to previous generations. People who are in their mid-40s in the year 2015 will probably have no problem finding work, and the problem per se will be self-limiting. However, the present cohort of 45+ job-seekers may well miss this wave. They are stranded on the beach by the demographic wave called restructuring and downsizing, and by the time the next wave, shortage of labour, comes along they will have permanently exited the workforce because their skills will have decayed and they will be too old to want to come up to speed. This is why we have labelled this particular group of mature unemployed people the ‘Lost Generation’ of job-seekers, stranded, with all their talents and potential, between two demographic waves of employment. The size of this cohort is hard to estimate, since official statistics may not identify the ‘discouraged job-seekers’, but is likely to consist of thousands of South Australians. For their own quality of life as well as to save a huge financial burden to the working tax-payers, it is essential to do whatever possible to assist the Lost Generation to find meaningful and financially rewarding secure work. 


If, as expected, the South Australian population does not grow to any meaningful extent over the next 10 years, employing older job-seekers may be at the expense of young unemployed. This is unpalatable to young people, of course, and to the incoming South Australian Government, which has identified youth unemployment as a high priority policy item, but youth unemployment should also disappear in 10-15 years. If the economy does grow, for instance by increasing exports, both groups may be able to find work.


Numerous strategies have been tried, in Australia and overseas, to try to increase mature aged work participation. Incentive schemes for employers appear to have failed, and may be counterproductive since they may send the wrong message to employers, namely, that mature-aged people are deficient in some way and need to be propped up to make it profitable to employ them. 


It seems there are only two solutions. First, ongoing education, of the public and of employers, about the value of older workers is essential. For large organisations it may be possible to have in-house training, and for small organisations direct promotion may be required. Education has been tried before, but it needs to be sustained and reinforced by messages from numerous sources, such as media images of older workers. The other solution is to obtain objective evidence that older employees are at least as productive as younger workers, possibly more so in some respects, and since productivity translates into profits it is in the employer’s financial interests to employ a mature person, possibly over a younger one. Our research team has just commenced a three-year project, funded by the Australian Research Council, which hopes to produce such evidence.

Summary of conclusions and recommendations

1. There is a substantial ‘Lost Generation’ of mature aged unemployed who need particular help, otherwise they may live for another 30 or 40 years without ever again finding satisfactory employment

2. Ongoing sustained education is crucial to turn around the negative image of older workers. This needs to occur both in the workplace, and for the public, through the mass media and through targeted publicity

3. Australian companies need to develop a culture in which training, including ‘off-the-job’ training, is seen as essential. At present training programs for job-seekers are mainly in generic (‘soft’) skills, whereas what employers look for is the ability of a potential worker to do a specific job with a minimum of training (preferably none).

4. Intense efforts need to be maintained to develop export opportunities for South Australia, in order to grow the workforce and avoid intergenerational competition for jobs between young and mature-aged unemployed

5. The bottom line for companies will always be about profitability. Empirical evidence is essential to demonstrate the advantages of older workers for employers, to show that retaining and recruiting older employees can increase workplace productivity and maximise profits.
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APPENDIX A: LETTERS OF INVITATION AND INSTRUMENTS

Letter of introduction (on University letterhead)

Job-seeker version

Dear mature aged job-seeker

We would appreciate it if you could take the time to complete the attached questionnaire to investigate the topic “Mature Age Job Seekers: expectations, well-being and employment prospects”. This should take about 15 minutes.

It is important to obtain the views of mature adults (45 years of age and older) about employment issues as recent research highlights the impact of an ageing population and the immediate need to overcome barriers to employment for mature job seekers. Dr Rob Ranzijn and Associate Professor Ed Carson from the Department of Education, Arts and Social Sciences at the University of SA have compiled a questionnaire to examine a number of questions about different aspects of employment. It is hoped that 200 completed questionnaires can be obtained to provide a large snapshot of mature age employment issues. Opportunities will also be provided for you to make additional comments, since it is likely there will be things we have not thought of which could be important.  

We would like you to complete the questionnaire and return in a prepaid envelope as soon as possible. There is no compulsion for you to complete the questionnaire and you are free to leave any questions blank (although we hope you can complete all the questions). The questionnaires will be anonymous with all information confidential. However, if you would like to receive a summary of the results of this study you will need to fill in your contact details on the last page, but this page will be detached from the rest of the questionnaire when we receive it in order to maintain anonymity. No agencies or organisations will have access to any of the data you provide in this questionnaire. Completed questionnaires will be held by the researchers in this project securely at the University. 

This project has been approved by the Human Research Ethics Committee, University of SA whose chairperson is Dr Eimear Muir-Cochrane ph 8302 2751.  If you would like more information, please contact Rob Ranzijn at the Magill campus, University of SA, ph 8302 4468.

Once again, thank you for your interest, and we look forward to receiving your completed questionnaire.

Yours sincerely,

Dr Rob Ranzijn and Associate Professor Ed Carson,

University of South Australia



 

QUESTIONNAIRE: MATURE AGE JOB SEEKERS


Thank you for taking the time to fill out this questionnaire. The purpose of this research is to investigate some of the issues that may face older job-seekers (45 years and older) when trying to find satisfying paid employment. 

PART A.

There may be many reasons why people look for paid employment. Can you please indicate how important each of the following reasons is to you. Please answer as honestly as you can. We are interested in your responses, not in what you think other people would like you to say.





Not important



     Very important

1. Financial: a. short-term 
1
     2
          3

    4

5

immediate needs

2. Financial: b. long-term 
1
     2
          3

    4

5

security needs

3. Recreational: having

1
     2
          3

    4

5

something to do to occupy the time

4. Social: interacting with
1
     2
          3

    4

5

other people

5. Making a contribution: 
1
     2
          3

    4

5

doing worthwhile work to benefit society

6. Providing a structure

1
     2
          3

    4

5

to the day

7. Providing personal 

1
     2
          3

    4

5

goals and purpose in life
 

8. Pressure from spouse or 
1
     2
          3

    4

5

other family members

9. Pressure from friends or
1
     2
          3

    4

5

acquaintances

10. Perceived pressure from
1
     2
          3

    4

5

the Government to be employed

11. Perceived pressure from
1
     2
          3

    4

5

society to be employed

12. Providing a sense of identity
1
     2
          3

    4

5

13. Providing status among
1
     2
          3

    4

5

your friends and community

PART B.

There are many possible skills and characteristics that may be important in getting paid employment. Could you please list the five most important things that you think employers look for in their employees

1. …………………………………………………….

2. …………………………………………………….

3. …………………………………………………….

4. …………………………………………………….

5. …………………………………………………….

PART C.

Some people are more flexible than others in the sort of work and work conditions that they would accept. Could you please describe the sort of job that would be acceptable to you (for instance, rate of pay, hours, level of responsibility, type of work).

……………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………

PART D.

People use a range of methods to try to find work. Could you please indicate which of the following job search methods you have used in the last month (please tick all the categories that apply to you)

1. ( Registering with and following advice from an Employment agency

2. ( Answering newspaper advertisements

3. ( Contacting possible employers (i.e., ‘cold calling’)




4. ( Asking friends, relatives and acquaintances





5. ( Other (please give examples) ………………………………………………
  

…………………………………………………………………………………….

Please indicate how effective you think each of the following job search methods are or will be in enabling you to find paid employment








Very 
 

           Very

ineffective

     effective


1. Registering with and following advice 
1
2
3
4
5

from an Employment agency

2. Answering newspaper advertisements
1
2
3
4
5




3. Contacting possible employers (i. e., ‘cold
1
2
3
4
5

calling’)



…

4. Asking friends, relatives and acquaintances
1
2
3
4
5





5. Other (please give examples) ………………  1
2
3
4
5

…………………………………………………

Could you please say how many job applications you have 

made in the last month




………….. applications.

PART E.

The following is a list of skills and characteristics that have been linked with finding employment. Some of them may be more important than others. Please indicate, by ticking one of the options, whether you think each of these is an essential (ESS), desirable (DES), or unimportant (UN) characteristic. 

Being a hard worker




ESS………DES ……… UN ……..

Being able to anticipate changes


ESS………DES ……… UN ……..

Being able to cope with high pressure and 

meet deadlines



ESS………DES ……… UN ……..

Being able to get on with workers of all ages

ESS………DES ……… UN ……..

Being able to manage people



ESS………DES ……… UN ……..

Being adaptable and able to learn new skills

ESS………DES ……… UN ……..

Being ambitious




ESS………DES ……… UN ……..

Being competent at the tasks required

ESS………DES ……… UN ……..

Being confident




ESS………DES ……… UN ……..

Being enthusiastic




ESS………DES ……… UN ……..

Being flexible and willing to work at odd hours 

and short notice



ESS………DES ……… UN ……..

Being neat and tidy




ESS………DES ……… UN ……..

Being polite





ESS………DES ……… UN ……..

Being punctual




ESS………DES ……… UN ……..

Being reliable





ESS………DES ……… UN ……..

Being willing to move interstate or to the 

country if the company requires it

ESS………DES ……… UN ……..

Being willing to take orders



ESS………DES ……… UN ……..

Being young





ESS………DES ……… UN ……..

Having a good knowledge of the company

ESS………DES ……… UN ……..

Having a network of useful contacts


ESS………DES ……… UN ……..

(List continues over page)

Having broad life experience



ESS………DES ……… UN ……..

Having computer skills



ESS………DES ……… UN ……..

Having good communication skills


ESS………DES ……… UN ……..

Having good health




ESS………DES ……… UN ……..

Having good problem-solving skills


ESS………DES ……… UN ……..

Having previous experience in that kind of work
ESS………DES ……… UN ……..

Having relevant skills




ESS………DES ……… UN ……..

Having formal qualifications



ESS………DES ……… UN ……..

Having supportive referees



ESS………DES ……… UN ……..

Loyalty to the company



ESS………DES ……… UN ……..

Showing initiative and being self-motivated

ESS………DES ……… UN ……..

Working to deadlines and meeting goals

ESS………DES ……… UN ……..

PART F.

We are also interested in the relationship between employment and well-being. In the following section we would like to ask you some questions about how you feel on a day to day basis. Again, please answer as honestly as you can.






       Strongly Disagree Neither agree Agree Strongly






       disagree

nor disagree            agree

1. Little things bother you more than 


they used to.



1
  2
    3
      4
        5

2. Things keep getting worse as you 


get older.



1
  2
    3
      4
        5

3. You feel lonelier than you used to feel.
1
  2
    3
      4
        5

4. You have a lot to be happy about.

1
  2
    3
      4
        5

5. You are as happy now as you were


when you were younger.

1
  2
    3
      4
        5

6. You get upset easily.



1
  2
    3
      4
        5

7. You have as much energy as you 


had last year.



1
  2
    3
      4
        5

8. You get angry more than you used to.

1
  2
    3
      4
        5

9. You sometimes feel life isn't worth living.
1
  2
    3
      4
        5

10. As you get older you are less useful.

1
  2
    3
      4
        5

11. You take things to heart.


1
  2
    3
      4
        5

12.Life is difficult for you much of the time.
1
  2
    3
      4
        5

13. You are nervous about a lot of things.
1
  2
    3
      4
        5

14. You are satisfied with your life 


these days.



