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Foreword

The Department for Business, Innovation and Skills (BIS) leads work to create
the conditions for business success through competitive and flexible markets
that create value for businesses, consumers and employees. It drives
regulatory reform, and works across Government and with the regions to raise
levels of UK productivity. It is also responsible for ensuring an improved
quality of life for employees and promoting choice and quality for consumers.

As part of that work the Employment Market Analysis and Research (EMAR)
branch of the Department manages an extensive research programme to
inform policy making and promote better regulation on employment relations,
labour market and equality and discrimination at work issues.

The Fair Treatment at Work Survey covers workers’ awareness of their rights,
a comprehensive view of the problems experienced in the workplace and how
such problems get resolved. This report focuses on 1,049 of those aged over
60 surveyed as part of a sample boost collected alongside the main survey.
The sample boost was commissioned in order to obtain additional interviews
for those aged over 60 due to the small coverage of this age group in the main
survey. The report will form a key part of the evidence base that will inform the
review of the default retirement age in 2010.

We hope you find it of interest. Electronic copies of this and all other reports in
our Employment Relations Research Series can be downloaded from the BIS
website. Printed copies can be ordered online, by phone or by email. A
complete list of our research series can be found at the back of this report.
Please contact us at emar@bis.gsi.gov.uk if you wish to be added to our

publication mailing list, or would like to receive regular email updates on
EMAR'’s research, new publications and forthcoming events.

. O v gfhs

Bill Wells

Director, Employment Market Analysis and Research
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Executive summary

The Fair Treatment at Work Survey includes 4,010 interviews with current or
recent employees and covers workers’ awareness of their rights, a
comprehensive view of the problems experienced in the workplace and how
such problems get resolved. This report focuses on 1,049 of those aged over
60 surveyed as part of a sample boost collected alongside the main survey.
The sample boost was commissioned in order to obtain additional interviews
for those aged over 60 due to the small frequency of this age group in the
main survey.

Legislation creating new employment rights for older workers came into force
on the 1% October 2006. The Employment Equality (Age) Regulations 2006
prohibit unjustified age discrimination in employment. In relation to retirement,
the regulations introduced a Default Retirement Age of 65 and a ‘right to
request’ to carry on working past the default retirement age (DRA). In addition,
employers must follow a set procedure when retiring an employee. The
Government planned to review the default retirement age in 2011, five years
after its introduction. In the light of changed economic circumstances,
however, the Government announced last year that it would bring the review
forward to 2010, with any changes resulting from it to be implemented in
2011.

This report aims to discuss the results of the sample boost of those aged over
60 in the context of the findings from the main survey, as a key piece of
evidence available to the DRA review. The age boost provides a larger
number of interviews to help provide greater insight into the experiences of
those aged over 60 currently or recently employed.

Awareness and knowledge of individual employment rights

e 82 per cent of those aged over 60 feel well or very well informed about
their rights generally compared with 78 per cent of the main survey
population.

e 72 per cent of those aged over 60 feel they know enough about their
employment rights, with those aged 65-69 significantly more likely to
report they know enough when compared with 60-64 year olds.

e In 23 of 25 rights a lower proportion of those aged over 60 felt these
rights were important compared with the main survey, again the only
exceptions being the obligation to have a set retirement procedure and
allowing an employee to work up to 65 (or the employers normal
retirement age). However, many of the rights were specific to maternity
or parenting, issues which older people are less likely to see as
specifically important to them.
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Rights related to age are shown to be particularly important to older
workers but the level of detail known about these rights does not differ
markedly from other employment rights. This may be cause for
concern, while older workers feel these are rights are important there
may be gaps in this group’s awareness and/or knowledge of the detail
to claim these rights or know when they have been infringed.

Problems at work: employment rights, unfair treatment,
discrimination, bullying and harassment

1in 5 aged over 60 experienced any problem at work compared with 1
in 3 in the main survey population. Experience of problems was higher
in those aged 60-64 with 25 per cent of respondents reporting any
problem compared with 19 per cent for those aged 65-69.

3 per cent of those aged over 60 experienced problems to do with
retirement. Of those no longer in employment 7 per cent reported this
as a reason for the employment rights problem compared with 3 per
cent of those still in employment.

8 per cent of those aged over 60 had experienced unfair treatment at
work. Although age was stated as one of the main reasons for unfair
treatment, this is less than experienced in those aged 16-24. 2 per cent
of all those aged over 60 report unfair treatment due to their age
compared with 4 per cent of those aged 16-24 in the main survey.

4 per cent of those aged over 60 had experienced discrimination at
work. Although age was stated by this age group as the main reason
for discrimination, this is less than experienced in those aged 16-24. 1
per cent of all those aged over 60 reported discrimination due to their
age compared with 5 per cent of those aged 16-24 in the main survey.

3 per cent of those aged over 60 had experienced bullying and
harassment at work compared with 5 per cent in the main survey.

Problems and their resolution

The majority (81 per cent) of those whose problem at work was now
over or most likely over had stayed with the same employer, similar to
the result found in the main survey (76 per cent).

A smaller proportion of respondents left their employer as a direct
result of the problem. When those who had subsequently changed their
employer were asked whether this decision was a direct result of the
problem, 31 per cent of those aged over 60 said that this was, less than
the 50 per cent of respondents answering the same question in the
main survey.
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1 Introduction

October 2006 saw the introduction of new rights specific to older workers.
Through the Employment Equality (Age) Regulations 2006 the Government
implemented, for the first time, a ban on age discrimination in the workplace.
The ban covers recruitment, training and promotion.

A key feature of the Regulations was the introduction of the default retirement
age of 65. It allows an employer to dismiss an employee on grounds of
retirement without that being deemed age-discriminatory. The Regulations
provide for an employee approaching retirement to make a formal request to
his or her employer to continue working beyond the employer’s normal
retirement age or the default retirement age, and the employer has a duty to
consider such a request seriously; however the employer is not required to
provide reasons for a decision to reject the request.

The default retirement age is often described - inaccurately - as a mandatory
retirement age, but it is in fact entirely a matter for employers whether they
choose to use it. Employers do not have to retire employees once they reach
65, and they are free to continue to employ a worker for as long as they like.

In January 2008, the Department for Business, Enterprise and Regulatory
Reform, BERR (now Business, Innovation and Skills, BIS) commissioned a
major new social survey, the 2008 Fair Treatment at Work Survey (FTWS)
collecting over 200 answers from 4,000 current or recent employees across
Great Britain. For the first time a single survey source covers workers’
awareness of their rights and the support available to them, a comprehensive
view of the problems experienced in the workplace and how such problems
get r(-;isolved. The results of the main survey were published in September
2009".

