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What’s Old is New Again
As the economy continues to bounce back from the global downturn, many employers are taking a fresh look at their older staff.

Large companies including Coles and Woolworths are actively recruiting mature age workers, while a website set up for older workers is attracting thousands of potential employees, along with small businesses looking to hire them.
HR consultant Craig Perrett, of act 3 Planning in Melbourne, said that in the past, baby boomer workers were often overlooked for training in favour of younger employees.
 Mr Perrett said the global financial crisis had killed off interest in boomer talent during 2008-09, but in the past six months, companies have been taking another look. 

He recently challenged a management conference about the different strategies a bored 35-year old woman, compared with a man in his fifties, would be offered in an organisation.
 Mr Perrett told the audience that typically, the female employee would be re-engaged with courses and mentoring, while the man would be regarded as having mentally 'checked' out, and therefore 'managed' out of the organisation.
“The default strategy is to retain the younger talent. But we're saying "let's move the focus"; there's a good business reason for that,” he said.  “What's changed is that organisations, such as professional services, now want to lengthen the runway for older workers,” he said.

So where do employers start making a reinvestment in the training ability and talent of the boomer?

Banks, such as St George and Westpac, and the large retailers, such as Coles and Woolworths, are actively recruiting mature age workers in their diversity programs, according to Mr Perrett.
And specialist recruiters, such as www.olderworkers.com.au are reporting record interest.
“Recently we had just on 60,000 hits on the site,” said Matt Higgins, co- founder of the site. His father, Shane, had the idea to launch the site after struggling for 18 months to find a job at the age of 58.

“We now have over 7,500 registered job seekers, and in the past six months, we're seeing more employers come to the site, such as mining companies and government departments," Matt Higgins said.
“These resource companies are having a lot of trouble filling jobs for roles like cooks and drivers.”
Mr Higgins said the retailers were also scrambling to up their staff numbers.
“Often, the retailers want part-timers who don't want to be the CEO, who have life skills, interact well, and turn up every day. We've had a really good response.”
Small businesses such as bakeries, limousine driving companies, butchers and cleaning services, have also signed up as word of mouth spreads.
But drill further down into most SME owners' minds, and there's less impetus for change.
“Here in Australia, we have no workforce planning, and the fruit picker shortages are just one example,” said Dr Barry Partridge, whose PhD research on worker stereotypes was drawn on by the Anti-Discrimination Commission in an awareness campaign last year.
Dr Partridge believes that change management in companies is vital if they're to take on diverse demographics in the workplace.
“Stereotyping (of different age groups) is lazy and really detrimental, but quite widespread,” he said.
“Older workers are seen as unhealthy, less likely to stay, and unable to decide things quickly. That's all category-based, and often quite wrong.”
Giving older workers a break

· Diversity is good, but you need a clear picture of the person and the role they take – no ambiguity! If you know what you're recruiting for, age may become less important.

· Avoid tagging individuals as stereotypes; they're not that similar. 

· Older managers often don't like employing older workers, but they should try to be open-minded

· Build strong relationships at the workplace; use panels to recruit, and make it very clear what you want when you assess them.

· Leadership is often about our family team, and our immediate peers.  We need openness, trust and honesty.  Organisations which have high trust and openness are high-performing ones.  Source: Dr Barry Partridge (www.workplaceimages.com)
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