1
  2
    3
      4
        5

15. As you get older, things are better 


than you thought they would be.

1
  2
    3
      4
        5

For the following 10 items, please read each sentence and then circle the number that shows how often the sentence is true for you.







Almost


         Not 







always
  Often
Sometimes    often Never







true
   true
   true
         true     true

16. I feel that I'm a person of worth, 
1
    2
        3
         4
           5


at least on an equal plane with others.

17. I feel that I have a number of good 
1
    2
        3
         4
           5

qualities.

18. I am able to do things as well as 
1
    2
        3
         4
           5

most other people.

19. I feel that I do not have much to
1
    2
        3
         4
           5 

be proud of.

20. I take a positive attitude towards 
1
    2
        3
         4
           5

myself.

21.
I think I am no good at all.

1
    2
        3
         4
           5

22. I am a useful person to have 

1
    2
        3
         4
           5

around.

23.
I feel I can't do anything right.

1
    2
        3
         4
           5

24.
When I do a job, I do it well.

1
    2
        3
         4
           5

25.
I feel that my life is not very useful.
1
    2
        3
         4
           5

PART G.

We would like to know some things about your current state of employment or unemployment and also some general things about yourself. Again, this information is confidential and there is no way that you will be individually identifiable. We need all this information in order to understand the issues facing mature job-seekers.

Please indicate (by ticking only ONE box) your current employment status:

1. ( Unemployed and have given up looking for work 

2. ( Unemployed and confidently looking for work.

3. ( Unemployed and looking for work but not confident 

4. ( Unemployed and working as a volunteer while looking for paid work

5. ( Casual part-time paid work
     Number of hours per week ………..

6. ( Permanent part-time paid work      Number of hours per week ………..

7. ( Contract paid work     Length of contract ………Hours per week ……..

8. ( Casual full-time paid work

9. ( Permanent full-time paid work

Are you currently involved in the Work for the Dole scheme? (please circle)    Y / N

If you are unemployed or underemployed, please indicate how long it has been since you last had employment that was satisfying to you  ……………………. 

Are you currently working as a volunteer? (please circle)    Y / N

If yes, how many hours per week do you work as a volunteer? …………….

If you are a volunteer, please indicate why (you may tick more than one box)

1. ( Wanting to contribute to the community 

2. ( Gaining experience to assist in looking for paid work

3. ( Required by job search agency 

4. ( Other (please comment) …………………………………………………………..

How would you rate your overall health at the present time?

Poor

Fair

Good

Very good

Excellent

1

2

3

4


5

Finally, what is your sex and age?

Sex   Male/Female (please circle)

Age …………… years

Please feel free to make additional comments

…………………………………………………………………………………………………

…………………………………………………………………………………………………

…………………………………………………………………………………………………

…………………………………………………………………………………………………

…………………………………………………………………………………………………

…………………………………………………………………………………………………

…………………………………………………………………………………………………

…………………………………………………………………………………………………

…………………………………………………………………………………………………

…………………………………………………………………………………………………

…………………………………………………………………………………………………

…………………………………………………………………………………………………

…………………………………………………………………………………………………

…………………………………………………………………………………………………

…………………………………………………………………………………………………

…………………………………………………………………………………………………

Thank you very much for completing this questionnaire. If you would like to receive a summary of the results after the study has been completed, please provide your contact details below. This page will be detached from the questionnaire before the data are analysed so there is no way that you can be individually identified.

I would like to receive a summary of the results (please tick) ………..

Name ………………………………………………………..

Address ………………………………………………………

………………………………………………..Postcode …………

Managers version

[Letter of introduction, on University letterhead]

Dear manager

Thank you for agreeing to complete a questionnaire to investigate the topic “Employer Expectations of Employees”. 

This research is being conducted by Dr Rob Ranzijn and Associate Professor Ed Carson from the Department of Education, Arts and Social Sciences at the University of SA in order to examine important issues in employment and unemployment. It is hoped that 100 completed questionnaires can be obtained to provide a large snapshot of employer issues regarding job-seekers. Opportunities will also be provided for you to make additional comments, since it is likely there will be things we have not thought of which could be important.  

We would like you to complete the questionnaire and return in a prepaid envelope  no later than Friday August 17th. It should take no more than 10 minutes to complete the questionnaire. There is no compulsion for you to complete the questionnaire and you are free to leave any questions blank (although we hope you will complete all the questions. The questionnaires will be anonymous with all information confidential. Completed questionnaires will be held by the researchers in this project securely at the University. If you would like a summary of the results of the project, please complete the last page, which will be detached from your questionnaire as soon as we receive it.

This project has been approved by the Human Research Ethics Committee, University of SA whose chairperson is Dr Eimear Muir-Cochrane ph 8302 2751.  If you would like more information, please contact Rob Ranzijn at the Magill campus, University of SA, ph 8302 4468.

Once again, thank you for your interest, and we look forward to receiving your completed questionnaire.

Yours sincerely,

Dr Rob Ranzijn and Associate Professor Ed Carson,

University of South Australia



 

QUESTIONNAIRE: EXPECTATIONS OF JOB SEEKERS (MANAGER VERSION)


Thank you for taking the time to fill out this questionnaire. The purpose of this research is to investigate some of the issues that may face job-seekers when trying to find satisfying paid employment. 

PART A.

There are many possible skills and characteristics that may be important in getting paid employment. Could you please list the five most important things that you look for in your potential employees

1. …………………………………………………….

2. …………………………………………………….

3. …………………………………………………….

4. …………………………………………………….

5. …………………………………………………….

PART B. 

What type of industry is your company engaged in? …………………………………

……………………………………………………………………………………………….

Approximately how many employees does your company employ in South 

Australia? 




……………………………… employees

Given the changing nature of work, we are also interested in how the gender and age of managers are related to the skills that are considered important when looking for work.

Please indicate your gender (circle) 

M / F

Please indicate your age group 

1. ( Up to 29 years

2. ( 30-39 years

3. ( 40-49 years

4. ( 50-59 years

5. ( 60 years and over

PART C.

The following is a list of skills and characteristics that have been linked with finding employment. Some of them may be more important than others. We would like to know what is important for a potential employee who wants to work in your organisation. Please indicate, by ticking one of the options, whether you think each of these is an essential (ESS), desirable (DES), or unimportant (UN) characteristic. 

Being a hard worker




ESS………DES ……… UN ……..

Being able to anticipate changes


ESS………DES ……… UN ……..

Being able to cope with high pressure and 

meet deadlines



ESS………DES ……… UN ……..

Being able to get on with workers of all ages

ESS………DES ……… UN ……..

Being able to manage people



ESS………DES ……… UN ……..

Being adaptable and able to learn new skills

ESS………DES ……… UN ……..

Being ambitious




ESS………DES ……… UN ……..

Being competent at the tasks required

ESS………DES ……… UN ……..

Being confident




ESS………DES ……… UN ……..

Being enthusiastic




ESS………DES ……… UN ……..

Being flexible and willing to work at odd hours 

and short notice



ESS………DES ……… UN ……..

Being neat and tidy




ESS………DES ……… UN ……..

Being polite





ESS………DES ……… UN ……..

Being punctual




ESS………DES ……… UN ……..

Being reliable





ESS………DES ……… UN ……..

Being willing to move interstate or to the 

country if the company requires it

ESS………DES ……… UN ……..

Being willing to take orders



ESS………DES ……… UN ……..

Being young





ESS………DES ……… UN ……..

Having a good knowledge of the company

ESS………DES ……… UN ……..

Having a network of useful contacts


ESS………DES ……… UN ……..

Having broad life experience



ESS………DES ……… UN ……..

Having computer skills



ESS………DES ……… UN ……..

Having good communication skills


ESS………DES ……… UN ……..

Having good health




ESS………DES ……… UN ……..

Having good problem-solving skills


ESS………DES ……… UN ……..

Having previous experience in that kind of work
ESS………DES ……… UN ……..

Having relevant skills




ESS………DES ……… UN ……..

Having formal qualifications



ESS………DES ……… UN ……..

Having supportive referees



ESS………DES ……… UN ……..

Loyalty to the company



ESS………DES ……… UN ……..

Showing initiative and being self-motivated

ESS………DES ……… UN ……..

Working to deadlines and meeting goals

ESS………DES ……… UN ……..

Finally, please feel free to make additional comments

…………………………………………………………………………………………………

…………………………………………………………………………………………………

………………………………………………………………………………………………

…………………………………………………………………………………………………

Thank you very much for completing this questionnaire. If you would like to receive a summary of the results after the study has been completed, please provide your contact details below. This page will be detached from the questionnaire before the data are analysed so there is no way that you can be individually identified.

I would like to receive a summary of the results (please tick) ………..

Name ………………………………………………………..

Address ………………………………………………………

………………………………………………..Postcode …………

APPENDIX B: ADDITIONAL COMMENTS IN RESPONSE TO OPEN-ENDED INVITATION ON QUESTIONNAIRE

Coding: numbers ending in JS refer to jobseekers, those ending in M are managers’ responses.

001JS 

· A decline in health and social isolation are the main result I have noticed as a direct result of being long term unemployed.

· I suffer from array of stress related illnesses and also general anxiety. My working friends soon abandoned me when I could not secure employment after a few months.

· I was an extremely healthy, fit and active person before being unemployed.

· Health, loneliness and financial insecurity are my main concerns now and for the future.

· I have strong faith in myself and my personal strengths and abilities, and will continue my job seeking efforts fervidly.

· I’m a warm, friendly and intelligent person who lives in hope of employment in the near future.

· Personally if I lost my hope, that would be the end for me.

· I’m lucky to have a ‘strong’ inner strength which keeps me going through these tough times. My positivity always manages to shine through!

004JS

· The softening of EEO legislation allows discrimination against mature aged jobseekers by employers and agencies. EEO is not policed by anyone.

006JS

Would like permanent full time employment but believe age has a lot to do with finding this. Almost all jobs now require previous experience even factory work. As well people are required to know the job before they start, as not many jobs give training. Also many jobs are casual and you don’t know when you will be called in and you can’t plan your life at all because of this. At the moment I have had no work for 2 weeks then I get 1 day maybe a fortnight if I’m lucky 2 days per fortnight.

008JS

Thankyou very much for giving me this opportunity, it has helped me to feel good about myself – I am more than just a . (dot) on the earth even if only for a brief moment. Now I am torn between being loyal and helping my family and friends, being selfish and stopping my busy voluntary work lifestyle – it does take up lots of time and energy and to turn my back on loved ones to pursue studies to try and obtain a responsible casual position – or – I will work it out----.

The questionnaire has given me much food for thought. You know it is our men – our males of all ages who need the help – the guiding, the training for trades – not for (only) changing baby napkins – which is the ‘Rage’ at the moment over the radio programmes – god help us all – men need training for all kinds of life skills – they are lacking poise, confidence, there’s no male leadership, no tall poppies (male poppies) for them especially for the young and little boys, for the teenagers, young men, they are being far more neglected than the females, I wish you people could, would do a questionnaire for males only, ask them their views about life, for their future, what training would they like? What type of education do they believe would be best for the future? Skills? Because of so many broken families, marriages, even partnerships, the boys, the males, seem to be more lost than the females partly because males take longer to mature, (to grow mentally and emotionally) and because males on the whole are not so conniving and wilful as females, (you won’t believe me) but I can see so clearly there is so much trouble ahead for our male population.