As part of the main Fair Treatment at Work Survey an additional boost sample
of those aged over 60 was also collected due to the low frequency of this
group in the main survey. With participation rates of older people in the labour
market increasing this survey attempts to assess the extent of awareness and
knowledge of employment rights along with the frequency of problems, unfair
treatment and discrimination in this age group. The boost sample also helps
provide greater detail on some of the problems experienced by older people
including those related to retirement.

Those over 60 are employed under the same legislative and institutional
framework as the rest of the labour market which is outlined in chapter 2 of
the Fair Treatment at Work Survey main report. Therefore the same
questionnaire was used for the boost sample that was used for the main
survey population which helps provide comparisons with the main survey
throughout the report. This report gives a detailed insight into the issues

! Fevre, R., Nichols, T., Prior, G., Rutherford, I. (2009) Fair Treatment at Work Report:
Findings from the 2008 survey. Employment Relations Research Series No. 103.
http://www.berr.gov.uk/files/file52809.pdf
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affecting those over 60 and also gives valuable details on how older people
fare when compared with the main survey population.

1.1 Survey methodology

The Department for Business, Innovation and Skills (BIS) commissioned TNS-
BMRB and Cardiff University to undertake this survey to update findings from
the 2005 Fair Treatment at Work Survey (FTWS) and the 2005 Employment
Rights at Work Survey (ERWS) as well as provide a boost sample of
employees or recent employees aged over 60.

The main aims of the 2008 FTWS were:

e To assess peoples’ general awareness of their rights at work

e To determine knowledge about specific rights at work (the National
Minimum Wage and holiday entitlement)

e To find out which sources of advice people would use to find out about
their rights at work in general

e To measure the proportion of individuals that has had problems at work
in the last five years

e To determine how people go about resolving the most serious
problems which they have had.

The main survey sample was designed to be representative of adults aged 16
or over living in private households in Great Britain, who were either currently
in paid work (excluding self-employed) or who had been in paid work in the
last two years.

A quota sample was chosen to boost the sample for those aged over 60 due
to the low frequency of this age group in the main survey, as this was
conducted in a stratified random basis. By choosing a quota sample it was
possible to conduct a larger number of interviews with the resources and time
available. Fieldwork for the sample boost took place from September 2008 to
February 2009, and 662 interviews were completed. These interviews were
then combined with 387 interviews collected in the main survey to give a
combined sample of 1,049. The combined sample was weighted according to
the weighting structure detailed in Annex B and further information on the
survey methodology is outlined in Annex B.

1.2 Sample characteristics and significance testing

Table B2 (Annex B) shows some of the characteristics of the sample of
respondents aged over 60 compared with characteristics of employees aged
over 60 from the Office for National Statistics’ Labour Force Survey. The table
shows that the quota sample boost of older people contains no clear bias
compared with this large scale representative survey.

The sample of those aged over 60 includes those who are in work or have
worked in the last 2 years. The sample does not cover those who have not
been working for a longer period of time and some issues discussed in this
report may also be relevant to this group of people. With this in mind this
report should be read in the context of the surveys’ objectives which focus
mainly on the workplace and older workers’ experiences at work in the last 2
years.

10
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Comparisons with the main survey

Significance testing for comparisons with the main survey were not conducted
for this report due to the differing survey methodologies. However, some
comparisons can be made to the main survey as the quota sample attempted
to mirror it's representativeness by collecting data alongside the data
collection of the main survey. Quotas were set on gender and working status
(full-time / part-time) and the data was also weighted for age, gender and
location. Table B2 shows that there is no clear bias contained in this quota
sample of older people when compared with the Labour Force Survey
covering the same period on a range of standard workplace, job and individual
characteristics. Therefore, throughout the report comparisons will be made to
the main survey as an indication of how the boost sample differs from the
main sample population without commenting on strict statistical significance.

Comparisons within the age boost

When significance is quoted in the report this refers to comparisons within the
sample of older people, for example whether males over 60 are significantly
different to females over 60. The report contains results from a bivariate
analysis by each characteristic with the proportion of respondents reporting
the answer categories and, unlike a multivariate approach, does not
specifically control for the effect of different combinations of characteristics.
For example, characteristics such as part-time employment, trade union
membership and employment length are related to age therefore higher
incidences of unfair treatment may be due to age rather than each of these
characteristics.

1.3 Questionnaire

The 2008 FTWS questionnaire was based on questions used in the previous
surveys (Fair Treatment at Work 2005 and Employment Rights at Work
Survey 2005) with the structure following these sections:

. Selection module and screening

. Awareness of employment rights

. Knowledge of specific employment rights

. Sources of information/advice

. Experience of problems at work

. Most serious problem at work and dispute resolution

. Job and employer characteristics

. Socio-demographics and other individual characteristics
. Paper self completion questionnaire

OCOoO~NOOUIDAWNE

The same questionnaire used in the main survey was also used in the sample
boost of those aged over 60. In order to keep the interview to the target length
of 45 minutes, randomisation was added into the script meaning that each
respondent was randomly asked two out of the three following sections; 2, 3
and 4. In effect, this means that around two-thirds of respondents were asked
each of these sections.

11
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Face to face interviews were carried out by TNS-BMRB'’s interviewer field
force, using Computer-Assisted Personal Interviewing (CAPI). As with the
main survey the age boost sample was successful in achieving low levels of
non-response for questions contained in the survey. This is mainly due to the
interviews being conducted face to face and that sensitive questions (sexual
orientation, income etc) were self completed using the CAPI system. Two
stages of pilot work were carried out before the main fieldwork stage — a
small-scale cognitive testing stage, and a larger scale quantitative pilot. Full
details of the survey methodology are in Annex B.

1.4 Report outline

The findings from the boost sample of those aged over 60 are presented in
three main parts.

e Chapter 2 looks at awareness and sufficiency of knowledge in general
terms, the importance attached to knowing about specific employment
rights, knowledge of employers’ legal obligations and on the detail of
the law (in the case of rights specific to older workers and wider
ranging employment rights).

e Chapter 3 introduces the main problems at work asked in the survey;
looks at those who have experienced any problem at work, those with
multiple problems and the most common combinations. The section
goes on to look at results for each main category of problem: with
employment rights, unfair treatment, discrimination, bullying and
harassment and other problems reported by the respondents.

e Chapter 4 looks at the respondent’s most serious problem(s) at work
and whether these are over and the final outcome. The section briefly
examines what information or advice was sought to this problem.

12
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2 Awareness and
knowledge of individual
employment rights

The following chapter will examine respondents’ awareness of their
employment rights. This will include assessments of both general awareness
of employment rights by older people and also awareness of specific
employment rights, including those directly relevant to current or recent
employees over the age of 60.

