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What is CEPAR



What is CEPAR?

« ARC funded Centre of Excellence in Population Ageing Research
« Our stream focuses on organisations and the mature workforce

« Emphasis on workplace interventions

» Goal to have impact in organisations
Key research questions for our stream

» What factors lead to increased participation of mature workers in
work (attraction, retention, redeployment)?

« What factors contribute to increased engagement, productivity and
health/wellbeing of mature workers?

* How can organisations capitalise on the unique knowledge based
resources held by an age-diverse workforce?

« How can organisations promote an effective balance between work
and care responsibilities?

https://matureworkers.cepar.edu.au/

ZGPQf

ORGANISATIONS AND THE MATURE
WORKFORCE:

METHODS

Mature workers in organisations survey

Benchmarking/ cross sectional survey

Analysis of cohort-based longitudinal
data

Policy review and qualitative interviews




Project Status

* National benchmarking survey
completed

* 9 Organisations (goal of 15+)
« Baseline surveys from 2

 Research Activities 2018-2019

* Planned Activities 2020

» Papers

« Care responsibilities and work withdrawal

» Future work selves (qualitative)

» Best practices for an age diverse workforce
 Follow-up benchmark survey
» Workshop with researchers (Nov 2020)****

* Visiting scholar(s)
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Research Model: Include, Individualise, and Integrate

Age-Inclusive

HR Practices

Equal
Employment
Opportunities

Individualised
Work Design

Promote successful teams
and organisations

Promote successful ageing
through good work design

Promote effective care
Career

Management

Age Diversity
Management
Practices

Knowledge

Sharing Pathways

INCLUDE

 Mature workers are included and their
contribution is valued, without
discrimination or stereotyping

INDIVIDUALISE

* The needs of mature workers are
accommodated in their jobs and careers,
to ensure work ability, productivity, and
retention

INTEGRATE

 Strengths of mature workers are actively
used through effective team design and
interchanges across different age groups

Work, Aging and Retirement, 2019, Vol. XX, No. XX, pp. 1-7
doi: 10.1093 / workar/ w009
Research Report

OXFORD

Include, Individualize, and Integrate: Organizational
Meta-strategies for Mature Workers
Sharon K. Parker and Daniela M. Andrei

Centre for Transformative Work Design, Future of Work Institute, Curtin University, Perth, Australia



. NOTE: FULL REPORT TO BE RELEASED
Benchmark Reporting Structure | ate NnovemBER

ORGANISATIONAL PRACTICES EXPERIENCED REALITY INDIVIDUAL RESPONSES

Perceptions of strategies/actions
the organization is implementing

What employees themselves are

Employees’ actual experiences doing or thinking that can help

INCLUDE Age diversity climate Age bias perceptions Career withdrawal
W ENG[=RWoly CIEE (R el S R=Tale @ Age inclusive HR practices (items)  Family supportive work practices Retirement obligation
accepted Leadership (support & recognition)
Age inclusive HR practices (items) SMART work design MAP performance (individual)
INDIVIDUALISE Flexibility Perso_n-job fit Job crafting
Meeting workers changing needs Meanlr_lgful el I-deals. :
Work-life balance Proactive personality
and preferences R . » .
emaining career opportunities Informal work practices
Financial pressure Retirement planning
Age inclusive HR practices (items) Intergenerational Team performance
INTEGRATE Mentoring schemes « Contact frequency Reasons for working
Team work and knowledge « Contact quality
sharing across ages « Knowledge sharing

+ Knowledge seeking

« Work engagement * Industry
« Job satisfaction *  Occupation
OUTCOMES » Life satisfaction DEMOGRAPHICS ° Org size, location (e.g., metro, regional)
includ tential diat *  Work ability * Tenure (org & lifetime)
(I ciudes potential media OI'S) » Psychological well-being & MORE * Hours worked/week (min of 8)
*  Burnout » Subjective age (general & work)
* Health » Care responsibilities



Preliminary Benchmark Survey Insights



Benchmark Survey Sample Age breaks

(M = 41.97, SD = 12.27, Range 18-81)

18-24
5%

[ ] 65+

9%

Female

o

3 non-completions

Total responses

55-64
33%
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INDIVIDUAL EXPERIENCED ORGANISATIONAL

Example of Report Structure

CONCEPT

Age diversity climate

Inclusive HR practices

ACTIONS

Leadership quality

Age bias perceptions

Family supportive
environment

REALITY

Career withdrawal
behaviours

ACTIONS

Retirement obligations

INCLUDE
DEFINITION

Employees’ shared perceptions of their organisation’s
diversity-related policies, practices, and procedures.