Thanking you – of course I’ve gone off the track – but – my best wishes, I remain, Yours Sincerely

P.S Yes I would love to be involved in a proper trained responsible job, eg nursing even if only for 1 day a week. I am 67 years I could still fit in voluntary and family work.

010JS

There is no doubt that ‘society’ does not value skills attached to age. There is a widely held view that because you are over 45 or 50 then you are;

· unable to cope with change

· technologically ignorant

· too dogmatic

· out of date and out of step

(I could keep going). I find this the most difficult stereotypes to deal with – I have always been at the forefront of change – I am self taught with computers – I know how to use the internet, Email and all those other innovations – I can set a time on a VCR, a digital watch, a sound system, I can ‘troubleshoot’ a computer and fix it. I do know what RAM is, what a hard drive is etc. In fact I am more highly skilled now than I ever have been, but I have basically given up finding any meaningful, rewarding work other than by using contracts and by branching out into other areas of interest which may or may not lead to employment eg. Tutoring and gaining my Certificate IV accreditation. I am also tired of being told not to aim so high in my employment expectations – I say I don’t want to be deskilled – I want to gain more skills and improve not challenge the 16 year olds for their jobs!

011JS

· At 49 years I was convinced to make a career change – DSS – JET prog – I felt at the time I could no longer work in aged care, too physical and I did believe this would help me to increase my skill(s) base – unfortunately I am no longer believing in any DSS progs to help me improve my prospects to help me to be re-employed ----? Age, change of career base.

· At this time in my life I still have a lot to offer via employment. I am personally not prepared to commit myself to voluntary work unless I am able to use my skills, knowledge and life experiences. Having been in a situation of supervising volunteers in past employment situations – aged care, all we could offer was – making teas, serving lunches, washing dishes etc – how deflating!!!!

012JS

I have my own small business set up in 1994. My mother died at the end of January this year and I was Executor of the will and also Guardian for my father now at Kadina. He has the onset of dementia. I am in the TRAVEL industry and have constantly self teaching

SKILLS – computer, letters, family get togethers.

My daughter is at Melbourne Uni studying science. Her father is in Texas USA. I am an independent person with concerns.

013JS

I have been on a Disability Support Pension since 1993. I have scoliosis in the base of my spine, so bending can be painful some times. But at the same time, I know I could give back to the community lots of valuable time. I am a very good Dressmaker and seamstress. I have been helping the Salvation Army, by making toys etc at Christmas time to give to needy persons. I would love to have my own sewing business some day, but being on a pension, there is no way, I could borrow any money, I feel helpless sometimes, and I don’t feel like ending up living in an old peoples home getting old.

014JS

S.A. community is employing younger people who appeared to receive training and then came from better prospects. The community would be better employing mature aged workers and receiving longer term commitment to company. Government seems to be same.

015JS

At the moment I am trying to change my career path. The job which I did for many years has been superseded by different technology and I am now doing quite hard physical work.

016JS

It is quite obvious after 9 months and 100+ applications that any meaningful work is almost impossible eg. Would the University of SA like to employ me to collect and analyse this type of questionnaire?

017JS

There is too much emphasis on the young and having checkable work history that is very recent eg. In the last 6 months.

Another thing is having the exact experience the employer wants with no acknowledgement of ability to learn new tasks no matter how simple.

019JS

I was made redundant from Telstra after 37 years service. I had high expectations of getting reemployment in the industry but, with the national/international downturn in telecommunications, this has not eventuated. I am willing to change my job category but my age seems to be a problem (I believe). I am registered with a number of agencies but to date (in 8 months) I have not received one single job interview!!! I’ve even registered for tem/part time work and been tested for computer skills (greater than 75% competency in al MSOffice apps) but still no work placement. My financial position (long term) is very good but I need short term cash to get us through the day to day expenses until 55. I get frustrated when politicians talk about older Australians working longer – in large corporations older workers are the first to go (or targeted) when the company downsizes. I remain positive and tomorrow always has a job possibility.

020M

Dependent upon the job – certain skills for certain jobs. This is general.

We are an EO employer. Just employed an MS sufferer, job to suit. Would probably not employ someone with poor health if they were going to take a lot of sick days.

022M

Use agencies to recruit.

024M

The above characteristics vary depending on the position. I have answered the questions very generally.

027M

Use internal processes.

Internal filling of positions – Australia wide

Unsolicited applications 

Tarragon- interviews – formal questions

Tries to eliminate bias

Reference checking process to verify

028M

Every position varies

Hard

029M

It is difficult to answer the above as there are many positions which require different things – an on-line staff member does not have to ‘manage people’ yet, it is essential for a team leader/supervisor/manager/executive.

032M

In summary, it is very difficult to provide a general response to the requirements of potential employees, particularly when such requirements will differ between recruitment needs. This organisation recruits junior clerical positions that require no formal qualifications or previous experience, to General Manager positions that will be quite the opposite. Also the organisation maintains a policy of advertising all vacancies internally in the first instance.

033M

The above list of attributes vary depending on the requirements of the position. Eg if we are recruiting a pharmacist then formal qualifications are essential, for a storeperson or pharmacy assistant they are not essential. Similarly, we would expect our managers to be able to manage people but not those at lower levels. We also place importance on work-related referees – not character or members of the family. For those entering the workforce for the first time we would look for evidence of part-time or casual or voluntary work, to establish evidence of work ethic and attitude.

034M

During the recruitment and selection stages, being positive and enthusiastic is imperative. Should a candidate not have desired skills, but can demonstrate how one would compensate for it is priceless!

One of the first questions that enters my mind is “how long will this person stay in the position for?” Followed by “will this person enjoy the job?”

038M

Innate desire to serve customers

Available – strange hours

Well presented

People skills

039JS

I feel resentful about being assumed to be stupid because I am old, and use overly articulate verbal structures to indicate my intelligence, so that I sound like a dictionary or a journal article.

I think that part of the reason why older women don’t get employed readily is an unconscious biological response. No viable eggs, so useless. The most difficult interviews I have attended have been run by a combination of men in my peer group and women in their late thirties. I can perceive their rejection as soon as I walk in the room. The man still has reproductive potential, and I am a reminder to the woman that her reproductive potential won’t last forever.

One reason that I would like to be fully employed and earning a normal wage is so that I can more easily help my children financially, rather than borrowing money from them.
041M

The above is only relevant depending on the position which is being offered.

042JS

I’m an indentured tradesman – fitter/toolmaker. Did my time at GMH. I haven’t had plastic injection or N.L experience so much toolmaking is out of my league today. I’m happiest when doing fabrication type work which includes some machining, welding, bench, maint., site erecting.

I worked for ten years at Clyde Eng. Building locomotives until 1983 when they moved to NSW. Since then I’ve only had casual work with three six month periods with three employers (manufacturing) being the longest jobs held. I’ve had two periods of  12 to 14 months without work in the last four years. Twice I’ve been replaced with less qualified people working for less money whilst still claiming the unemployment benefit.

044JS

Recently applied for an ABN Number to assist in my employment – relieving employment costs to any future employer – nothing has happened after I received my number though it is early times yet.

Since becoming unemployed I have applied for some 237 jobs – 8 replied – 3 interviews. One actually asked my age on a phone application.

045JS

After 2 redundancies in State Govnt then retraining, winning a good job with C/W Govnt I thought ‘it’ was set. Now in my second retrenchment with C/W Govnt it starts to hurt.

046JS

Although I am 62 years, I look nearly 10 years younger and consider myself fit for work and willing to continue in employment. I studied hard to obtain a career and have worked all my life and paid tax. I never thought I would have to try to survive on $200 per week (paying $100 per week mortgage). This is way below poverty and I cannot go on existing like this. If I had a housing trust house or private rental, I would get Rent Relief. Because I have chosen to try to help myself and bought a cheap unit, I am penalised. Apart from financial woes, I am highly qualified, skilled and experienced and believe I should be able to still gain employment.

I was told by an Employment Provider that they cannot help me to do more computer training because of my age and being on age pension. I was not willing to go on Newstart and get $40/$50 less per fortnight, and put up with all the degrading seminars people are forced to attend. I cannot also get assistance to study further in my career. The message is that I am no longer a useful member of this society. Please help people like me who have contributed to society all their life and struggled hard to become self supporting. Otherwise I can only become depressed and so a burden on the Health System.

047JS

For 5 out of 7 years, I actively sought employment, through as many avenues as possible. Every major agency was contacted and a CV presented. Not once have I been approached by one of them. Every approach has been mine. In that time, I have only been to approx 10 interview, average 2 a year! I wrote to Speakman Stillwell about 12 months ago and ‘pulled’ an interview with a young consultant who informed me that I would be ideal for contract work. Not one interview has occurred. She recommended Seek and Career One. From 12 Dec 2000 to 22 Feb 2001, I applied for 11 positions. Not one interview and all with companies with whom I not only have registered with but have sent countless CV’s to. In my opinion they are ‘leeches on society’ and are a demoralising group of individuals to deal with. I am lucky, in the sense that I have invested wisely and have a supporting wife, who works. Without this putting it plainly, I wouldn’t be here!

My wife is conscious of this and over the past 6 months, we have been looking at our future. There is now a strong possibility that we will ‘sell up’ and move to the country or interstate, to open a B&B or similar business.

I should also point out, that pride has prevented me from putting my hand out to the government for assistance. Not once have I received ‘a penny’ over the past 7 years. 

I wish you well in your survey.

048JS

The mature unemployed are a forgotten group with most authorities giving ‘lip service’ and very little else worthwhile to address the deeply entrenched problem, getting worse as I write this.

What needs to occur is for the mature unemployed to come together as a group with a common goal, providing each other the confidence, ability and support to press our case.

You people are in a position to help this process to be realised.

049JS

I had a senior position for 10 years. Due to 3 company restructures I was made redundant. Not stated but nevertheless true – I had reached 56 and was told I could no longer ‘cope’ (?). I applied for well over 50 positions in private industry within my realistic skills level. At first I did not put my date of birth on my resume and did get to several interviews. Suspecting ‘age’ as a factor I commenced putting my D.O.B. – result – no further interviews. I last had a casual job at TAFE Light Square. When the position was to become permanent I applied (as the job incumbent for 1 year) but refused. The government sector favourably discriminates for the under 25’s. The private sector does not want to know you after 55. (My Centrelink contact says ‘try 40!!’) I receive no financial assistance from Centrelink and am existing on my redundancy package received 3 years ago - $30,000 – hardly a fortune!

I have a Business Degree from Magill – Bachelor Business – Office Administration – 1988 and am computer literate.

I believe that the longer I am out of the field – the less employable I will become as Technology advances and my current skills become less relevant.

050JS

I have been in my current job for 20 years. I have always had a second job in addition.