The questionnaire of the age boost sample is the same as the main survey
whereby three sections, including awareness and knowledge, of the survey
were rotated at random to maintain a certain interview length. This meant a
respondent was asked two of the three sections on awareness of employment
rights; knowledge of specific rights and sources of information/advice in every
interview. This means two thirds of the total sample aged over 60 (1,049)
were asked questions on the areas covered in this chapter.

The chapter will progress to examine knowledge of employment rights and
where appropriate, comparisons will be made with the findings of the main
Fair Treatment at Work Survey 2008%. The main survey was a representative
survey of 4,010 current or recent employees in Great Britain. Its aim was to
give an insight into awareness of employment rights and knowledge of the
support available to workers and also a comprehensive view on problems
experienced in the workplace.

In examining the awareness and knowledge of individual employment rights
we need to define what is meant by these terms. The following definitions are
used, consistent with the main report:

e ‘Awareness’ was held to entail that an individual is sufficiently informed
about a subject for him/her to be conscious of its existence and its
broad subject matter. In this sense, awareness of an employment right
or legislation implies that the individual had heard of it and had some
idea of the area of working life to which it relates

¢ ‘Knowledge’ was held to entail that an individual has a theoretical or
practical understanding of a subject. In this sense, knowledge of an
employment right or piece of legislation implies that the individual could
demonstrate some understanding of the detailed provisions of the
legislation.

% Fevre, R., Nichols, T., Prior, G., Rutherford, I. (2009) Fair Treatment at Work Report:
Findings from the 2008 survey. Employment Relations Research Series No. 103.
http://www.berr.gov.uk/files/file52809.pdf
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2.1 General awareness

One aim of the sample boost was to gain a greater understanding of some of
the issues affecting those aged over 60 and also whether awareness of rights
differs from the main sample population.

When asked “Very generally, how do you feel about your rights at work?”, 82
per cent reported being very well informed or well informed about their
employment rights. The comparable rate of general awareness for the GB
population was 78 per cent. Chart 2.1 shows the level of general awareness
felt by specific age groups. The 50-59 age group from the main survey shows
80 per cent of respondents felt they were either well informed or very well
informed. This trend continues upwards through each of the following age
groups, but due to the small sample sizes involved it is not possible to assess
whether this trend is statistically significant.

Chart 2.1 Awareness of employment rights by age group
100% -

90% - 84% 85%

80% | g

60% | (NN

500 | (NN

|
|
|
|
|
|
70% |
|
|
|
|
|
|
|

4% B B B e

0% N

20% |

10% | (..

0% ‘
50 - 59 60 - 64 65 - 69 70+
m Well informed / Very well informed
Not very well informed / Not very well informed at all

Source: 50-59 BIS's FTWS 2008; 60+ age groups BIS's FTWS 2008 Age hoost
Base: All respondents (50-59 weighted=466, unweighted =479; 60-64 weighted=495, unweighted=458; 65-69 weighted=131 unweighted=162;
70+ weighted=54 unweighted=67)

Whilst it is not possible to show whether those aged over 60 are significantly
more likely to be aware of employment rights compared with the main sample,
this result supports the findings from the main report that older workers felt
generally more aware of employment rights than younger workers.

When those respondents who are not currently employed are removed from
the sample of those aged over 60 the proportion that feel well informed or very
well informed falls slightly to 81 per cent compared with 82 per cent above.
This indicates that the proportion who are not working have little impact on the
extent to which those over 60 felt aware of their employment rights.

14
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Table A2.1 (Annex A) shows some of the job, workplace and individual
characteristics of those over 60 and how well informed they feel about their
employment rights. It is important to note the table contains results from a
bivariate analysis by each characteristic with the proportion of respondents
reporting a level of awareness and, unlike a multivariate approach, does not
specifically control for the effect of different combinations of characteristics.
For example, characteristics such as part-time employment, trade union
membership and employment length are related to age therefore higher
awareness may be due to age rather than each of these characteristics.

Respondents who have a long standing illness were significantly less likely to
feel well informed or very well informed about their employment rights
compared with those who did not have a long standing iliness. In the sample
of those aged over 60, 83 per cent of those with no long standing illness felt
well informed about their rights whereas 75 per cent of those with a long
standing illness felt well informed.

When compared with the main survey population, the proportion of those with
a long standing illness that felt well informed is the same as the sample of
those over 60 (75 per cent) even though general awareness of employment
rights tends to be higher in older people. The main survey report also found
lower awareness amongst workers of all age groups with a long standing
illness or disability. This supports the finding from the main report which found
that long term iliness or disability had a stronger effect on a respondent’s
awareness than age.

When we look at workplace characteristics of those over 60 we see that those
working for a public sector organisation (88 per cent) were significantly more
likely to report being well informed or very well informed about their
employment rights compared with the private sector (78 per cent). In addition,
those over 60 whose company had a HR department (86 per cent) were also
significantly more likely to feel well informed compared with those companies
who did not (73 per cent).

The main survey found that respondents’ confidence about how well informed
they felt was quite often misplaced. Less than half of the respondents from the
main survey who reported being very well informed about their employment
rights were in the highest category of correct answers when asked about their
awareness of specific employment rights. The correlation between general
awareness and awareness of individual employment rights was found to be
not present. In the light of this finding it is important to carefully consider what
general awareness really tells us about a workers confidence in applying the
employment rights framework. Therefore we now consider more detailed
awareness based questions.

15
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2.2 Perceived sufficiency of knowledge

When those aged over 60 were asked “Do you know as much as you need to
know about your rights at work or could you do with knowing more about your
rights at work?”, 72 per cent reported they know enough while 28 per cent
thought they could do with knowing more.

The main survey reported that perceived sufficiency of knowledge was
significantly higher in older workers than younger workers. The report found
60 per cent of the population felt they knew enough about their rights at work
and of those aged 50-59 this rose to 68 per cent (Chart 2.2).

Chart 2.2 shows how the perceived sufficiency of knowledge in those aged
over 60 increases into retirement age. The rate of perceived sufficiency of
knowledge in those aged 65-69 is significantly greater than those aged 60-64.
It is not clear whether the difference between those aged over 70 and 65-69 is
statistically significant due to the sample size of those over 70.

