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*This module is for senior managers, HR managers and line managers.
\ ¢|n this module we help you build the business case for implementing strategies and
4 practical interventions to improve the working experience of mature workers. We discuss
Overview the key factors for action and provide an overview of the MWM industry consultation.
~

* A list of essential items to complete a compelling business case for implementing
interventions
¢ An understanding of the reasons why implementing mature workers strategies is necessary

* Quick guide: 20 minutes
*» Completion of all activities: 2-3 weeks

*No pre-requisite module

*The following information may be useful if available: Workforce data, business strategy
overview, workforce plan overview




- 3.4 million Australians (aged 45 +) could
retire in the next ten years

by 2012 we will have a decline in labour
market growth ie more people will be
leaving the workforce than entering it =
‘crunch’

- for every one candidate under 45 there will
be seven aged over 45

The demographic profile of the workforce is changing markedly. We neekieto ta
a different approach to resourcing and retaining our workforce.



*60% - 70% aged over 45

1. recovery rate not injury rate
2. retirement

*change to improve work environment, work
organisation and job design

The aged and community care workforce present one of the oldest age
profiles across

all industries. The National Institute of Labour Studies (NILS) rejlothat
around

60% of direct care staff working in residential care and in communigy ca
are

aged 45 years and over. The ABS showed similar trends with 48% of all
health and

community workforce reported to be aged 45 years and over.



+ 60% of direct care staff are aged 45+
+ 70% in community care are aged 45+

* Number of compensated injury and disease
claims per million hours shows increasing age
related trend

45% of people aged 45-é4 years had retired

because of a chronic health condition

Industry growth shows sizeable number of job
openings

The nature of the tasks involved in aged and community care occupations
can be

physically demanding and psychologically challenging. With the workforce
ageing, a

decline in physical capacity is expected. Job demands, however, continue to
grow

with increased workloads, frailer and more complex clients and higher
legal and

reporting responsibilities. Although the rate of work-related injury or
illness is not

Age related’, the number of compensated injury and disease claims per
million hours

of work showed an increasing age related trend for those employed in the
health and

community services industry. This indicates that although the incidemce rat
of

injuries among mature workers is one of the lowest, the period of recovery
or

incapacity can be age related.



Greatest risks to organisations with mature
workers are:

ecovery rate not injury rate

efirement

not ethinking the way they support

mature workers




Change required to improve work environment,
work organisation and job design for mature
workers:

1. awareness and ‘myth busting’
2. assessment tools and checklists
3. strategies and interventions

The prospect for employment within the sector is optimistic with the
industry growth

and general job attrition expected to result in a sizeable number of job
openings'.

However, recruitment and retention of the workforce has always been a
challenge.

The staffing levels in the industry will inevitably be stretched when
considering the

ageing of the workforce, the decreasing labour force participation of older
adults, the

longer period of incapacity and the recruitment issues.



Aged & Community Services Sector

ARIN = Sustainability
=z

Although there are obvious benefits of having a mature workforce, most
organisations

still face challenges in terms of supporting their ageing employees.
Organisations

need to address changes in the workplace culture and start recognising the
value of

mature workers as well as explore and implement ways of reducing or
removing

barriers for mature workers to continue working.

Text reproduced from:
Mature Workers Matter
Research Findings
Carol Mohan



Focus groups: 74 participants overall

« CEO level
HR Practitioners and Managers
« Mature Workers (2 regional, 2 metro)

Survey: 163 respondents overall
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Allow longer time for shqdowing / buddy sysiem when beginning new roles
ie two weeks or until confident

+ Use technology io make things more efficient and ease administrative or physical
load

+ provide wellbeing support to encourage healthy ageing and lifestyle

« create client centred rosters which are not necessarily defined by job
categories or full-time / part time

« Ensure mature workers have a say in ]Ob redesign
s Redesign roles to suit the strengths of each employee and support functions by

ieqming employees together eg clinical nurse, admin and carer as team
« Provide Cdreer pqthways, lifelong learning and career redirection support to retai
within industry

« Establish national partnerships with aged care providers to allow worker
exchange in different locations

+ Include mentoring, coaching or training as part of the role

+ Infroduce clear phased retirement options with pre-retirement coaching to
allow for reduction in workload and less siress

Generally, mature workers didn’t nominate radical change for org#ams to
become an employer of choice. Despite being encouraged to think ‘beyond their
wildest dreams’ and be creative, their suggestions were highdyratic, mostly
achievable and supported by the survey data.

Overall, participants were highly engaged, positive and productive throuidteout
focus groups with a strong sense of pride and ownership of their role in the
industry
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e 90% were aged 45 +
e 50% had management
responsibilities

e 1% were from metro areq,

38% from rural and 1%
remote
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Making the aged care industry a safer place for

mature workers:

e 88% supported increasing the emphasis on
management support, job design, flexible work
arrangements and use of technology for mature
workers

e 65% increasing or establishing systems to

demonstrate the value of mature workers eg

engagement in policy developments, forum
discussions, decision making

55% supported a review of OHSW policies to

ensure they address the specific needs of an over

45s workforce
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Practical interventions to address the OHSW needs

of mature workers:

e 75% wanted support for flexible work conditions
eg varied work hours / location, increased types
of leave

e 69% said the provision of wellness programs or
real incentives to attend such programs (eg free
health checks, gym, dieticians etc)

e 38% nominated the reduction of physical loads

and demands of certain roles and 41%

nominated more control over the timing of work

and methods used

The survey results produced a strong correlation between the broadergvorki
environment such as flexible work conditions and wellness programs and
their impact on OHSW.
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The top three things that employers could provide
that would most influence an employee’s decision
to work longer are:

e 72% Work the same role but on a more flexible
basis ie varied work hours / location, increased
leave

e 46% would like mentoring or coaching or fraining
to be asignificant part of their role

e 36% wanted to redesign their role to focus more

on core knowledge and less on administration
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You do not need to have paralysis analysis BUT it is important to put some
measures in place to be able to guage the success of your interventions.

There is an adage: You cannot manage what you don’t measure.

Ensure that the data you commit to collecting is useful and will Gorérito the
sustainability of your intervention.
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.What'’s the risk of doing nothing?
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What are the risks of doing nothing?

Use the worksheet in the online resource to get started!
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