Funding cuts to aged care have led me to be nervous about my future and I am tired of being taken for granted and expected to do extra work ‘for love’.

I will stay in this job until I secure something better, which I am certainly not confident will happen.

052JS

· I am frustrated with employers who do not answer job applications

· I am not registered as being unemployed with Centrelink – past experience has shown they have a total lack of ability to do anything meaningful for me. I have no income.

· My wife works at two part time jobs and we are only just making ends meet.

· Annoyed with employers and job agencies telling me that I am over qualified for lower levels of jobs and reject my C.V.

· How can our society waste the experience/ability and contribution that older Australians could add to this society??

053JS

· There are 2 ways I look at this 1. To replace what has been stolen from me 2. What I am prepared to do, simply to survive – I have answered for 2)

· I was made redundant for the sixth and last time in Nov 1999. The first time was 19/12/90. Since Nov 1999, I have been under my Doctor’s care for Depression and medical certificates have meant I don’t need to look for work. In June I was able to take over the lease and stock of a Second Hand Shop. In July I placed on a Disability Support Pension (Just as well, because you can’t get New Start if you’re self employed. Yet self employment is the only employment I can get that is flexible enough to accommodate my lengthy sleep requirements and occasional bad days when I can’t work at all).

· I am very, very angry because during the last 10 years or so, I should have been beginning to enjoy the benefits of all the hard work I’ve put in over the years and also accumulating some measure of financial security, even moderate wealth. Instead, I have nothing, and have to work harder than ever, just to achieve results I could gain easily in the past. I have no security and little prospects. All my past employers have admired my skills and abilities, loyalty, ability to succeed under pressure and deliver results by deadline. Why then was my career taken away? Each succeeding job was of lesser importance than the one before. I just wanted to re-ignite my career. Now I don’t think I could manage a good job in my former career path.

· What am I going to do to manage financially in my old age?

· How can I help my children when they need financial assistance?

054JS

The company I am employed with now utilises temp clerical services regularly. It has been interesting to note the number of women aged late 40’s – mid 50’s who are doing temp work because they are not able to obtain permanent work.

I attended several interviews for P.A/Exec Secretary positions, and whilst my presentation was corporate and I had excellent typing speeds etc. it appeared to me that younger managing directors/executives did not want older assistants.

I forced myself to learn new skills and am appreciative of the new skills and opportunities offered to me by my present employer even though I had no experience with the duties of the position (when I was offered the position by the agency I was told that ‘it involved a bit of word processing and data entry’). They knew my background and felt that I could offer some stability to the section. I am now managing key accounts and exercising effective credit control practices with minimal supervision.

At this stage in my life, whilst remuneration is important, it is not as high on my list of priorities as working with people who appreciate what I have to offer, and are prepared to offer support and training so that I can be an effective member of a team.

055JS

My aim at this time in my life is simply to find sufficient part time work to enable me to cover day to day expenses. This will hopefully allow my superannuation to accumulate to a level adequate for my retirement at age 65. There are, accordingly, some limitations on my ability to find suitable employment. However, as I own a commercial van (1 tonne), I have, in the past been successful in obtaining work as an owner/driver. I also have a Bachelor of Arts and have done some tutoring in English. Apart from these two avenues, because of my age, I cannot see any other possibilities for employment.

057JS

· have feeling of being ‘alone’ while seeking new employment; friends and relatives very supportive but still lack a mentor

· ‘what to do next’ is often a question which I answer alone; no-one available to offer advice

· declining self confidence is a real threat

· so much depends upon your written material (letter and C.V.)

· I now know that the next opportunity will be a very very ‘thin thread’

· It is a daunting task in marketing one’s self

058JS

It took me 4.5 years to get intensive assistance, which I now have. I am still not confident of getting a job that suits me. I was a gas fitter and on my first day of intensive assistance the girl said, how would you like to be an accountant. I mean, how could I be an accountant. I would love to be an accountant, but it is obvious I don’t have the brains. Intensive assistance is 1 day a month. The first assistance interview was 45 minutes, the second 30 minutes, the third 20 minutes. They have continued on for 20 minutes for the last 6 months. The only jobs they come up for me is delivering pizza’s and pruning trees. I know I’m not smart, bet these are jobs for people starting off in life. I worked for nearly 30 years with the gas company before they decided the over 40’s are too old. My life has come to a standstill. My wife is younger, she has to work part time. We have 2 young kids. We only get by. We can’t travel. We can’t go to a lot of things we used to. We take food and drink with us to the footy, movies etc. We don’t drink alcohol, smoke or take drugs. We once could save and plan for the future. 

Employment National said don’t call us we will call you, I am still waiting for them to call me after 5 years. ( I have notified them about this) Coles Supermarkets said I had to be under 28 years of age to get a night filler job.

Nastee Solutions never ever came up with a job possibility in 2.5 years. Employment Directions have not come up with a suitable job for me in 4 years. Employment Plus have come up with 3 possibilities in 5 months.

059JS

I am personally grateful to this research – I consider the mid 50’s still very young – I have worked since I was 14 years old (on Saturday mornings) and full time after 16 years. I feel the desire to work for another 10 years if possible. My great niece is a 4 year old and I want to keep mentally active and be involved in her life. That desire means keeping active, healthy and having the financial means for modern technology (eg computers).

Thanks

062JS

Although I have held some very interesting and demanding office positions in the past I no longer feel confident to tackle even the most mundane jobs any more. I have spent a fortune on courses to update my skills and yet have not had the opportunity to use any past or current knowledge, experience, expertise etc. I resent being told by Centrelink that I must either be classed as having a disability because of a very minor arthritis problem (which has never interfered with my work) or attend more training programmes under the intensive assistance scheme. I might add that although there is an extremely generous allocation of money for each person in the scheme, the government allows approx $1100 according to Centrelink, the agencies that run these schemes are reluctant to spend any money. I have offered to do work experience and work for the dole (too old). I am not old enough to do full time voluntary work , which I would enjoy and feel at least I am earning my keep and contributing to society.

063JS

Since being retrenched on the 24th April 1998, I have applied for over 450 jobs with a 100% failure rate. I have only secured 6 interviews, 3 of which were total disasters. The first ‘disaster interviewer’ said when he saw me, ‘Oh no, not an old fart’. The second said when departing with his deputy ‘tell that bloody agency not to send any more tired old men’. And the third (just recently) I received ‘the old farts glare’ at first contact and he didn’t even bother to introduce himself! During this period of my miserable unemployment, I have completed 2 TAFE courses, one in Quality Assurance and the other in Security Operations. But both have turned out to be a waste of time because;

a) Employers are not interested in hiring or even retaining mature age workers

b) Some employers think TAFE qualifications are a joke!!

Definition of ‘Downsizing’?? “Clearing out the oldies’

Case in point – The MD of Mitsubishi at the last downsizing exercise said – ‘we are getting rid of the grey cardigans’. In 1994 when I joined the then Dept of Civil Aviation as a Flight Service Officer, I resolved to work hard (shift work) for 30 years and retire on a comfortable pension at age 58. Well here I am at 56, on the dole with no current qualifications (unskilled) other than those gained from the ‘University of Life’, trying to re-invent myself so I can work on until I am 70.....if I can get an employer to love me enough to put me on that is!!

P.S Thanks for giving me the opportunity to participate.

064JS

I thankyou for this questionnaire (Hope it will assist you)

Having commenced my working life at age 14 years I was employed by retailer David Jones for almost 41 years, then to be made redundant at age 55 years. Soon after employed by Harris Scarfe for a period of 4.5 years as a fulltime casual, again made redundant age 60 years.

My only other comment is (I consider NEW JOB START by Centrelink an insult for any person of my age...unable to be given or do voluntary work)

065JS

· This questionnaire was a little difficult in terms of answering from personal point of view or sustained brainwashing endured over the last 6-7 years.

· I have done volunteer work before and found demands over rid expectations. However due to unemployment and isolation I am considering approaching D.O.M.E. both for employment listing and interaction.

· With 8 years of study fulltime behind me, I find it to be a major block in obtaining work to date, as I haven’t been a member in the workforce paid during my study years. While qualifications are essential to gaining work, the time to achieve such is not taken into account, and unpaid work is non rewarded in finding work.

· Ambition and career levels are for those still trying to acquire such. Indeed with everyone ‘flying so high’ who is actually doing the hum drum basics – which actually support all structures? The level of disharmony in society equates to basics not being attended to. Mature people always appreciate and value the basics in everyday society – its that which makes the world go round in a certain level of harmony. It gives the young something to hang onto during rapid social changes, i.e. technological revolution, pressure to someone outstanding.

· Work should provide more than financial gains, it should benefit people/society young and old/middle age. I’m fed up with business ideology and greed!!

066JS

I have put in hundreds of applications over the last few years without success. During that period I was called up for only one interview. I gradually lost hope and did not want to apply through the papers any longer. It seemed to me to be a waste of time and money and energy. This is one reason why I applied for voluntary work – to avoid any rejection of being unsuccessful in applying for paid work. I lost so much confidence and self esteem as well as enthusiasm and optimism. I became very negative and destructive in my behaviour and attitude. Normally a person who is health conscious (healthy eating habits) my eating habits changed to any sort of food and I noticed a slow deterioration in my health. It has been a long struggle to get back to the same state that I was in before. Even though I am doing voluntary work I still resent not being able to earn a decent wage, to live a reasonably comfortable existence without worrying about how to pay bills and to survive. I have 2 post graduate degrees. I hope this will be helpful for your research. I am pleased that I have been able to participate. Thankyou.

067JS

After being made redundant, at my age and level of skills it seems to be difficult to get a job in my area of knowledge in the field of food retail. Even though age should not be discriminated against_____________  It always is. Again, because of not keeping up with modern technology and training on computers, leaves you out of the field.

068JS

While I am not actively seeking employment at this stage, I am keeping my eyes open for opportunities that appeal to me. The reasons I have been unsuccessful in obtaining employment so far is that I have applied for positions  which reflect my previous employment. If I had applied myself in a much more diligent way I am sure I would have been successful. My mental approach probably because I am financially very secure has been less than dedicated. The roles I will now apply for will reflect my lifestyle choice more fully so that when I do apply for positions I will be successful in the future!

069JS

I have a view that some younger people feel intimidated by older people and this can be to the detriment of the older person seeking employment.

There also seems to be a fear held by some people that they do not like to employ someone who may be better than themselves.

072JS

Over the last 8 months of unemployment I have found the chances of employment of people over a certain age have many barriers to obtain employment. Until Governments and people understand that while unemployment is high it could and will go higher in the future (my thoughts only). The maturer people will struggle to find job satisfaction.

073JS

· I obtained a degree as a part time, mature aged student in 1998. The nature of the work that I have been seeking (office, customer service; admin) involves registering with many private agencies. Computer and aptitude testing is part of that process. Unless one has advanced computer skills, (despite that the position/s often involve excellent customer service skills and limited keyboard activity), one does not get a look in!!

· The several times that I have cold canvassed Universities/TAFE colleges for work in the student employment area/admin areas, I have been met with a ‘brick wall’. I am afraid that the institutions that employ persons whom are friends, relatives of current staff. I have found nepotism to be particularly covert in tertiary institutions!