Chart 2.2 Sufficiency of knowledge by age group

100% -
90% -
80% -~
70% -~
60% -
50% -
40% -
30% -~
20% -~

10%

0%

50 -59 60 - 64 65 - 69 70+
m Know enough
Could do with knowing more

Source: 50-59 BIS's FTWS 2008; 60+ age groups BIS's FTWS 2008 Age hoost
Base: All respondents (50-59 weighted=466, unweighted =479; 60-64 weighted=495, unweighted=458; 65-69 weighted=131 unweighted=162;
70+ weighted=54 unweighted=67)

The trend above raises the question about whether those in retirement or
approaching retirement place less importance on knowing about employment
rights and are happy with their current knowledge. Whether this indicates
those over 60 may become complacent and fail to have the right level of
knowledge when a problem with their rights does arise is not clear. If we focus
on those over 60 who are still in employment, the proportion of those who feel
they know enough about employment rights falls slightly to 71 per cent which
is still above the 60 per cent reported for the whole population and 68 per cent
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for those aged 50-59. It is also important to bear in mind that the question
focuses on perception and does not test the respondent’s level of knowledge.
The results indicate those over 60 feel more content with their level of
knowledge of employment rights, but this may lead to a greater risk of
complacency when a problem is encountered. Older workers’ claimed
knowledge of specific employment rights is explored in the next section.

Table A2.2 (Annex A) shows some of the job, workplace and individual
characteristics of those over 60 who feel they know enough about their rights
at work. Those who work part-time (78 per cent) were significantly more likely
to report they knew enough about their rights at work than those who work
full-time (68 per cent). Interestingly, 77 per cent of those who had not
experienced a problem at work said they know as much as they need to know
about their rights at work. This is significantly higher than those who had
experienced any problem at work where 53 per cent felt they knew as much
as they need to know. This finding reflects the main survey population where
44 per cent of people who had experienced any problems felt they know as
much as they needed to know compared with 68 per cent of those who had
experienced no problems.

2.3 Awareness of employers’ legal obligations

Legislation creating new employment rights for older workers came into force
on the 1% October 2006. The Employment Equality (Age) Regulations 2006
prohibit unjustified age discrimination in employment. This means that
employers cannot discriminate on grounds of age in recruitment, promotion,
transfer or training, or in the terms and conditions of employment. In relation
to retirement, the regulations introduced a default retirement age of 65, which
means employers are able to retire employees at 65 or at their normal
retirement age if they have one (whichever is greater); and, for employees, a
‘right to request’ to carry on working past this default retirement age.

These employment rights are related to age and the current survey examines
the knowledge they have about these rights along with other employment
rights through the question:

“And do you think employers HAVE to do this according to the law or can
they CHOOSE whether or not to do this...

- Follow a set procedure when retiring an employee (including giving them
the right to request to continue working)

- Allow employees to work up to the age of 65 (or the employer's normal
retirement age).”

Respondents were presented with 30 items in total and asked whether they
thought these represented legal obligations an employer must fulfil. 25 of the
items represented legal obligations but 5 were dummy rights, not currently
legal obligations.

Chart 2.3 shows how the responses of those aged over 60 compare with
overall responses to this question in the main survey population. In the
previous section, those over 60 were found to have a greater level of general
awareness of employment rights. Of the 5 items in chart 2.3 which are not
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legal obligations a smaller proportion of those over 60 thought these were in
fact legal obligations compared with the results from the main survey.

However, those aged over 60 reported lower rates of awareness in 15 out of
the 25 specific legal obligations compared with the main sample population.
The largest difference between awareness of older workers and the main
sample was the obligation to let employees take time off in an emergency (13
percentage points) and the family friendly obligations of the right to request
flexible working for those with dependent children (9 percentage points),
unpaid parental leave, additional unpaid maternity leave and paid paternity
leave (all 8 percentage points). It is not possible to assess whether these
differences are statistically significant. It is very likely those over 60 are less
aware of these rights as the majority will be unaffected by them.

In 9 of the 25 specific legal rights the awareness was higher compared with
the main sample. These included, the obligation to allow employees to work
up to the age of 65 (5 percentage points), to have a representative when
attending a disciplinary and to have a set grievance procedure (both 4
percentage points). It is not possible to assess whether these differences are
statistically significant, but again as these rights are more relevant to older
workers it is likely they are more aware.
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Chart 2.3 Awareness of employers’ legal obligations
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Specific age related obligations

To allow employees to work up to the age of 65. Of those aged over 60, 73
per cent correctly thought that employers had to allow employees to work up
to 65. This is a higher rate than the main survey population where 67 per cent
thought an employer had to do this. Although it is not possible to test for
significance, this indicates a greater awareness than younger ages. As
expected, in those over 60 the highest rate of correct responses is in the age
group 60-64 (75 per cent) however from the main survey the age group 41-49
also showed a high rate of correct answers to this question (74 per cent) than
those aged 50-59 (69 per cent). Those who had experienced any problem at
work were significantly more likely to have a higher rate of awareness (82 per
cent) compared with those with no problems (71 per cent). In addition those
over 60 who are members of a trade union held significantly higher rates
awareness (77 per cent) than non members (70 per cent). The rate of
awareness for those over 60 and no longer in employment was 77 per cent,
higher than those who were still in employment (72 per cent) but this
difference is not statistically significant.

To follow a set retirement procedure when retiring an employee
(including giving them the right to request to continue working). Of those
aged over 60, 65 per cent correctly thought this was an obligation employers
had to fulfil, which is lower than the main survey population where 67 per cent
thought this. This is unlikely to be statistically significant. When this is broken
down by age group there is little difference in the rate of correct answers
(highest: 25-32 and 50-59 year olds, 69 per cent; lowest: 33-40 and 41-49
year olds, 66 per cent). Of those aged over 60 those aged 65-69 (73 per cent)
were significantly more likely to know this is an employer obligation than those
aged 60-64 (64 per cent). These results suggest that there is little difference in
the knowledge of this employer obligation across ages, apart from those who
may have recently gone through the retirement process. When broken down
by employment status, 66 per cent of those still in employment thought
employers have to do this compared with 63 per cent of those no longer in
employment, but this is not statistically significant.

To ensure that employees are not treated unfairly because of their age.
Of those aged over 60, 86 per cent correctly thought this was an obligation
employers had to fulfil, which is lower than the main survey result of 89 per
cent but. This is unlikely to be statistically significant. The main survey showed
that younger age groups tend to give a higher rate of correct responses to this
guestion and significantly more people aged 25-32 (92 per cent) answered
this correctly when compared with those aged 41-49 (88 per cent) and 50-59
(86 per cent). Those aged 33-40 also reported a high rate of correct answers
(90 per cent). Of those aged over 60, the rate of awareness that this is a legal
obligation was highest in those aged 60-64 (88 per cent), falling to 82 per cent
in those aged 65-69. Those who reported having a long standing illness were
significantly less likely to be aware that this is a legal obligation (77 per cent)
than those without (89 per cent).
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2.4 Knowledge of the detail of specific rights

Section 2.3 showed the differing rates of awareness for specific legal
obligations; this section continues to investigate whether respondents claim to
know any of the detail of these laws or whether respondents are just aware
they exist. Respondents gave a self-assessment of their knowledge of the
employment obligations they know about through the question “How much do
you feel you know about the detail of the law regarding [named legal
obligation]?”

