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These two surveys provide the best comparative overview of attitudinal change 

available. The following sections break this down, issue by issue, and draw primarily 

although not exclusively on the two SEPPPs. The figures showing the change on 

particular issues are all from these surveys, and are summarised in Table 1 at the 

end of the section. 

The Chartered Institute for Personnel and Development and the Chartered 

Management Institute also produced a point of comparison for some parts of the 

employment cycle in their 2010 ‘Managing an ageing workforce’ survey report.x As 

this focuses on members of the two professional bodies, it may not be fully 

representative of all managers across the workforce. Some figures from this are used 

here too for comparative purposes.  

 

Recruitment 
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Stereotypes about older workers still prevail, and Age UK’s employment projects 

around the country all find many examples of negative attitudes towards their clients.  

There are several examples of issues in recruitment showing no or even negative 

change, including: 

• Maximum recruitment age shows no change from before the introduction of 

the Regulations. Employers still appear to have approximately the same 

attitudes towards factors taken into consideration: for instance, 43 per cent 

stated that expected length of service affected recruitment decisions in both 

2006 and 2010.  

• The number of employers considering qualifications has in fact risen over the 
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regulations, suggesting that considerably more work needs to be done to combat

stereotypes for older (and younge r) workers.  

  

The chart above shows the distrib ution within age group
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induced behavioural change and so is a positive sign that at least employers have 

taken notice of the Regulations.  
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Training 
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