· Time after time, I am appalled by the ‘illiteracy’ by young staff in areas such as recruitment agencies! Spelling errors and an obvious lack of pride in forming a job ad, is a feature of this scenario. A while back I witnessed the word ‘stationery’ (in respect of paper etc) being spelt as ‘stationary’! The part that frustrated me was the fact that it was on a job description/selection criteria application generated by an office within the University of S.A.! 

Thankyou for your attention.

074JS

I get quite annoyed at the companies which over look older skilled people for young. When applying for jobs advertised in paper – all they say send resume. Then you wait for about a week then you ring the company. All they say sorry job has been taken. You know very well that your age goes against you.

That is why so many older age people are disenchanted with looking for work.

077JS

Reality: Job network agencies collect resumes to gain funds, not to assist unemployed. Percentage of unemployment is at least double, should be calculated on number of people receiving any payments. The unemployed are being blamed by government for being unemployed. I have applied for positions where 3000 have applied. Employers don’t have an age limit on their customers/clients, why age discrimination with staff? Employers need to change their attitude, over 40’s are reliable, grateful to be employed, and have life skills on a level with a degree. Job interviewers are invariably in their 20’s, think that over 40’s can’t do well in the position. Mr Tony Abbott needs a reality check!!! – Post him a copy!!! Still positive, and out there persisting.

079JS

· There is urgent need to design a more appropriate ‘work module’ if the current model that devalues mature – age, experience, drives people to ‘over employment’ and creates family and community dislocation.

· The systems in place, in work situations, fosters a mature age ‘Brain Drain’ and exacerbates the ‘Brain Drain’ for younger people.

· The link between mature age unemployment, family cohesiveness, social benefits, health and community responsiveness needs to be evaluated (urgently!) – particularly with the community – family focus on aged care and disability supports.

081JS

I feel there is an age barrier and because of the computer technology some employers feel it is easier to train young people even though they don’t have working experience in that particular field.

084JS

· Find it rude when applying for a job and company don’t bother acknowledging application

· Employers look at paid work on resume – don’t bother to consider voluntary unpaid contribution.

· You and a company know that your age is the barrier not your skills especially when you have done extra training. Especially when you can do all work required by voluntary agency

· Employment agencies are only interested in the young because Government pays for each person employed.

085JS

I feel as a female who thought that she would be provided by her husband all her life and only after 20 years left as violent situation fund none of my skills – knitting (volunteering), sewing (volunteering), netball umpire (volunteering) achieved any status or any claim of being in work – I wasted my years as a concerned mother/wife helping kids/husband and doing the sacrifices then only to find myself sacrificing more when I left at 42 years of age – to end up unskilled and ‘illiterate’ in I.T. area which is needed in everything these days. A cleaner is all I’m offered and I’m getting slower I can’t climb up stairs like I did or hurry up. I’m not size 8 either and don’t look sexy or join in talk about drink or going out – I have been into numerous agencies to be called back to fill pool quota’s for that week although I had been told ‘Job here for you just come in and fill in forms: then oh too dirty too old’ given to 19 year old with no references.

Female Just remembered ask if single or married kids or grandkids too. I can’t see as I used to either and I have 2 glasses on me at all times – I felt an interviewer thought I was wasting her time changing glasses! Unreal but it happened to me.

088JS
I know I have a lot to contribute. Any frustration I have is largely due to feeling I’ve been put in a box, which is not who I am or, what I know. I have strong issues about the apparent lack of ethics in the system at large. The system officially, i.e. Government and some job agencies, and unofficially, the real (not apparent) discrimination against the (ever growing) disenfranchised mature aged, by employers. I am concerned for my children – one of whom is partly employed and my ever diminishing capacity to help them. Mostly I am concerned about our community and nation. This is underpinned by what I perceive as  weak leadership, and by ideologically driven forces, whose sole ethical reason for existing is wealth. It’s a pity that the moral values (or at least the results), seems to be inversely proportional to the ever increasing accruals, to the few over the many. I suspect that if there is not some reversal of the trend then ‘downsizing’ may be a term applied (not without some relish), to those who invented it in the first place! Although I am not a religious person, the one quote I can give which may be relevant is the following:

‘To everything there is a season and a time for every purpose under the heaven’____.

I truly hope fairness and some rational (not economic rationalist) philosophy is put back into the saddle soon. I don’t want to be the richest man in the cemetery. I just want to pay my way, and contribute something back into my community.

090JS

Thanks for taking the time/effort to try and understand the problem (affect). Perhaps a similar study could be carried out on why there is a job shortage eg. technology, lack of products, employees working long hours, doctors, nurses, police etc.

093JS

· Globalisation effecting older population in Adelaide town to find suitable secure full time work

· Cost of getting re-educated is high eg. HECS fees, DEET loan $7000PA X 2 years

· When get my degree at end of year need to pay back $20 000 approx

· Cost of computer and software and internet access at home is high

· Transport and cost of lunch at Uni high

· Cost of books eg average $100 per subject is high. If doing 4 x subjects a semester about $400 per semester. Too costly

· Subjects taught eg aimed at younger students eg time of day lectures not suitable, if combining work and study

· After being at Uni for 3 years you can see quite easily why the number of mature age students is high

· A lot of polly filla in the subject content for mature age students

· My suggestion is more intensive style summer – style subjects for mature age students

· At least I have set my goals and getting retrained in my chosen profession (property) will get me what I am looking for.

· Deregulation in industry is also contributing to the uphill battle in getting a job.

· Married with one child

· No mortgage on our family home

· Third year final Bachelor of Business Property (Valuation) City West

· Income per week
Wife: Disability support
325.42 per fortnight

Self: DEET study loan
268.50
per fortnight

Self: Austudy


184.35 per fortnight

Self: Casual work

184.61 per fortnight

Real Estate Sales




Total
962.88 Total Gross

Per week gross combined income wife and self $481.44

094JS

· Where to start, where to end!

· A government/society which promotes redundancy of and particularly aged, employees whilst stating they wish to see population employed until 70 years of age – but to no suggestion how this may be achieved.

· Technology is taking jobs I believe is irrefutable. I believe our society has now passed our ability to consume to compensate for this job loss. Without income we cannot consume and our economy is at risk of cycling backwards as a result.

· Our society is hypocritical of unemployed and tends to group all unemployed welfare recipients as at fault and no goods – with no consideration of the imbalance in the large number of unemployed to the relative small number of job vacancies.

· Our outlook is very short term and seems based other than selfless. Society needs to be more forward looking and needs some updated or modern day philosophies to assist, we have, I consider, blinkered ourselves to the massive problems ahead eg. technology is extending lifespan but taking jobs is established, but unanswered.

· The answers are there, our greatest problem is our unwillingness to acknowledge and provide an honest approach to the problems embracing and suffocating societies.

· Advancing knowledge and technology advances are not the problems, but rather our narrow utilisation.

095JS

A lot of government, (and taxpayers) money seems to be wasted on agencies which seem to have as their no 1 priority self preservation. There is no consistency – staff appear to spend a lot of their time to either expand their operations or secure their own employment prospects and continuity. I have wasted a lot of time watching staff use office telephone/company cars and computers etc. for their social and home situations. Similarly, church funds are often wasted on meetings, endless brainstorming and ultimate lack of responsibility and decision making. Private (including medical) information is indiscriminately used by staff and volunteers alike. Employment companies always seem to be ‘restructuring’ (in other words, ensuring their own continuity). The client’s health and well being is jeopardised. Too much time is wasted on a ‘revolving door’ approach to employment for clients. There seems little duty of care or cultural sensitivity towards clients by government, employment agencies or churches. Dependence on agencies, churches and government is fostered through such a seemingly adhoc approach.


096JS

It is difficult for mature age job seekers to compensate with younger people who have more than one degree. That is, nowadays young people are graduating with a double degree. On this ground it is difficult to compete.

097JS

I have applied for almost 200 jobs of which I have managed approx 30 interviews in most cases my age was against me. I also was on Work Cover. This fact even though I am OK now goes against me nearly every time.

098JS

Why are companies not employing people into job off the street? Give them a 3 month trial with final verdict. Ideas of give tests before starting work is not right. People over 45 years need a long future – They need to be needed. Never read about people from words – physical eye to eye is better.

100JS

Being ‘underemployed’ for a long period is soul destroying, giving you no real vision or goals for the future. Having perhaps 15 years in the workforce left particularly highlights this – I’m at the ‘pointy end’ of my working life and look to finish ‘on a high’ or at least generate sufficient funds to have a worthwhile/active retirement (through superannuation funds). Full time work would turn my life around in many ways.

102JS

Having just completed 36 years service with the same company, I feel very strange to be out of work for the very first time since school. I have plenty of skills and feel that they can be used for the next few years until early retirement i.e. approx 55-57 years. Either a permanent or part time job without all the pressures and hassles would be really satisfying and give me a sense of well being and not being left on the shelf.

105JS

I feel that little effort is made to support over 50 males that live in country regions to find employment. All my contacts give me the perception that there is a lot of work available for young females in the city.

107JS

I find it rather humiliating that I am unacceptable to potential employers because of my age and level of formal qualifications. A lifetime of learning and ‘on the job’ is wasted and useless.

I am currently studying for an IT Diploma but am not confident that it will get me into the workforce again.

108JS

I am happy to be involved in your survey. Having been involved with education for 28 years at a tertiary level dealing mainly with mature age students many of whom in recent years came to me as the result of having been ‘junk heaped’. I can now fully understand their emotional and psychological problems having now undergone the ‘you have passed your use by date’ mentality. I find it frustrating to know people with less skills (this can be factually evidenced) have targeted the likes of me and acted concertedly to activate a removal process to clear the way for them to process. My skills have seen me work on management committees of institutions both educationally and professionally amongst them your own University.

109JS

When a position is advertised and one applies with a resume posted or faxed an acknowledgement letter should be sent out to that person, it is very despairing to not receive same. Mail can go astray, fax machines can go wrong so acknowledgement is a must plus good manners. A lot of labour for hire company’s do not acknowledge applications and only keep such applications for 3 months, should be 6 months or more, it is very annoying to have to re enrol every 3 months.

110JS

The almighty dollar has become so important that the community lifestyle is suffering badly. Bosses cannot make decisions on their own. Money is wasted on consultants. Experience used to be the bridge between youth and proper corporate decision making. Work today is pot-pori of egos and inability and the mature aged is of no value, no more retiring gracefully; greed is everything. The gap between the haves and the have not is widening and the money makers eg. The banks are just taking more and more and giving nothing back. I could go on for hours!!!

111JS

I am tertiary educated and spent many years in the one career. Due to a work injury which required three operations I had to accept a redundancy package. I have been unable to secure any employment since I am capable of doing any work that does not require lifting items constantly above my head. Currently I am studying Business Studies at TAFE, and I am in my 2nd year. I realised that retraining would be helpful to me, to try and gain employment in other areas, other to the one I previously was employed as.