In the previous section, those over 60 were found to have a lower level of
awareness in 15 of the 25 rights which are legally enforceable but lower
proportions of older workers thought the non-rights placed in the question
were legal obligations. However, awareness of other rights varied depending
on the subject area. This theme continues when we look at the detail of older
people’s knowledge.

Chart 2.4 includes only those people who knew the right was a legal obligation
on the employer. The percentages in the chart are the proportion of these
people who feel they know a lot or a fair amount about the detail of each
particular right.

Of all the legal rights, those aged over 60 reported lower rates of knowledge in
16 out of the 25 specific legal rights compared with the main survey
population. The largest difference in the awareness between the two groups
was the detail of family friendly rights like paid maternity leave (10 percentage
points), paid paternity leave (6 percentage points) and also the right not to be
discriminated against on the grounds of race (6 percentage points). It is not
possible to test these results for statistical significance.

In 5 of the 25 specific legal rights a higher proportion felt they knew a lot or a
fair amount compared with the main survey. These rights included, the right to
allow employees to work up to the age of 65 (12 percentage points), to have a
set procedure when retiring an employee (12 percentage points) and the right
not to be dismissed without a fair reason (3 percentage points). There is a
large difference in the level of detail older workers claim to know indicating
those over 60 are likely to report knowing about these rights compared with
the main sample population. It is not possible to test these results for
statistical significance
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Chart 2.4 Whether respondents say they know about the detail of
employers’ legal obligations
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Note: *Not an employer obligation
Source: BIS's FTWS 2008; Aged over 60, BIS's FTWS 2008 Age boost
Base: Respondents who thought each was a legal obligation (Unweighted bases for those over 60 shown in brackets)

Specific age related obligations

To allow employees to work up to the age of 65. Of those aged over 60, 57
per cent felt they knew a lot or a fair amount about the right to allow
employees to work up to 65. This is a higher rate than the main survey
population where 45 per cent thought they knew a lot or a fair amount. Unlike
awareness of the right to work up to 65, the highest rate of perceived
knowledge is in the age group 65-69 (62 per cent) and knowledge is still high
in 60-64 (57 per cent) and 70+ (51 per cent).
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These differences are not statistically significant, but the main survey showed
those aged 50-59 were significantly more likely to report knowing a lot or a fair
amount about this right (55 per cent) compared with younger age groups. In
addition those over 60 who are members of a trade union held significantly
higher rates of perceived knowledge of this right (66 per cent) than non
members (54 per cent).

To follow a set retirement procedure when retiring an employee. Of those
aged over 60, 57 per cent felt they knew a lot or a fair amount about the detail
of this right, and there was little difference in the awareness of this right
between age groups. The perceived knowledge of the detail is higher than the
main survey population where 39 per cent thought they knew a lot or a fair
amount. The highest rate of perceived knowledge is in the age group 65-69
(61 per cent) and knowledge is still high in those aged 60-64 (57 per cent) and
70+ (50 per cent). These differences are not statistically significant and they
are very similar to the rates of perceived knowledge of the obligation to allow
employees to work to 65.

To ensure that employees are not treated unfairly because of their age.
Of those aged over 60, 56 per cent felt they knew a lot or a fair amount about
this right, this is slightly higher than the main survey population result of 54
per cent and unlikely to be statistically significant. The main survey showed
that the rates of perceived knowledge of this obligation varied little over each
of the age groups, from 51 per cent in age group 41-49 to 56 per cent in 16-24
and 33-40. In those questioned as part of the sample boost the proportion of
respondents knowing a lot or a fair amount also shows little variation and rises
slightly to 57 per cent in ages 60-64 and 56 per cent in those aged 65-69.

Respondents’ self assessment of whether they knew a lot or a fair amount
about the detail of employment rights related to age is broadly similar across
the three rights shown above. Chart 2.4 shows that these age specific
employment rights ranked 8", 9" and 10™ when employment rights are
ordered by the level of detail that respondents know about. This is behind
mainly universal rights such as health and safety, being paid a minimum wage
and unfair dismissal. The age specific rights are also behind the right to carry
over unused holiday to the following year, not currently a legal right. It is
important to note only 10 per cent of those aged over 60 thought this was a
legal obligation and therefore only 66 people were asked whether they knew
about the detail of the law regarding the right to carry over unused holiday to
the next year.
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2.5 Importance of knowing about specific rights

So far, levels of general awareness, awareness of specific employment rights
and perceived knowledge of specific employment rights have been discussed.
This section moves to investigate the importance placed on each of these
rights by employees and how this varies. Respondents were asked how
important it was for them to know about rights in the same 25 areas; “How
important do you think it is for you personally to know about the law regarding
employers’ responsibilities in [named area]?”

In 20 of the 25 rights over 75 per cent of those aged over 60 thought it very or
fairly important to know about the right. In line with the main survey the rights
that attracted the highest endorsement in terms of importance tend to be of a
universal nature. This includes the importance of ensuring health and safety
(94 per cent), having a set grievance procedure (93 per cent) and unfair
dismissal (93 per cent). Those over 60 also placed a high level of importance
on those rights most relevant to them; discrimination due to age, having a set
retirement procedure and allowing an employee to work up to 65 (all 93 per
cent).

A smaller proportion of those aged over 60 felt knowing about employment
rights were important to them in 23 of the 25 rights, shown in chart 2.5, when
compared with the main survey. The only two exceptions are the obligation to
have a set retirement procedure (93 per cent) and allowing an employee to
work up to 65 (93 per cent). This could be a reflection of the fact older workers
approaching retirement and the end of their working careers place a lower
level of importance on certain employment rights.
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Chart 2.5 Importance of knowing about specific rights
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Specific age related obligations

To allow employees to work up to the age of 65. Of those aged over 60, 93
per cent thought knowing about the right to allow employees to work up to 65.
This is a higher rate than the main survey where 88 per cent thought this was
personally important, but it is not possible to test for statistical significance.
The highest rate of importance is in the age group 60-64 (94 per cent), and
importance is still high for those aged 65-69 (91 per cent) and aged 70+ (90
per cent). The main survey showed those aged 41-49 and 50-59 were
significantly more likely to
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report this right as being important (91 and 97 per cent respectively)
compared with all ages under 40 (83 per cent). In addition older workers who
are still in employment at the time of the survey were significantly more likely
to state this right is important (95 per cent) than those who were no longer in
employment (85 per cent). Possibly related is that those working full time also
placed significantly higher importance (95 per cent) on this obligation than
those working part time (90 per cent).

