
Career Snapshots 

is a series of 

surveys of CDAA 
members that 

f o c u s e s  o n 
Australia’s most 

pressing career 
development issues. The results 

of the surveys provide the unique 
p e r s p e c t i v e  o f  c a r e e r 

professionals working directly with 
students, job seekers, employees 

and employers. 
 

 
 

 

 
 

CDAA holds a unique position in 
the career development industry 

as Australia’s only national, cross-
sectoral career development 

association. We have built a 
reputation both nationally and 

internationally as the leading 
career association in this country 

and, through the work of our 
members, continue to contribute 

to quality employment and 
education outcomes for hundreds 

of thousands of Australians each 

year. 

This first survey of the Career Snapshots series, features 

members’ views about older workers - their unique 

contributions, factors impeding their participation in the 

workforce, and the nature of the career and transition 

issues most relevant to them. 

 

The recent Intergenerational Report from the Australian 

Government, highlights the need for people to work beyond 

the traditional retirement age. It signals that by 2050, 

nearly one-quarter of Australia’s population will be aged 65 

and over, and that there will be only 2.7 people of working 

age for every person 65 and over. (This compares to 13 

percent and 5 people respectively today).  

 

The report goes on to suggest that the participation of older 

workers in the workforce must increase and skills gaps must 

be bridged for Australia to prosper. While these sentiments 

are echoed by business, older workers still report significant 

barriers to their employability. 
 
The findings of this survey support these views and offer 

additional important insights. Respondents are career 

professionals working in business, primary, secondary and 

higher education, VET, community organisations, industry 

associations and government. 

 
Summary Findings 
 

Age in itself can be and often is a barrier to 

employment. 
 
57.1% of survey respondents indicated that discrimination 

against older workers is very or extremely widespread 

Most - 83.8% - believe that discriminatory attitudes of 

employers and other employees impede the employment of 

older workers 

 

Although the issue of age discrimination is gaining more 

attention in the media, members’ clients consistently relate 

experiences where potential employers have implicitly or 

explicitly stated that they are too old for the job for which 

they have applied. This can be couched as concerns about 
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team fit, being overqualified, lack of up-to-date skills, inflexibility, slowness or 

unwillingness to learn or concerns about health and fitness. 

 

While a change in employer attitudes is also being detected, respondents indicate 

that it is common for their clients to be: 

 overlooked for training and rewards programs; 

 encounter strong resistance to moving into entry level positions required for 

career change; 

 considered not as productive as younger counterparts; and 

 overlooked for career opportunities. 

 

Unique contributions of older workers 
According to respondents, the top four attributes that older workers bring to the 

workplace are: 

 experience and knowledge; 

 Maturity; 

 strong commitment and  work ethic; and 

 reliability. 

 

Also ranked highly were: advanced technical skills, commercial awareness, ability to 

mentor, loyalty, and flexibility. 

 

While these attributes are commonly accepted, there is a disconnect expressed 

throughout the survey between what older workers offer and impediments to their 

continuing ability to make productive and meaningful contributions at work. 

 

Older workers can hold themselves back as well 
Despite having a wealth of experience and knowledge, the survey indicates that 

older workers can be restricted by factors including: 

 lack of up-to-date technology skills; 

 low levels of personal confidence; 

 inability to market their transferable skills; 

 poor career management skills; 

 lack of knowledge about education and training opportunities; and 

 inability to “re-invent” themselves and to tap into the broader employment 

market. 

 

While a significant majority of respondents - 77.9% - do not believe that older 

workers are greatly restricted by outdated skills, many point to the inadequacy of 

computer literacy in particular, among their clients. 

 

In addition, most – 84% - believe older workers see themselves as being locked into 

their current employment situation, generally due to the factors listed above and an 

unwillingness to risk career transition due to discriminatory attitudes. 

 

Keeping older workers in the workforce – flexibility is the key 
The top 3 factors that respondents indicate will encourage older workers to remain in 

the workforce are: 

 flexible hours and work practices (85.3%); 

 supportive workplace cultures (74.4%); and 

 opportunities to mentor (69.7%). 

 

It seems that both attitudinal change and shifts in management practices need to 

occur to engage older workers. Opportunities to work flexible hours, to job share, 

and to be employed in meaningful and explicitly valued work, commensurate with 

their knowledge and experience are important. 

 

As well, older workers, like all workers, look for supportive working environments. 

There is widespread concern that this is not the case in many workplaces. They also 

value the opportunity to mentor and train younger workers. 



Older workers need to become better at managing their careers 
Most of the survey respondents - 79.1% - believe older workers do not manage their 

careers well.  They believe that older workers are constrained by: 

 

 being out of touch with education and training options; 

 being tentative about their skills and abilities being sufficient; 

 not understanding the benefits as well as having the skills of effective career 

management; 

 lack of investment in planning their work lives; 

 tendency to be fixed in their ideas of the types of work they will do or are suited 

to; 

 being less proactive about asking for what they want from employers than their 

younger counterparts; and 

 outdated attitudes about job mobility. 

What employers and governments can do better 
Respondents are quick to point out that the factors affecting the participation of older 

workers in employment varies greatly among industry sectors as well as type of 

employment, for example – trades, semi-skilled, para-professional or professional. 

 

However, strong themes to emerge from survey responses that suggest ways to 

improve the engagement of older workers lie in the provision of: 

 

 greater flexibility in work arrangements; 

 widely available career transition and career management seminars and 

workshops; 

 greater investment in workplace training for this cohort; 

 national system of career information and advice incorporating whole-of-career 

lifespan; 

 campaigns to promote the benefits of older workers to employers and to improve 

career awareness among older workers; 

 incentives for older workers to stay on, especially in areas of skills shortages and 

to contribute to the recruitment, training and mentoring of younger workers; 

 talent management programs and policies that include older workers; and 

 added incentives to employers to retain and train older workers. 
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