112JS

I am 64 years of age. Qualified Social Worker with years of experience with a Diploma from the University of Adelaide. Well qualified to work with the aged and disabled. I am multilingual. English is my fourth language. The interviews I attended were not successful because of my age and too much experience and knowledge which can be threatening to the interviewer who were in their 30’s and female. My last full time position was in Queensland. I’ve found Adelaide in many ways very conservative with outdated ideas about giving value to age and experience. I do not consider myself as ready for the scrapheap! I am easy going, easy to work with with solid work values. I will most seriously consider returning to Queensland or going to the United States where people in their 60’s and 70’s are gainfully employed. Furthermore, some of our leading lights – Politicians and others call Australia: ‘Clever Country’ Rubbish!! We are experiencing a constant ‘Brain Drain’. My two children both Uni grads are working in the United States plus many thousands of other well qualified young Australians.

113JS

I honestly believe I would be employed in several positions I have applied for if I was 10 years younger however I know there is a position I will fill and will continue to persevere until I succeed.

114JS

I receive no payments from Centrelink as my wife works full time. I am only eligible for job matching and receive no other help. Job agencies as far as I know do not receive any payment for helping me to find work therefore it is my personal view that the agencies should revert back to the Commonwealth Employment Service. Also if I want to apply for a position in my local area why should I have to travel miles away to a job agency when it was the CES I could apply then and there.

115JS

· I don’t think employers have very good mechanisms for selecting staff. Increasingly they utilise agencies which use primitive procedures which are designed more to ensure that’dvd’s don’t get through rather than to select staff with ability. For a long time Adelaide companies etc. have looked at potential staff with the attitude of ‘what problems will this person bring me’ rather than what can I achieve with this person.

· I paid for a training course about 8 months ago (in anticipation of work of which didn’t eventuate) at which there were 3 groups. 1. Staff who were currently performing the duties in the public service

2. People who were being sponsored by ‘temping’ agencies

3. Unemployed people like myself.

I have worked in the Public Service for a long time. What struck me was that the most competent group was the unemployed; the next most competent was those from ‘temping’ agencies; and the least competent were those currently doing the duties in the public service.

· With reference to above, the ‘age’ factor just makes this general problem worse i.e. there is another factor to be concerned about which might cause people to prove to be dvds. This can be easily handled by disregarding this group altogether i.e. over 40 year olds.

Part D comment: 

1. Agencies don’t do anything to find you work when you need it. They just annoy you when it suits them; usually when you have a job

2. By answering advertisements you put yourself in the arena where there is the most competition.

117JS

Conservative Governments use unemployment to control inflation. Howard and Fraser did in the 70’s and only when the homeless situation caused by unemployment became too bad did they introduce rent relief and offered unemployed 50c!! More in benefit. The principle is to stop people spending and even Keating recognised that too high an increase in incomes would promote inflation and the easiest incomes to control are the wage and salary workers. Hence the casualisation of work, once again controlling incomes and reducing spending – classic economic rationalisation. There will be no improvement in unemployment and under employment while the Government remains in office!!

118JS

Personally I am;

· Positive

· Retain my self belief that I am good enough

· Confidence is down a little, say 15/20%

· Feel that I may have to move Interstate and I am keeping these options open. I would prefer to stay in SA.

See attached paper

120JS

· You have hot paid much attention to health. The stress and anxiety levels reach alarming rates in the expectation to ‘perform’ depending on your disposition and ways in which one can cope with it

· A lot of employers now work on the ‘negotiated contracts’ system by deliberately quoting low pay rates, knowing someone will be found to take it – almost slave labour

· Women can be employed at lower rates of pay than men for the same position hence men lose out altogether

· The concept of the ‘bread winner’ responsible for bringing home the bacon has gone out the window – but what is there in its place for men?

· Racism and equal opportunity and harassment – while these things are important to have a harmonious workforce, there is always the threat of legal action if you but make one slip or put the foot wrong

· Many men (me too) cannot cope with unemployment. The frustration builds up until one day an explosion occurs, and family usually cops it. There needs to be better ways of handling it.

· Be much easier for us all if a government and business would admit they have no plans for employment for older people, then put in place a national or local strategy to put the mind at rest and to have avenues available to help out.

121JS

Now being 62 years of age it would appear you are in the unwanted club. Having started work at 12 years old, I have had 96 jobs (including 11 businesses). During the past years I have qualified in 10 educational trades and courses such as Police Officer (SA and Tas) Railway Guard, Accounting/Book-keeping, Taxation Accounting, Real Estate sales, Security and Private Investigator, Transport operations and Management.

I am the opinion our state and federal governments are out of touch, there is not enough employment training, such as technical colleges. Welfare Benefits are too easy to acquire and little is done to earn it. 

Also we have problems with drugs, gambling (16.5%) of State Govnt and booze which has caused our high rate of crime.  

Finally, I feel happy with myself as I have brought up four children who all have good professional jobs. I wish you well in your survey.

122JS

I have held my present position as a department head for a leading Supermarket chain for nearly 13 years. In this time I have seen the work load and responsibilities increase enormously where due to ‘Multi skilling’ (money saving on wages) I am now required to do six separate jobs within the store often being called to do two at once and none to the perfection of what I would like, to be satisfied that I have done a good job. Over the years my health has deteriorated and my doctor is treating me for stress. I feel that I am in a rut I cannot climb out of. My self esteem is extremely low and under pressure from my daughter (20) who is unemployed and cannot understand why I am not happy to be employed. Of course I see the need to be employed but I feel it is essential to be happy and satisfied with what you do or else it can be as soul destroying as being unemployed. I also know that if I do leave I’ll never work again which is why I put up with the bad conditions. The employers also know this and have us over a barrel, its a case of put up with it or leave. My daughter sends off several application letters and resumes a week and gets very depressed when shortly after the rejection letters arrive. I feel for her but at the very least there are jobs (if not enough) for her to apply for. Nobody seems to want the more mature work force so there is little that we can apply for.

Hoping that this information helps you in your survey.

123JS

I have felt more recently that I’m too old to get the job I want. Experience and loyalty don’t seem to be valued as much. I’m still hopeful but have to ‘cast a wider net’. I am willing to relocate and have many skills and experience. Confidence is waning though.

124JS

Back in March I did a Uni course on Immunisations hoping to pick up some work in this field. I passed the first paper, failed the second and was told I would be scrubbed off the course and had to do a 4 year literacy course at TAFE. There is only so much you can write about on ‘Anxiety’ problems I was a member of DOME for 1 year I was told about 2 jobs.

I have worked as a carer in home casually for 2 years. Even though the work sometimes has good hours the stimulation and job satisfaction is probably not there. The pay is also lower. Sometimes it is less stressful.

My previous job was a registered nurse midwife and I did Infant Welfare. Of course this was years ago in the 70’s and now to go back into this field, (because I haven’t been able to find employment in this area), I would have to do a re entry 3 month course at the R.A.H. This will involve shift work and no pay.

Sometimes I feel that I would like to try another field. But I would need to do another course, time and money. Getting older for me means that the body can’t lift like it used to, so brain power is the way to go. So its just finding the right job and right hours, and sometimes who you know to get into a new job.

I have applied for many jobs, had a few interviews, but wasn’t good enough on the day, say for lack of confidence and nerves.

Now I am working and sometimes supplemented by Newstart (Centrelink) and had to enrol with 2 Jobseekers, (who haven’t got jobs for R.N’s but they do for carers on lower paid jobs. I find I get a better response from advertised jobs and doing it myself. I’ve also tried volunteer work in a shop but needed money. I enjoyed working with people. Hope this helps in some way. Thanking you.

125JS

I think there are conflicting messages being received by both employers and employees. While older workers are being encouraged to go on working longer, there is a perception that ‘baby boomers’ are all in a position to take early retirement. Stereotypes and age bias are making it harder for older workers to find employment. There is also a marked shortage of full time positions. In some cases new positions are advertised only because other positions have been axed. There is some ‘deprofessionalisation’ occurring as paraprofessional and non professional positions replace middle management jobs in the university for example. Women – especially single women may need to go on working because they may not have enough super for early retirement.

126JS

Over the past 2 months I have continually kept my routine and have continually searched for positions with the results from employers insinuating that none of my experience is either good enough or are looking for someone that would be with the company for a long time (to me that sounds like we are looking for someone younger). I have felt also that my age is a hindrance in case of accidents – inference to being unable to keep my concentration.

127JS

In the job market it would appear that paper qualifications are preferred to experience. Some employers seem to be suspicious when applying for a ‘lesser’ position than held before.

The attitude of some employers and recruitment agencies can be demoralising, sometimes no acknowledgement of application, no reply after interview (if you are fortunate to be interviewed) nothing in writing especially from recruitment agencies.

Being a basically honest person and trying to exist on a Newstart allowance you live in the fear that Centrelink could curtail your income for what could be seen as being honest. Although I have found the staff at Centrelink helpful within the confines of their operation.

It would appear that the extremely limited assistance provided by Centrelink and the job network, the system ‘parks’ the problem (i.e. unemployment) in the hope that over time the problem will fix itself or go away or move into another sector that is a problem for someone else.

129JS

A great change in attitude needs to take place in society with regard to people aged 40 or more. Many people over that age are willing and capable of coping with changing technologies, provided they have the means to do so e.g. money (perhaps some form of HECS payment could be made available and subsequent repayment if work is obtained) made more available for people who need it, to not only buy computers (new or second hand) and relevant computer programmes but to undertake courses in computers and other relevant subjects. Quite often when an older person goes through a divorce (at age 50 say) there is another mortgage for say, a house which has to be arranged. This may not always be possible at that age due to lending criteria. As a consequence, one may be really struggling to pay a house mortgage and child support payments as well as general living expenses (car, food, service bills, council rates etc.) These become immediate priorities and it’s become impossible for me personally to buy a computer and software and my parents and siblings don’t have money to help.

The Federal Govnt, through Centrelink, are constantly pushing me to find work and it’s just not available. I made a mistake by putting some paid casual work down on my application form (a 3 monthly form) several weeks after receiving payment of the work. The consequence of this was that I not only had to pay back about $200 from Centrelink, but was fined about $850 – I have not yet objected to this fine in writing, which I intend to do, but I don’t hold out much hope because the bureaucracy is not helpful in this regard. Employers in general just do not seem to want to employ me. Some have openly said they’re looking for a younger image for their office.

I’ve been told by a personnel consultant that employers may feel threatened by someone who is older and more experienced than they i.e. they may fear loss of their own job. Also, imagine a situation where I go to a meeting with my boss, who’s younger than me and ask yourself to whom will the client address himself. Me thinks it will be to the older person. The younger boss knows this and will be embarrassed, most likely. So why would he employ me, no matter how subdued I may be at such a meeting. Also, changing the retirement age from 65 to 70 for men, will obviously mean the pension is not paid until them. This will hurt even more. However I’d like to think I could work to that age or more. I need to work as long as I can because I don’t have much hope of paying off my house mortgage at all at this time. $80 000 is still owed (car is 16 years old), I haven’t had a holiday for 5.5 years (Jan 1996).

131JS

I work full time but am not happy with the company I work for. I have been there 26 months. I want to work less hours because I feel my life is slipping away and I want more time with my elderly parents and grand children.

