Age Diversity in Healthcare

(Preparing for Age Legislation)

Introduction

The Trust needs to take steps to prepare not only for the forthcoming age legislation but also to take steps to prepare for workforce issues arising from the demographic change.  This paper aims to respond to these issues.

National Context

The UK population is maturing, and life expectancy in increasing.  In turn, the workforce is also growing older.   The “baby boomers” are close to retirement age.  This needs to be considered along with reduced fertility rates and declining birth rates leading to proportionally fewer school leavers. This impacts on a reduction in the labour market.

The Office of National Statistics projects that the percentage of people over the age of 65 will rise from 16% to 23% in 2031.

Local Context

If current forecasts are accurate, in the next few years there may be shortages of qualified healthcare staff in certain specialties, which could reduce capacity to provide optimum healthcare. This will require innovative solutions, such as training, development and supervision of clinical support staff to allow them to provide services that would previously have been carried out by clinicians.

Across the NW Sector, workforce data shows that whilst the numbers of GPs under 35 and over 60 are rising, the proportion that makeup the middle age ranges (35 to 60) appears to have fallen between September 2002 and September 2004. A reason for this trend might be that as the current GP workforce is ageing and retiring, new GPs are being recruited in the younger age band, allowing the number of ‘middle aged’ GPs to decline. This has little effect on the average age of a GP in NW London (roughly 47), but it is a concern that 15% of the workforce is over 60 and approaching retirement age. 

Clearly work will have to be done to ensure primary care is sufficiently staffed to fill this void. The new GMS contract is an enabler to assist with this, as the gap can be bridged by other staff types such as primary care nurses, community matrons and physicians assistants.

In London an ageing population is not such as significant factor as in the country as a whole with the 65+ population increasing by 8% over the next 10 years compared with a predicted national increase of 20%. The impact of the Thames Gateway project, the opening of Heathrow Terminal 5 and the 2012 Olympics are likely to have a much greater effect.  An ageing workforce may also have less of an impact than previously predicted if the NHS pension age rises and thus employees delay retirement. 

The business case for Age Diversity

Age positive recently looked at the business benefits of employing an age diverse workforce.  Subsequently, it has been become more widely recognised that there are a number of business benefits of a mixed-age workforce.  NHS Employers put forwards the case that in developing a positive age-diverse culture, turnover and absenteeism is reduced and motivation and commitment are improved.   The benefits include:

· Organisational memory is enhanced with long serving employees

· Greater opportunities to learn from experience, from both sides of the age spectrum, which in turn leads to a more skilled workforce

· Age Diversity strategies can lead to better retention which leads to lower recruitment costs and higher return on development costs.

· Promotes the reputation of an Employer of Choice

Ageism is commonly seen as an area where the level of discrimination is minimal, if at all. However, the experience in the Republic of Ireland where Age Discrimination Legislation is already in place needs to be taken note of. 19% of Ireland's formal discrimination claims relate to age.

Stereotyping and myths are the main sources of discrimination. Research has shown that not only does productivity is seen to increase with age, which is contrary to the myth of older workers being "past their sell by date" but also older workers are more punctual, reliable, committed and loyal than the rest of the workforce.   

Age Profiling at Brent PCT

In order to understand that current position within the Trust, a range of age profiling has been undertaken.   Across all staff groups, approximately 1 in 4 staff are aged over 50 years.

Table 1:  Age Profile of all staff within the Trust

	Age Band
	Total
	%

	16 - 20
	4
	0.3%

	21 - 25
	41
	3.6%

	26 - 30
	126
	11.0%

	31 - 35
	127
	11.1%

	36 - 40
	159
	13.9%

	41 - 45
	187
	16.3%

	46 - 50
	173
	15.1%

	51 - 55
	160
	14.0%

	56 - 60
	114
	9.9%

	61 - 65
	43
	3.8%

	66 - 70
	12
	1.0%

	Grand Total
	1146
	100%


In Health Visiting alone, 1:2 members of staff are aged over 50 years old.  However, the proportions are not so high in other areas of community nursing:

Table 2:  Age profile of community nursing

	
	District Nurses
	Health Visitors
	School Nurses

	Age Band
	Total
	%
	Total
	%
	Total
	%

	16-20
	0
	0%
	0
	0.00%
	1
	1.67%

	21 – 25
	0
	0%
	1
	1.64%
	2
	3.33%

	26 – 30
	2
	5.13%
	1
	1.64%
	2
	3.33%

	31 – 35
	4
	10.26%
	4
	6.56%
	5
	8.33%

	36 – 40
	8
	20.51%
	10
	16.39%
	7
	11.67%

	41 – 45
	5
	12.82%
	9
	14.75%
	17
	28.33%

	46 – 50
	5
	12.82%
	6
	9.84%
	13
	21.67%

	51 – 55
	6
	15.38%
	8
	13.11%
	6
	10.00%

	56 – 60
	6
	15.38%
	16
	26.23%
	6
	10.00%

	61 – 65
	3
	7.69%
	4
	6.56%
	1
	1.67%

	66 – 70
	0
	0%
	2
	3.28%
	0
	0.00%

	Grand Total
	39
	100.00%
	61
	100.00%
	60
	100.00%


As can be seen in the table below, the age profiling of staff within the nurses at Willesden Hospital is diverse.   