Human Resources practices that specifically address
the needs of mature age workers.

The extent to which leaders respond to the needs of
employees and value their contributions.

Individuals’ experiences of unfair treatment at work
due to age.

Individuals’ perceptions that the work environment
allows them to prioritise family commitments.

Individual active withdrawal participation in work
activities.

The extent to which mature individuals feel that they
should retire to make way for younger employees.

ORGANISATIONAL ACTIONS: AGE DIVERSITY CLIMATE (RIGHT)

SURVEY FINDINGS

On average participants in aur sample reported positive diversity climates
in their employing organisations (M=3.72, 5D=.85|.

“CQur compoeny makes it easy for people from diverse

oge groups [o it in and be gccepted”

s T S

Male

60+

SRR 0% 15%

Female
F=
i

3% 19% 7%
559
15% 1B% 67%
1% 10% 7%
7%
6% 18% TE%

5 I S

o T

m%Cizagee m%he

wrad mEAgoe

A closer analysis of respanses Lo the Tull scale {measured using £
questions) reveals significant variations in these perceptions across

ape and gender, The trend for men indicates perceptlions above the
sarmple average at younger ages, and a decrease in scores at later
apes in li'e, By contrasy, yaunger women score below the sample

average, and experignce aa significant increase abave the mean at 65

and over.

Age diversity climate by age and gender

Above
average

Average I

score r

Below
average

. T |
-

e

EMde EFomae BToa

@,

Respondents over 60 years old
report significantly poorer
diversity climates cormmpared
L0 yoAnger employeas,

Gil

Apge diversity climate is
strongly associated with job
satisfaction (.47) and reduced
turnover intentions | .16].

WHAT IS AGE DIVERSITY
CLIMATE?

Age diversity climate refers to
emplayees’ shared perceptions af
the fair treatment af employees
of all ages in organisational
policies, practices, procedures,
and rewards.” Notably, age
diversity climate refers ta
emplyyes perceplions of the
‘airness of organsational actians,
rather than ectwal fair treatment.

A positive age diversity climate
suggests that employees do not
believe that age |either youth or
maturily) presents a barrier Lo
participation or progression in the
organsation. Research has found
thal a positive age diversity
climate is associated with positive
outcornes ‘or individual
emplayees, teams and overall
argansation performance.’

With age diversity projected Lo
continue to increase in Australian
organsations, creating an
envirenment in which all
emplayess ‘eelvalued and
respected regardless of their age
will becorme increasingly
important. Organisatians can
improve their age diversity
climate through the developrment
of age-inclusive Human Resaarces
policies and practices, such as age
neutral hiring pracedures, egual
access Lo training and
development, and fair
apportanities ‘or promation.

0y

Mature workers (45+)
WwWorking in remote areas
experience more positive age
diversity climates.




ORGANISATION ACTIONS: Age Diversity Climate & HR Practices

Monitoring the skills of workers of all ages and

Age diversity climate by age and gender
providing training to upgrade and maintain skills

(M = 3.9)*
0.3
0.2 O
A
S
I l ] S
- T oo

3 4

RN
N

0 L
E = Il -

m Male mFemale

18-24 25-34 3544 45-54 55-64 65+
Age Bracket
mMale mFemale
“Our company makes it easy for people from diverse age /—’
groups to fit in and be accepted.” .lll
Age diversity climate is Mature workers (45+)
strongly associated with job working in remote areas
satisfaction (.47) and reduced experience more positive age
turnover intentions (.36). diversity climates.

*Factor loading presented graphs



ORGANIZATION ACTIONS: Leadership Quality

Supportive Leadership Personal Recognition
(M =3.5) (M = 3.6)
04 04

0.3 03
0.2 02
O S T | I
0 I l — 0 -

-0.1 I . -0.1 I [ I I
02 -0.2
03 -0.3
18-24 25-34 3544 45-54 55-64 65+ 18-24 25-34 3544 45-54 55-64 65+
Age Bracket Age Bracket
m Male mFemale mMale mFemale
“My supervisor considers my personal feelings before acting” “My supervisor commends me when | do a better than average job”
T [ B

Employees aged 60 and over All participants in small companies Men in community/personal

who are employed In public (20-40) report poorer leadership service roles report poorer

administration report some of than other sizes. However, leadership, whereas women in

the lowest leadership scores. individuals aged 60+ experience machinery/operatory report

particularly poor leadership when in poorer leadership quality.

large organisations (500-1000).