My husband has the money and has been retired 13 years but won’t let me have any of the money if I retire. O pay all the household bills, my car expenses, half holiday costs, clothing etc. He is 72 and can’t see that our time together is limited. His life revolves around money. He still has part time work at his age. He has had a heart attack and other illness.

If I can get a job that has enough hours to cover my costs I don’t care if I save anymore money. I have good investments but not enough to generate the income I need.

I have been looking for work for over 1 year and must have sent over 100 applications away. I have had several interviews but feel my age is a real problem. My last job was for 16 years.

132JS

Our society values money and the things it can buy and do for you. When you have a mid life crisis – I had heart surgery and can no longer work, often everything hits the fan. The family breaks up. Former ‘friends’ are no longer interested in you. Because we have a very materialistic and youth oriented society, the aged and its benefits are devalued.

The worst thing is that people think of you as a ‘free loader’ and that’s not true because for over 20 years I paid taxes etc. I needed a quantum shift in my opinion of myself. I am valuable – to me and the very few who care about me. Whether I’m worth $5 000/year or $50 000/year is no longer of any consequence. You can educate yourself, improve yourself, have an excellent attitude, BUT if the jobs aren’t there, then that is not your fault and you or I should not feel bad about that. I have taken time to smell the roses and consider the lilies of the field. Self worth is not determined by economic worth unless you choose to let it be. I am not an anthill. I am not a bee in a hive. I am NOT a unit of production or a ‘useless eater’ and refuse to be considered that way.

133JS

I honestly believe that as a 56 year old male of good basic health, in the current economic situation in this country plus the ever increasing technology factors. Across all facets of the working environment in this country and the world all my experience is fast becoming (if not already) outdated, outmoded and no longer viable or in a lot of cases useless. Therefore the opportunity for employment becomes daily more and more unavailable. The frustrating factor is knowing that physically and mentally I am still very capable to work but there really is a lack of opportunities for people at our age for work but more so there are few agencies (private or government) which offer to find employment for both genders at this age level (esp. 45+).

134JS

I got this job with a lot of perseverance with lack of experience and on the dole. Did an aptitude test high scoring. A new store was opening, test not passed on to store. Helped to get interview as when I rang all positions filled even though they weren’t for course re store told full time work on completion ended up casual, became part time with a lot of patience transformed to another store as hours offered were what I could cope with (same company), but after 12 months hours were changed which are difficult at times as I did not have previous hours in writing and was told work hours given. Excuses for this change and changes since. Feel as I am not wanted there and complaints make it worse even though the new store manager is helpful. I have no training for anything else and did a course which to get where I am but it was not very worthwhile. You are told things that do not eventuate and have no control over your life or family if you want to keep a job and work.

135JS

Due to the inability to find work I have embarked on more vocational study full time. I already have a Masters level degree which has not led to employment. (considered theoretical)

The main barrier to work has been the requirement to have ‘long term experience’ in a particular role before being considered for a position. Also an extended break from the workforce has been effectively a ‘kiss of death’ in seeking employment.

The ‘generalist’ Graduate recruitment programme within the state government applies to under 25 year olds only. This would have been an option I would have pursued.

136JS

At the moment I am working casual and hours vary from full time to 15 hours per week. What I am doing at the moment gives me satisfaction by having people skills and contact while working. Voluntary work now has a back seat. Previously, while doing voluntary work I was putting in at least 30 hours/week. My employer at the moment is the Adelaide Central Mission as a Caretaker, so you can see why I find it quite pleasing.

This survey is as only good when Industry, community and the government stop talking about it and actually start doing something about it. I have become very cynical about the government of all sides, and Industry. The community in most areas eg. where I work are taking more positive move towards making life better for a broad range of people. I will never see the wages that I earned 8 years ago, but what I am earning now is quite helpful for just keeping ahead.

137JS

In the last 18+  years, that I have been immersed in raising our family, there have been such huge changes in the job market – skill type and level, training requirements etc. that I feel overwhelmed at times at the thought of how I can once again become competitive enough to be fully employable. The answer, I guess is return to study to upgrade qualifications or retrain,

Where study is concerned, financial considerations have to be considered. Our children are all teenagers and looking at attending uni. They are all totally dependent on us – can the family afford the expense of having mum at uni along with the kids?

138JS

Annoyed by a concerted government drive to force underemployed people like myself into low paying dead end work to make a dent in the so called unemployment percentage (seasonally adjusted) I’m sure that many people in such work resent having to pay for a welfare system that seems to prop up illegal migrants and others perceived as making no contribution at all. I would do far more volunteer work but the job search agency is obviously not geared for such an arrangement.

139JS

· Not much hope

· Paid tax all my life

· Got married 3 years ago

· Wife works

· No Centrelink support; fortnightly, Health care card etc, job hunting

· Fucked up by Howard budgeting

· No job to go to

· No job to get

· No support with retraining

· No help with medical specialists

As a male I’ve been ripped off and chucked on the garbage heap to die.

140JS

The pain and isolation and loneliness I felt sadly since leaving my job eight years ago also being dumped by family and friends and people I’ve helped when they were down and out, has left me at 52 years old, deeply hurt, cynical and totally disillusioned, but I have worked my way through, and try to remain positive I’m entitled to future long long life, I personally feel, that there is far too much importance placed on the future of those aged under 40 etc. and no enough love help and support for my age group. People in my age group have been made to feel like we don’t exist anymore the world revolves around the youth!! I’m tired of hearing about “youth suicide” how about preventing the ‘older age group’ from mass suicides!! Making the older mature aged females, males in their neighbourhood communities, feel welcome loved and appreciated the way I still respect older people!!

141JS

Please refer to enclosures for additional comments/feelings etc

Work Life Summary attached

143JS

I have done a number of educational courses to update skills for a career change, but without experience these new skills do not help with employment.

I find employers want instant production for new employees because time is money and they don’t want to waste time or money employing some one who may have the skills but not have the experience.

144JS

1. My qualifications

· BSc (hon.), 1975 (Adelaide University)

· PhD in chemistry, 1983 (Adelaide University)

· Advance Certificate in Computing, 1997 (Panorama TAFE)

· Diploma of Business Studies 2000  (Panorama TAFE) mostly accounting

2. Education/work summary by age

· 5-28 years primary and secondary school, university

· 28-42 Years series of contracts ranging from 3 months to 5 years in research, project development and analytical chemistry Includes 3-5 years unemployment

· 42 years retrenched in restructure

· 42-45 years approximately 8 interviews and two months work

· 45 – present (47) about 3 interviews, no employment

3. Number of applications sent

4. Total 1982 – present (2001) 364

Total May 1997 – August 2001 213 Unemployed since 30/5/97

      145JS

       I feel I am a bit of an oddball – I have artistic skills (Diploma of Graphic Design at your University) and recently completed my BA Degree in English and Philosophy. I have travelled extensively and have an interest in writing and archaeological and theological topics – yet I cannot seem to find an outlet in these skills. I have worked as a Graphic Developer/Display artist in diverse places such as museums (where I illustrated bugs and insects) to drawing bombs and aeroplanes at the Department of Defence! I was married (now a widow) with no children or family member (apart from a sister) so I have no commitments in that area. So I feel the need to be a part of a community not just a job seeker. I seek a vocation, a sort of Sea-Change experience which will guide me to some purpose in life for the next 35 years or so!

146JS

Would happily retire and have a caravanning holiday around Australia, but have a 15 year old son attending school and then University so will have to work for at least another 5 years. Would like to try a different career path but feel that I am locked into my present career by employers failing to recognise my potential.

148JS

As an ex teacher who quit at 40 I have basically been unemployed ever since which gives validity to all the rumours about being ‘dead meat after 40’. ‘Once you’re 40 they put you at the back of the drawer’. ‘Over 40 and you’re not worth employing’. ‘Older people are a liability’. On the other hand as a volunteer I have helped at endless community projects. I worked for Green peace in Brisbane for 2 years. I have been tree cutting, bulldozer driving, backhoe operating, wood cutting (privately no tickets), gardening, kitchen hand. Now I’m on the Cultural Committee, Art Gallery Committee, Community House Committee, Local Arts Committee, Secretary Garden Club.

No one wants to pay for interesting casual work.

149JS

Re the section that refer to getting work and best methods;

· My view is regardless of what your source of job leads are there is no guarantee of finding work

· Other factors as you are aware come into play

· availability of work – if the work isn’t there, you can’t get work!

· The global economy may have something to do with it

· Seasonal fluctuations etc.

· Unemployment for me has meant frustration in many areas, despondency, cynicism, not as much energy and motivation as I had 3 or 4 years ago.

· I see other people getting ahead and what they want despite appropriate and acceptable training on my part.

· Other reactions and effects of my unemployment situation are being overwhelmed, falling behind in my daily targets, half heartedness in some areas including selecting job vacancies that I could apply for.

· Unfair criticism and almost bullying from either employed or retired people i.e. Prejudice.

150JS

Would like to be in paid work, but because of my age, people are reluctant to employ you in their organisations. Employer attitudes need to change. Older workers have stability and loyalty and want to excel in their work.

Employers seem to think that you haven’t the ability anymore to hold down a job and that you will have health problems which is not true, just an assumption, because of how old you are and they being sometimes 20 years younger.

151JS

I have an undergraduate and a masters degree. I never include my master’s degree in my resume because I’ll never get an interview – it’s hard enough to get an interview. I believe the employers want very bright/experienced people for top jobs, and juniors/basic people for other work. I don’t know where I fit in the scheme of things. I graduated in 1997 and it’s been extraordinarily difficult to secure part time or full time work. Many graduates are lucky (the 20 year olds have got it made). After my divorce in 1990, I have accumulated a wealth of life experiences (some nasty, some good) and have worked very hard on my people skills. Some of the attitudes I have experienced at the counter by 20 year olds is quite loathsome – they are egotistic, full of pride and are seriously lacking in ‘people skills’/interpersonal skills. Employers are blind, they assume ‘young sparks’ are their assets, yet I could have forwarded so many complaints about their brazen attitudes. These comments may sound that I’m depressed, but I’m not – just stating from my observations what I think is happening on the job prospects. If I was to fill out this survey over 2 months ago, yes, I was very down, and sick of what I see and happening out there. But depression doesn’t help a person achieve what she/he wants to achieve, so I gave that away. I decided from then on, no matter what my situation may be at the time I refuse now, to wallow and feel sorry for myself (I wonder what effect constant depression has had on my friends?) The result? I feel heaps better about myself, it feels better to be happy than constantly depressed. My current job is seasonal, so now I am on/off the dole. I have therefore picked up some voluntary work to help 1. my IT skills and 2. to stop myself from talking like a victim. I still don’t have any more money in my pocket but I work with other people and am out the house. Studying at TAFE has improved my attitude immensely! Recommend it. Above all, TRY AND SMILE....

Sorry that I took so long to answer the survey, I had to think for a while before I enclosed my additional comments. Good luck Rob, I hope something comes out of the survey. I would like to see the Government take more action – but what do we do about Employer attitudes? Discrimination is rife, but how can anyone prove their guilt?