To follow a set retirement procedure when retiring an employee. Of those
aged over 60, 93 per cent felt that this legal obligation was very or fairly
important to them personally. This is a higher rate than the main survey
population where 89 per cent thought this was personally important, but it is
not possible to test for statistical significance. The highest rate of importance
is in the age group 60-64 (93 per cent), and importance is still high for those
aged 65-69 (92 per cent) and those aged 70+ (89 per cent). The main survey
showed those aged 41-49 and 50-59 were significantly more likely to report
this right as being important (93 and 96 per cent respectively) compared with
all ages under 40 (87 per cent). As with perceived knowledge, the importance
of this right is very similar to the importance placed on the right to allow
employees to work up to 65. Those still in employment and those working part
time are, again, more significantly likely to report this as being personally
important.

To ensure that employees are not treated unfairly because of their age.
Of those aged over 60, 93 per cent felt that this legal obligation was very or
fairly important to them personally, this is the same rate as shown in the main
survey population. The importance of this obligation was highest in the 60-64
age group (94 per cent) but fell slightly for those aged 65-69 and 70+ (91 and
89 per cent). The importance of this right was high across all age groups in
the main survey with the lowest rate being 90 per cent in those aged 25-32.
Those aged 50-59 (96 per cent) were significantly more likely to report this as
being important than those age groups under 40 (91 per cent).

Although this group of three employment rights related to age is shown to be
particularly important to older people, the level of detail known about these
rights does not differ markedly from other employment rights. This may be
cause for concern, while older workers feel these are rights are important
there may be gaps in this group’s awareness and/or knowledge of the detail to
claim these rights or know when they have been infringed.
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2.6 Summary

General awareness

82 per cent of those aged over 60 feel well or very well informed about
their rights generally compared with 78 per cent of the main survey
population. However it is not possible to say whether this is statistically
significant.

Those with a long standing disability or illness are less likely to feel well
or very well informed (75 per cent) and those working for a public
sector organisation (88 per cent) were significantly more likely to report
being well informed or very well informed about their employment rights
compared with the private sector (78 per cent). In addition, those over
60 whose company had a HR department (86 per cent) were also
significantly more likely to feel well informed compared with those
companies who did not (73 per cent).

Sufficiency of knowledge

72 per cent of those aged over 60 feel they know enough about their
employment rights, with those aged 65-69 significantly more likely to
report they know enough compared with those aged 60-64.
Significantly more people aged over 60 and working part time reported
they know enough about their employment rights when compared with
those working full-time.

Awareness of legal obligations

In 15 of the 25 legal rights, a lower proportion of those over 60 were
aware of each right compared with the main survey however some
differences were marginal in some cases. Awareness of specific legal
obligations varied according to the subject area of the obligation but a
smaller proportion of respondents thought some of the non-rights were
legal rights when compared with the main survey population.

65 per cent of those aged over 60 were aware that an employer had to
follow a set retirement procedure when retiring an employee whereas
67 per cent of the main survey population were aware this was a legal
obligation. 73 per cent of those over 60 knew that employers have to
allow employees to work up to the age of 65, higher than the main
survey where 67 per cent knew this was a legal obligation. It is not
possible to say whether these results are statistically significant. Of
those aged over 60, 86 per cent were aware an employer should
ensure employees are not unfairly treated due to their age which is
lower than the main survey result of 89 per cent but unlikely to be
statistically significant. Those over 60 showed a greater awareness of
other employment rights but this could be because many of the other
rights are universal in nature and/or may have been in place for longer
periods of time.
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Knowledge of specific rights

Those aged over 60 reported lower rates of perceived knowledge of the
detail in 16 out of the 25 specific rights compared with the main survey.
Older workers’ self assessment of whether they know a lot or a fair
amount about the detail of the three employment rights related to age is
broadly similar and this level of knowledge is higher than those
surveyed in the main survey population.

Importance of knowing about specific rights

In 23 of the 25 rights a lower proportion of those over 60 felt knowing
about the rights were important compared with the main survey, again
the only exceptions being the obligation to have a set retirement
procedure and allowing an employee to work up to 65. This could be a
reflection of older workers increasing separation from certain specifics
of the labour market as they approach retirement and the end of their
working careers and therefore place a lower level of importance on
such rights. In addition, many of the rights were specific to maternity or
parenting, issues which older people are less likely to see as important
to them.

Rights related to age are shown to be particularly important to older
workers but the level of detail known about these rights does not differ
markedly from other employment rights. This may be cause for
concern, while older workers feel these are rights are important there
may be gaps in this group’s awareness and/or knowledge of the detail
to claim these rights or know when they have been infringed.
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3 Problems at work:
Employment rights, unfair
treatment, discrimination,
bullying and harassment

The second chapter of this report focuses on problems experienced at work.
The methodology used in the age boost of people aged over 60 is identical to
the main survey whereby questions were asked about problems relating to
specific employment rights alongside questions about sex-based harassment,
other forms of bullying and harassment, unfair treatment, discrimination and
any other serious problem at work a respondent may have had.

People were asked if they had experienced problems to do with 18 specific
employment rights in the last 5 years. Respondents were asked to say
whether each was experienced with their current (or most recent if not
currently employed) employer, or with a previous employer, or whether they
had not had this problem at all.

Next respondents were asked how many separate problems they had with
their employment rights in the last five years (as different issues could form
part of the same overall problem). Questions on employment rights were
related to the last 5 years to allow comparisons with the 2005 Employment
Rights at Work Survey but all other questions on problems at work are in the
last 2 years.

For unfair treatment, discrimination and bullying and harassment, the
reference period was set at two years. All respondents were asked whether
they had ever been treated unfairly compared to others in their workplace, and
whether they thought they had experienced discrimination at work. Again,
problems at a current (or most recent) employer were recorded separately
from those at a previous employer.

Next respondents were asked about forms of bullying and harassment that
create a hostile working environment, and whether they had experienced this
in the last two years (as before, separately recorded for current/most recent
employer and for a previous employer).

Lastly respondents were asked whether they had experienced any other
serious problems at work in the last five years, to do with your rights at work,
which have had a severe impact on your physical or psychological health/
well-being or which have had a severe impact on your financial situation.
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This chapter provides an overview of the frequency of problems at work for
those aged over 60. This includes an analysis of the type of problem
experienced, whether it was related to an employment right, unfair treatment,
discrimination or another problem. This section will attempt to provide
characteristics of those groups affected and also analysis of those specific
rights related to age. It should be made clear that in some cases there is a
limit to the analysis conducted as the total sample size of older people asked
this section is 1,049, as opposed to 4,010 surveyed in the main survey.