0.5
0.3
0.1
-0.1
-0.3
-0.5

EXPERIENCED REALITY: Workplace Age Bias

Perceived Workplace Age Bias
(M = 3.6)

18-24 25-34 35-44 45-54 55-64

Age Bracket
m Male mFemale

Women tend to report less
age bias compared to men
across all company sizes
except in very large companies
(1000+).

1N
Respondents aged 18-44
employed in metropolitan areas
report the highest levels of age
bias, whereas people aged 60+

employed in remote areas report
the lowest levels of age bias.

65+

‘I have sometimes been unfairly treated at work
because of my age”

Age Bias by Age and Industry
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Average
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INDIVIDUAL ACTIONS: Career Withdrawal & Retirement Obligation

Retirement Obligation
Career Withdrawal

(M =3.7) “| feel it is important to retire on time to make way for next
0.5 generation”

18-24 1N |
0.3 " 25-34 1IN I .
'-_',J 3544 1R I .

0.1 <
-54 1l T .

- L[ ] - B = 4554 |
01 I I l 55-64 I - Im
65+ I N
-0.3 18-24 1R I .
18-24 25-34 35-44 45-54 55-64 65+

Age Bracket o 25-34 I | |

L
mMale mFemale ?EI 3544 N I I

=

| do not keep up as well with the latest developments in my H_J 4554 N I
field as | did 2 years ago: 5564 [N | | D |
65+ I I |
0% 20% 40% 60% 80% 100%

m Strongly disagree Disagree Neutral mAgree mStrongly agree



RELATIONSHIP WITH OUTCOMES

Engagement
Age Diversity 430%*
Climate
Age Ipcluswe HR 469*
: Practices
Org Action :
Supportive 4304
Leadership '
Persone?ll 467
Recognition
H %k %k
(Lack of) Age Bias 120
k%
PRV Career Withdrawal 11
Aeilelgls 1 Retirement 0.042

Obligation

Inclusive HR Practices &
Leadership Quality —
consistently stronger
predictors for almost all the
outcomes

Job Psychological

Burnout Satisfaction Well-Being
-.283** 495™* .369**
-.229** .526** 414
-.252** IS .368**
-.255** .534** .399**
-428** 213%** .156**
-.292** 157%** 152%*

.115%* .089** .072%**

Burnout
Turnover
Absent.
Health

Psych. WB
Desired
Ret. Age

Work Ability Health Satils_;;ection
214** .301** 307
229** .369** .365**
181** 291** .330**
196** e .353**
144** .084** 149**
245%** .064** .108**
-0.041 .075** .096**

Age Bias Perceptions are a
strong predictor of employee
Burnout and Turnover
intentions



Moving forward

CONCEPT DEFINITION
Individualised HR prlactices that en;ble mature worker? to have
meaningful work and take control of their career and
HR practices retirement.

ACTIONS

Flexible work
practices

Opportunity to make adjustments to the hours,
patterns or locations of work.

* Finalizing Report — Late 2019 launch

« Use of the existing data for stakeholder/media
engagement

Work-home Individuals' subjective evaluation of their ability to
care balance balance work and family responsibilities.

SMART

Individuals’ perceptions of the guality of their work.

REALITY

work design

EXPERIENCED ORGANISATIONAL

The extent to which an individual’s skills and
Person-]‘,b fit preferences align with the characteristics of their job.

Individuals’ subjective evaluation of their mastery,
adaptivity and proactivity at work.

* Exploring publication potential
» Age Bias

Individual performance

Individuals’ self-initiated adjustments to their work
characteristics to better align with their preferences.

Job crafting

INDIVIDUAL
ACTIONS

Career and retirement Engagement in active career and retirement planning
plannlng activities.

« Care Responsibilities
 Future Old Work Selves

CONCEPT DEFINITION
Wy
. =
n n [ 90 |MEGI'BﬂUE Organisational practices that encourage participation
° Explorl Ng ways to enrich the StUdy deS|g n LR prccs
Positive intergenerational Positive and productive experiences interacting with
. . g contact people of different ages at work.
o L tudinal Follow-
O n g I u I n a O OW u E E Knowl shart The extent to which co-workers support mature
= 5 owledge ng workers’ learning at work.
-
5 The extent to which co-workers seek knowledge from

Knowledge seeking

mature workers,

* Associate Investigators involvement

Team member Mature workers’ self-rated assessment of their
performance contribution to their work team.

INDIVIDUAL
ACTIONS
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