153M

Some of the answers have been difficult to answer, as many businesses including Grace Removals has a variety of roles. Each role may have different requirements. Therefore the answers are generalised.

154M

Employing – generalised comments, a vast array of positions.

155JS

Previous position were not good career moves. Trying new type of work is daunting, seems to be more hassles at work these days. No longer happy to pretend to enjoy boring jobs. More difficult to ‘put on’ a smiling face, less tolerance of pretence, bad attitudes and problem behaviour. Job needs to be significant – want to be valued more – previously as asked.

156M

Entry level poles need no industry specific technical skills – basic business college training is a benefit. Most promotion opportunities are filled from within the company.

157JS

I am finding it frustrating that after gaining qualifications in university degrees I cannot get a job. In the field of nursing it is the younger graduates that employers seem to want plus ‘direct care workers’ who are paid less than experienced nurses. Plus government funding to the hospitals is a factor in this. The media advertises a  ‘shortage of nurses’ but many of us can only get a small amount of work through nursing agencies. I am caught in Adelaide due to low real estate values if I sell I am left having a $200 000 mortgage say if I move to Melbourne. Due to this I feel I can’t move house. I’ve tried renting my home twice and was left with high damages bill to the property. So I feel I can’t move for work. I’ve worked most of my life already to pay the mortgage. The job network agencies do not assist professional people and will not divulge which employers they cater for so that a person can put their name down for other things.

158JS

· Left workforce temporarily on accouchement leave/child care 1976 – 1981 – too long to be out of the workforce

· Re-entry meant I lost a job, status etc.

· Unemployed, after gaining BA in 1991, for 12 months

· Volunteer work helped keep my sanity during periods of study for unemployment

· Have had a variety of basic clerical jobs since gaining GD Soc Sc (Couns) in 1994 – all poorly paid and low status levels

· Have not transferred counselling skills into a paid job or employment, despite 4 years voluntary experience as a telephone and F/F counsellor

· In 2001 I am still studying but find it harder to justify cost and time associated with study as there are so few jobs to reflect the work and effort

· Job success seems a lottery – being in the right place at the right time (eg. too long in a position, or not long enough, not well qualified enough or over qualified)

· Now wish I’d done a double degree before HECS was introduced in the 80’s (eg. Arts – Social Work)

· Getting work gets harder as one ages – employers (and interviewers) are age biased, despite legislation.

159JS

· Retrenched from management position late 92 (Adelaide)

· Bits of lecturing and tutoring 93

· Management position Mount Gambier 94-late 96

· Retrenched

· Three years and serving on lots of boards, networking and applying for jobs. About 100 job applications, 25 interviews, last one successful

· Also studied and wrote first part of possible novel

· Bit of casual work early 2000

· Management position Naracoorte (100km away) from March 2000 to present.

161JS

I hurt my back while working at Spotlight and they have refused to recognise any responsibility. I have had no rehabilitation, no work offered, no medical assistance. So after 3 ½ years I feel angry that I have worked from the age of 13 years and to get to this end of my life and be thrown on the scrap heap – prematurely. I was fit until I hurt my back at work and they have denied it. I have had to do my own rehab, etc. so I am now limited as to what I can do. I was a very independent person and played squash to keep fit. Now I have to pace myself each day. But I’m thankful I still have my brain and am able to communicate with others. I know in time one has to slow down due to age but this was so sudden it was hard to cope with. I’m NOT going to lay down and die just yet, I’ve too much living to do. I hope my thoughts are of help to your survey.

164JS

I was made redundant at 0 from a large national company. I was divorced at 42, I had worked part time for many years mostly casual and had no superannuation and few perceived work skills (eg. keyboard, computer etc). I put myself through employment agencies with 22 year old women interviewing me, having no idea of my feelings or life skills because of their lack of experience. I have had 3-4 different jobs since this, the longest I stayed was 6 months. The jobs I gained were either through network – friends or newspapers. I have applied for many jobs, had many interviews (mostly with 22 year old people – I don’t have a grudge against young people, but feel that companies could dust off a few oldies for interview panels, or doesn’t anyone have any oldies left?)

I have done courses (my own volition), and have done a lot of voluntary work – which I also did whilst employed. It’s a tough world out there, I have now chosen semi poverty over cut throat work conditions – I’m not really entirely happy, but have made a choice. It seems to me at this stage of my life that everyone I know my age works, at times I feel that I have more contentment (but less money) than they do. One can adapt and live smartly – but the GST on all goods and services makes it harder. I have one life to live – perhaps I have taken a long hard look at this and made my choice. As you can deduce, one’s motivation lessens as time goes on. However, I can now really look at life in a different perspective and enjoy a walk along the beach and realise that I’m still alive and not caught up in the pressure of work.

165JS

At present the only reason I’m still alive is because I have older relatives. When they go I’ll be going too. No one has cared.

I tried to retrain myself but got harassed out. I try to get casual work through an agency but they have harassed me out.

167JS

At my age I regard myself as unemployable. I have heard that people over the age of 35 are now almost regarded equally employable.

I accepted a package 3 years ago after 27 years in the commonwealth public service, ostensibly to spend more time with my (then) 3 year old daughter and to start up a small business. At the time of my resignation I was in the middle manager levels in the P.S supervising a large team. Even though I have extremely good referee reports, a proven track record etc, I cannot even get an interview for basic mail handling type roles at the bottom of the ladder. I was told by CES that my 27 years in the one department was not regarded as loyalty, but unfavourably looked upon as not have multi department/company experience. Interesting isn’t it? CEO’s etc look for and encourage loyalty but in the outside world its not regarded favourably!! Things are only going to get worse.

168JS

1. Greed is all persuading at present, too many middle aged women with a more than adequate family income via their spouses are squatting in positions (especially the public services) merely for the ‘pocket money’ and blithely unaware of the fact that they are stealing paid employment from those that desperately need it.

2. Too many employers ideal worker is one who is female, under 25 years (with 15 years experience!) and large mammaries and a short skirt.

3. The current philosophy that one should return something to the community in return for benefits from social security is an absurdity. In my own case – some 35 years in the workforce – I ask you how much contribution am I supposed to make? I paid my dues!

4. Employment agencies have been the growth industry of the past few years. An absolute waste of time unless you are a professional and professionals don’t need to use them. Their staff are generally children with little or no experience and certainly bugger all life experience. They are not interested in the majority of unemployed because they don’t generate sufficient income for them – even if they are able to find employment for them. No employment agency has ever found me a job. Let alone referred me to a potential employer!

I have spent nearly 35 years in the work force, twenty of those years in the federal public service including social security and Centrelink. I have worked like a bastard and paid tax through the nose and now my country treats me like a shit.

At 48-49 years, I am considered over the hill, my biggest sin is in being male, intelligent and a hard worker who never takes time off.

Having been bankrupted by the system and lost virtually everything I ever worked for, I find myself having to start from scratch yet again.

At my age I require permanent full time work on a decent wage. I’m afraid 2 or 3 part time jobs for a few hours per week, nor contract work cuts it for me. Our social welfare system needs a complete overhaul – the current requirements for eligibility to benefits are asinine – if I work a 3 month contract and manage to save X amount of dollars – I’m stuffed by the system because I don’t qualify for benefit until I’ve divested myself of those dollars and so back to square one (i.e.) poverty.

TOO OLD TO WORK AND YET TOO YOUNG FOR THE AGE PENSION – WHAT A BLOODY JOKE!

169JS

Before becoming redundant it was possible with a bit of luck and good judgement I would have entered my retirement at age 65 as a largely self funded retiree, but now having to partly fund my unemployment and later my mature age allowance, I will be largely dependent on the government pension hopefully for about 30 years.

170JS

Up to Christmas 1998 my jobs were permanent. From Jan 1999 I have been involved with contracting, working with contractors/casual people. I have found that we are not wanted in any work place. There is no job stability with contracting/casual. In and out of jobs, where is the money coming from, with bills going up and new levy’s (another name for new taxes). It is not good to be used and abused in and out of jobs, a week here a month there. To be unemployed for most of the time. Also the Red Tape and the time wasting involved with being unemployed looking for jobs at my age that are not there. Nobody is interested in this situation, even politicians. So contracting is the best thing since sliced bread. God help the future – the younger generation – as there cannot be any future.

I wish the next 3 years to go quick so at 65 years I can retire and get out of this rat race. The dole money is $24.60 less than the pension nevertheless, even with the lousy pension money I won’t get hooked up with the above crap. Australia used to be the lucky country.

171JS

Predominantly, interviewer are in the 25-35 age group who appear to be intimidated by a 55 year old with 30 year old qualifications from institutions which do not exist any longer. Therefore they tend to think a Dip Mech Tech gained at SAIT 1970 is the equivalent of a TAFE Associate Diploma, and do not classify me as an engineer.

My computer literacy is high; but my keyboard skills are only 25-35 wpm, it appears that most employers are seeking at least 50-70 wpm – why? In an engineering function??

Attempting to research a potential employment situation from ‘Australian Jobsearch’ is almost impossible – job descriptions are very basic with no further information being made available due to ‘client confidentiality’. This is not the case with professional recruitment agencies – DRAKE, T.A.D. Similarly there is no feedback or acknowledgement of applications to Centrelink affiliated agencies.

172M

Can see potential employee is keen and eager, can take orders, make decisions. A self starter and can look after themself.

173M

Can change responses from perspective of management to labourer.

Look for common industry knowledge, worked in the industry before – prior knowledge, don’t necessarily need to be young but willing to work when needed – flexibility, willing to go extra yard. Some still have old work ethos – start at 7 am and finish 3pm rather than doing overtime when a boat comes in. etc.

175M

Willingness to learn, desire to want the job whether money, or to learn new knowledge.

179M

Can fix things up quickly.

Down to earth.

181M

These may differ according to sales or manufacturing employees.

182M

The nature of the job will affect which options are essential

184JS

I would like a job where I could retire from in 17 years or so. There should be better formats for the elderly unemployed (over 40’s)

185JS

I would like to see more funding/financial assistance for retraining. Also work experience like the Year 11 students do. I would like to have the opportunity of trying out several different places of employment. It would be good if Year 10 students could do work experience, say twice a year or even once a term during school holidays if necessary.

186JS

· I am from the eastern states and this is the second stint I have had living in Adelaide. In 20 years back in Sydney I moved professions and worked in organisations and at levels not available to people working in my field in Adelaide.

· In looking for work I detect

1. disbelief

2. mistrust

3. lack of comprehension

 about what my work has involved and what my abilities might be.

These 3 points are demonstrated by employment agency employees which makes working through agencies an exasperating exercise and makes looking for work here quite a complex undertaking.

· Job seeking in Adelaide, like living generally strongly influenced by local networking in a way which is very different to larger cities. I find this to be a significant factor to address. Neither good, nor bad, just a reality.

187JS

There are now more of us that have been ‘retrenched’ with downsizing in government jobs. These skills cannot be kept up to date as computer courses are costly and I don’t qualify for ‘dole’ or other schemes. Not much support for over 45’s in finding work if supported by husband’s salary (or retrenchment pension). No section in newspapers for part time quality work. Hard to find work in small country areas and towns, especially for part timers.
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