3.1 Experience of any problem

Chart 3.1 shows the proportion of respondents who had experienced each of
the categories of problem described above and also the proportion that have
experienced any problem. Just over 1 in 5 aged over 60 (22 per cent) had
experienced any of these problems at work, less than 1 in 3 (34 per cent) of
respondents surveyed in the main survey population. Chart 3.1 shows that a
smaller proportion of those aged over 60 experienced problems in all
categories when compared with the proportion of respondents experiencing
problems from the main survey.

Chart 3.1 Experience of problems at work
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Note: * Sample size too small for a reliable estimate

The most common category of problem those aged over 60 experienced was
related to specific employment rights (20 per cent), then unfair treatment (8
per cent) followed by discrimination (4 per cent). This order is in line with the
main survey which found sex-based harassment, other problems and bullying
and harassment to be the least common problems at work. Although it is not
possible to test for statistical significance those over 60 show a decrease in all
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categories of problem indicating that older people may experience fewer
problems at work.

The results in chart 3.1 show those aged over 60 are generally less likely to
report having problems at work. While the boost sample included a higher
proportion of people not in employment, even when this group is removed the
proportion of those over 60 still in employment reporting any problem at work
remains at 22 per cent (in the main survey 32 per cent of those in
employment reported any problem at work). And problems are slightly higher
for those who are no longer in employment (26 per cent).

Table A3.1 (Annex A) shows the characteristics of those aged over 60
reporting any problem at work. Experience of problems was higher in those
aged 60-64 with 25 per cent of respondents reporting any problem compared
with 19 per cent in those aged 65-69. It has not been possible to assess
whether these differences are statistically significant due to the small sample
size of those reporting problems who are aged 65-69 and over 70. Analysis of
the sample also shows that the proportion of those in each age group who are
currently employed is 80, 73 and 86 per cent for the age groups 60-64, 65-69
and over 70 indicating that the proportion in the sample of those in work does
not drop sharply as age increases.

A higher proportion with a long standing illness or disability reported any
problem at work (32 per cent) compared with those with no iliness or disability
(20 per cent). This compares similarly to the main survey where 49 per cent of
those with a long standing iliness or disability reported experiencing a problem
at work.

3.2 Experience of multiple problems

The main survey showed there was considerable overlap between
experiences of different categories of problem (Table 3.1), with a significant
proportion of respondents experiencing problems in more than one category
(18 per cent) as opposed to 16 per cent who experienced one problem. Those
aged over 60 mainly experienced one problem at work (12 per cent) and 10
per cent experienced two or more problems at work.

Table 3.2 shows the extent of multiple problems, among respondents who
experienced any problems. The chart shows combinations reported by at least
2 per cent of respondents. The most common combination was employment
rights with unfair treatment (14 per cent), and the range of other combinations
with employment rights made up a further 13 per cent. This distribution is
similar to that found in the main survey population, except the majority of
problems are for employment rights only and less of an emphasis on multiple
problems. It is not possible to assess whether any of these differences are
statistically significant.
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Table 3.1 Overlaps between different categories of problem*

Aged over 60 Main Survey

% that have had none of these problems 77 66
% that have experienced only one of these categories 12 16
% that have experienced two of these categories 5 8
% that have experienced three of these categories 3 5
% that have experienced four of these categories 2 3
% that have experienced five of these categories 1
% that have experienced six of these categories 1
% that have experienced seven of these categories 0 -
% that have experienced all of these categories 0

% that have experienced two or more of these categories 10 18

Note: *=8 categories defined as (1) employment rights, (2) unfair treatment, (3) discrimination, (4) bullying, (5) sexual harassment, (6) other
problem to do with rights at work, (7) other problem with severe impact on health or wellbeing and (8) other problem with severe impact on
financial situation. -* =less than 0.5%

Source: BIS's FTWS 2008 Age boost

Base: All respondents (1049 unweighted, 1049 weighted)

Table 3.2 Combinations of problem experienced

Aged over 60 Main Survey

Employment rights problem only 42 38
Employment rights and unfair treatment 14 12
Employment rights and unfair treatment and 6 4
discrimination

Employment rights and bullying & harassment 4 -
Bullying & harassment only 3 2
Other problem with a severe impact on health only 3 -
Employment rights and unfair treatment and 3 4

discrimination and bullying & harassment

Employment rights and unfair treatment and 3
discrimination and other problem with severe impact on

financial situation

Unfair treatment and bullying & harassment 2

Employment rights and unfair treatment and bullying & 2

harassment and other problem with a severe impact on

health

Discrimination only 2 2
Employment rights and other problem with a severe 2

impact on health and other problem with a severe

impact on financial situation

Other combinations with Employment rights 13 25
Other combinations without Employment rights 4 5

Note: *=less than 0.5%
Source: BIS's FTWS 2008 Age boost
Base: Respondents who had a problem at work (229 unweighted, 235 weighted)
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3.3 Problems with employment rights

Sections 3.1 and 3.2 introduced the extent to which those aged over 60 are
experiencing problems at work and some of the characteristics of these
problems. Employment rights account for the largest proportion of problems in
this age group and the following section will look in more detail at these
problems. Where possible some of the characteristics of those experiencing
problems with employment rights will be discussed, but with a total of 208
respondents reporting these results will not always be possible.

Table A3.2 (Annex A) shows the characteristics of those aged over 60 who
have had a problem with employment rights. Broken down by age, problems
with employment rights follows a similar pattern to those experiencing any
problem with 22 per cent of those aged 60-64 reporting a problem in the last 5
years, this then declines in the age group 65-69 (17 per cent). A smaller
proportion of those working part-time (18 per cent) experienced problems with
employment rights compared with those working full-time (21 per cent). Those
with a long standing illness or disability (28 per cent) were also more likely to
experience problems with employment rights compared with those without (18
per cent).

Chart 3.2 shows overall a smaller proportion of those aged over 60
experience problems with employment rights in 17 out of 18 categories when
compared with the main survey. The only exception to this is, understandably,
a higher proportion of older people experience problems to do with retirement.
The proportion shown is a proportion of all those aged over 60 surveyed in
order to give an indication of the prevalence of this problem in this age group.

For those aged 60-64, 4 per cent reported retirement as the reason for the
employment rights problems. It is not possible to give a more detailed
breakdown by age due to the small sample size, however, those no longer in
employment (7 per cent) were significantly more likely to report this as a
reason for the employment rights problem than those still in employment (2
per cent).
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Chart 3.2 Experience of problems with rights at work
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Chart 3.2 indicates that the most common problems involving those over 60
are that employers have not followed correct procedures or problems to do
with pay. In addition, other broader issues such as problems with health and
safety, terms and conditions, the number of days required to work and rest
breaks at work are all more prevalent than specific problems with retirement in
those aged over 60.