Table 3: Willesden Hospital – nursing staff

	
	Robertson House
	Fifoot Ward
	Furness Ward
	Menzler Ward

	Age Band
	Total
	Total
	Total
	Total

	16 - 20
	0
	0
	1
	0

	21 - 25
	0
	1
	1
	0

	26 - 30
	4
	3
	1
	2

	31 - 35
	3
	4
	1
	4

	36 - 40
	2
	2
	3
	2

	41 - 45
	1
	4
	3
	3

	51 -55
	7
	5
	6
	4

	56 - 60
	1
	3
	2
	5

	61 - 65
	1
	3
	0
	1

	TOTAL
	19
	25
	18
	21


The Chart below shows that 1:4 staff aged over 50 years old are either Black or Black British – African or Mixed – White & Asian.  For all ages comparison, please refer to September’s Workforce Board Report.
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Brief Outline of Age Legislation

The Age Regulations will come into force on 1st October 2006.  The regulations apply to Job applicants, Current employees, Ex-employees and Temporary/agency staff. As an employer, the Trust needs to ensure that it does not either directly or indirectly discriminate on the basis of age.  This includes making recruitment decisions based on a job applicant who looks “too young”, to offering training to a group of staff referenced to their age.  Below is a summary of the key changes and the Trust’s response to this.   
Recruitment:  Employers are not to discriminate based on age.  Job applicants either over 65 or who would reach this within 6 months of application are excluded from protection.  This is a territory which will have significant cultural change. There is a need to consciously address the language used in the recruitment process from job adverts, job descriptions, and person specifications to the interview itself.  For example “dynamic” can be considered as “youthful”.  The Trust already has robust recruitment administrative systems in place, and guidance will be given to recruiters to ensure they are age positive.

Promotion, Transfer and Training:  Similar to recruitment, promotion, transfer and training should not be based on age.
Retirement:  The Age Regulations have introduced a normal retirement age of 65. This will allow the trust, under the appropriate procedures to fairly dismiss an employee by reason of retirement.  More importantly, it will be illegal to employ staff over retirement age on rolling one year contracts subject to Occupational Health clearance – which is current NHS practice. New, robust procedures will be drawn up and training will be given to line managers with respect to this.  

Redundancy:  Current NHS Redundancy entitlement is greatly enhanced for those employees aged 50 or over, but this is due to change and proposals have currently been out to consultation and due to be implemented on 1 October 2006. Irrespective of this, with the current financial situation and the potential for redundancies it often seems like more financial sense to make a younger person redundant. Under the new legislation this may be considered as discriminatory.  To avoid this, any selection process based on age or age related factors (eg length of service) including the more traditional methods of last in, first out are to be avoided.   In addition, the lower and upper age limits have been removed.

Benefits:  Staff should receive the same pay and same benefits irrespective of their age.  There is provision for service related benefit, but these can only be based on less than 5 years service unless in exceptional circumstances.  
Requirements of the Organisation

Primarily, the Trust must undergo an “Implementation Phase” to ensure that it is prepared for the incoming legislation.  The Trust’s response to the impending legislation is to become “age aware”.  There are four main strands to this.

· To raise awareness of ageist stereotyping

· To challenge any behaviour that is considered to be “ageist”

· To ensure all recruitment, promotion, and development is on the basis of ability and potential, and not that of age

· To ensure that age (along with other discriminatory factors) is not a factor in employment decisions

Policies and practices relating to retirement are being considered as a priority.   Significant work was undertaken by the Trust last year to raise the awareness of Flexible Retirement.  This work was commended in the Improving Working Lives Practice Plus Accreditation Report and there was a significant increase in staff who positive responded that they were aware of the provisions relating to flexible retirement in the 2005 Staff Attitude Survey.  However, further work needs to be undertaken to ensure that the Trust has the flexible workforce it requires in the longer-term to provide safe and effective services.

Following the implementation of the Electronic Staff Record (July 2006), improved workforce data is now accessible.  This will allow the Trust and managers greater understanding of the age profile of staff and will be able undertake workforce planning more effectively.

Following the “Implementation Phase”, the Trust, through appropriate monitoring, will be reassured that there are effective policies in place to combat all forms of ageism.   This will not be seen as a “one-off” activity, but regular reports will be made to the Trust Board through the Human Resources Workforce Reports.

Conclusions

Phrases such as “The young up & coming manager” and “The reliable old worker” are ageist beliefs.  These beliefs along with ageist behaviour are engrained in our society in many ways. The law presents a challenge to be NHS and will require al new way of thinking.  
It is vital that managers securitise their own decisions, and behaviours to ensure that they have not been influenced by stereotype, prejudice or unfounded assumptions based on age.

The action plan attached in Appendix 1 outlines the initial key steps that the Trust should undertake in preparation for the new legislation that will be coming into force on October 2006.  This will be monitored by the Trust’s Access & Equality Committee.

Karen Wise

Acting Director of Human Resources

September 2006
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Appendix 1

PREPARING FOR AGE LEGISLATION CHECKLIST

This checklist outlines the actions to be taken, as a minimum, in preparation for Age Legislation in October 2006.  Designed by NHS Employers

	Action
	Status

Y /N /in progress
	Completed by (date)

	1. The organisation has an agreed strategy and approach to implementing changes in line with age legislation
	Y
	Briefing paper to Board in September 2006

	2. The strategy and action plan has been developed in partnership with the recognised trade unions, and the Access & Equality Committee


	Y
	

	3. There has been board level discussion on key decisions and  implications
	Y
	September 2006

	4.  All employment policies and documents such as staff  

      contracts have been reviewed for age bias 
	Y
	August 2006

	5.   Staff guidance has been reviewed and publicised so 

      that all staff know about the required changes to:

· Recruitment process (application forms, person specs, job information packs, job descriptions, vacancy bulletins, job advertisements, training in Equal Opportunities for panel, agencies advised)
	In Progress
	October 2006

	· selection processes
	In Progress
	October 2006

	· pay and non-pay benefits
	In Progress
	October 2006

	· promotion and career development
	In Progress
	October 2006

	· training and development
	In Progress
	October 2006

	· redundancy, based on business needs not age
	In Progress
	October 2006

	· retirement policy, agreed, flexible & fair
	In Progress
	December 2006

	· monitoring age or date of birth
	In Progress
	Sept 2006

	6.  A system has been set up to support extended working : 
	
	

	· Accurate staff records
	Y
	

	· Flexible employment options
	Y
	

	· Arrangements for reviewing staff intentions
	In Progress
	Sept 2006

	· Informing staff of employers’ duty to consider requests to work beyond 65 
	In Progress
	Sept 2006

	· Appeals mechanism
	In Progress
	Sept 2006

	7.  Awareness training has been delivered to:

· Board and non-execs on age discrimination and strategic implications of the legislation
	In Progress
	Autumn 2006

	· Line managers for responsibilities and role in implementation
	In Progress
	Autumn 2006

	· All staff on implications for them as individuals
	In Progress
	Autumn 2006

	8.   The harassment policy refers to age discrimination
	Y
	

	9.   Relevant monitoring information is gathered, analysed 

      and reported to the board 
	Y
	September 2006

	10. Age legislation measures have been mainstreamed as part of overall approach to Equality & Diversity 
	Y
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		Ethnic Origin		Age Band		Count of Ethnic Origin		50+		% 50+

		A White - British Total				325		282		0.00%

		B White - Irish Total				51		0		0.00%

		C White - Any other White background Total				67		0		0.00%

		D Mixed - White & Black Caribbean Total				25		0		0.00%

		E Mixed - White & Black African Total				14		0		0.00%

		F Mixed - White & Asian Total				2				0.00%

		G Mixed - Any other mixed background				13		0		0.00%

		H Asian or Asian British - Indian Total				115		0		0.00%

		J Asian or Asian British - Pakistani Total				18		0		0.00%

		K Asian or Asian British - Bangladeshi				0		0		0.00%

		L Asian or Asian British - Any other Asian background Total				83		0		0.00%

		M Black or Black British - Caribbean Total				181		0		0.00%

		N Black or Black British - African Total				143		0		0.00%

		P Black or Black British - Any other Black background Total				27		0		0.00%

		R Chinese				15		0		0.00%

		S Any Other Ethnic Group Total				35		0		0.00%

		Z Not Stated Total				28		0		0.00%

		Grand Total				1145		329		0.00%





Chart2
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50+

		

				% of total within ethnicity				No of staff over 50

		White - British		27.08%				88

		White - Irish		33.33%				17

		White - Any other White background		10.45%				7

		Mixed - White & Black Caribbean Total		36.00%				9

		Mixed - White & Black African		14.29%				2

		Mixed - White & Asian		61.54%				8

		Mixed - Any other mixed background		26.09%				30

		Asian or Asian British - Indian		11.11%				2

		Asian or Asian British - Pakistani		32.53%				27

		Asian or Asian British - Bangladeshi		38.67%				70

		Asian or Asian British - Any other Asian background		25.17%				36

		Black or Black British - Caribbean		25.93%				7

		Black or Black British - African		66.67%				10

		Black or Black British - Any other Black background		22.86%				8

		Chinese		28.57%				8

		Not Stated		28.73%				329





all (2)

		

				All staff

		White - British		325

		White - Irish		51

		White - Any other White background		67

		Mixed - White & Black Caribbean Total		25

		Mixed - White & Black African		14

		Mixed - White & Asian		2

		Mixed - Any other mixed background		13

		Asian or Asian British - Indian		115

		Asian or Asian British - Pakistani		18

		Asian or Asian British - Bangladeshi		3

		Asian or Asian British - Any other Asian background		83

		Black or Black British - Caribbean		181

		Black or Black British - African		143

		Black or Black British - Any other Black background		27

		Chinese		15

		Any Other Ethnic Group		35

		Not Stated		28