3.4 Problems with unfair treatment and discrimination

Section 3.2 introduced the extent to which those over 60 are experiencing
problems with employment rights; this section details the extent of problems
due to unfair treatment. Table 3.3 shows 8 per cent of those aged over 60
reported being treated unfairly at work in the last two years. The majority of
these cases were found to be with the employee’s current or ‘recent’ employer
rather than their previous employer. Table 3.3 provides a comparison with the
same question asked in the main survey and older people are shown to report
fewer incidences of unfair treatment.
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Table 3.3 Experience of unfair treatment at work

Aged over 60 Main Survey
Yes (net) 8% 13%
Yes - current / recent employer 6% 10%
Yes - previous employer 2% 4%
No 92% 87%
Don't know 0% *

Source: BIS's FTWS 2008; Aged over 60, BIS's FTWS 2008 Age boost
Base: All respondents (FTWS 2008: weighted=4010, unweighted=4010; FTWS 2008 Age boost: weighted=1049, unweighted=1049)
* sample size too small for a reliable estimate

Table A3.3 (Annex A) shows the characteristics associated with older people
who have experienced unfair treatment at work. The reporting of unfair
treatment was highest in the age group 60-64 (9 per cent) and declines for
those aged 65-69 (7 per cent). This again follows the pattern seen in
employment rights whereby the incidence of respondents reporting problems
declines as age increases. For those individuals still in employment the
proportion who have experienced unfair treatment remains at 8 per cent and
falls slightly to 7 per cent for those who have now left employment.

Problems with unfair treatment were significantly higher for those who report
their religion as non-Christian (15 per cent) compared with Christians (7 per
cent). Higher than average problems are also seen in those who have been
with their current employer less than a year (13 per cent), work in
organisations with more than 500 people (12 per cent) and are not permanent
employees (11 per cent). These differences are not statistically significant. It is
important to note the table contains results from a bivariate analysis by each
characteristic with the proportion of respondents reporting each problem and,
unlike a multivariate approach, does not specifically control for the effect of
different combinations of characteristics. For example, characteristics such as
part-time employment, trade union membership and employment length are
related to age therefore higher incidences of unfair treatment may be due to
age rather than each of these characteristics independently.

Chart 3.3 summarises the reasons given for unfair treatment. Respondents
were permitted to give as many reasons as they thought appropriate and
some categories have been omitted from the chart as the numbers were too
small to give a reliable estimate.

The most common reason for unfair treatment in those aged over 60 is the
‘attitude and personality of others’, followed by ‘age’ and ‘it's just the way
things are when you work’. Chart 3.3 below shows those reporting unfair
treatment for each reason as a proportion of all those reporting unfair
treatment. This is different to chart 3.2 and table 3.3 which displayed problems
with employment rights as a proportion of the whole sample. If these results
were shown as a proportion of the whole sample, 2 per cent of those aged
over 60 reports being treated unfairly due to their age compared with 1 per
cent in the main survey. From the results shown in chart 3.2 we can also see
that there are many problems with specific employment rights which affect a
larger proportion of those over 60 than the 1 per cent treated unfairly because
of their age.
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The main survey shows us unfair treatment due to age is more common in
younger age groups. In those aged 16-24, 25 per cent reported age as being
the reason for unfair treatment, 4 per cent of all 16-24 year olds questioned. It
is not possible to explore further characteristics of unfair treatment due to age,
such as whether the problems are experienced by those in or out of work due
to the small number of cases involved.

Chart 3.3 Experience of unfair treatment at work
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Source: BIS's FTWS 2008; Aged over 60, BIS's FTWS 2008 Age boost
Base: All respondents that were treated unfairly in the last 2 years (FTWS 2008: unweighted=538; FTWS 2008 Age boost: unweighted=79)
Note: Whether unfair treatment was a breach of legal employment rights was asked for the categories indicated only.

We continue to now look at the extent of problems due to discrimination.
Table 3.4 shows that 4 per cent of those aged over 60 reported experiencing
discrimination at work in the last two years. The majority of these cases were
found to be with the employee’s current or recent employer rather then their
previous employer. Table 3.4 provides a comparison to the same question
asked in the main survey and older people are shown to report fewer
incidences of discrimination.

Table A3.3 (Annex A) shows the characteristics associated with older people
who have experienced discrimination work. The proportion of those over 60
reporting discrimination was highest in the age group 60-64 (5 per cent) and
declines for those aged 65-69 (3 per cent), it is not possible to give an
estimate for those over 70 due to very few incidences in this age group. When
looking at employment status the proportion that have experienced
discrimination remains at 4 per cent for both those in employment and those
who have now left employment.
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Table 3.4 Experience of discrimination at work

Aged over 60 Main Survey
Yes (net) 4% 7%
Yes - current / recent employer 4% 6%
Yes - previous employer 0% 2%
No 96% 85%
Don't know 0% *

Source: BIS's FTWS 2008; Aged over 60, BIS's FTWS 2008 Age boost
Base: All respondents (FTWS 2008: weighted=4010, unweighted=4010; FTWS 2008 Age boost: weighted=1049, unweighted=1049)
* sample size too small for a reliable estimate

Problems with discrimination were significantly higher in males (5 per cent)
compared with females (2 per cent) and also in those who are non-Christian
(8 per cent) compared with people who report their religion as Christian (3 per
cent). Those with a long-standing illness or disability were also significantly
more likely to report discrimination (8 per cent) compared with those without
(3 per cent). Interestingly, those who work full-time (6 per cent) were
significantly more likely to report experiencing discrimination compared with
those working part time (1 per cent). It is important to note that all these
proportions are less than those reported in the main survey population for
each characteristic, but it is not possible to say whether these differences are
statistically significant.

Chart 3.4 Experience of discrimination at work
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Chart 3.4 summarises the reasons given for discrimination. Respondents
were permitted to give as many reasons as they thought appropriate however
some categories have been omitted from the chart as the numbers reporting
these reasons were too small to give a reliable estimate.

The most common reason for discrimination in those aged over 60 is age
followed by the respondent’s position in the organisation and people’s
relationships at work. The chart above shows those reporting discrimination
for each reason as a proportion of all those reporting discrimination. If these
results were shown as a proportion of the whole sample, 1 per cent of those
aged over 60 report being discriminated against because of their age
compared with 1 per cent in the main survey. It is not possible to explore
further characteristics of age discrimination such as whether the problems
with discrimination are experienced by those in or out of work due to the small
number of cases involved.

Although age is the main reason those aged over 60 give for the
discrimination experienced, it is important to put this in context. The main
survey shows us that discrimination due to age is much more common among
younger age groups. In those aged 16-24 who had been discriminated
against, 48 per cent reported age as being the reason compared with 35 per
cent in those aged over 60. When looking at all 16-24 year olds in the main
survey population 5 per cent experienced discrimination because of their age,
more than experienced in those aged over 60 (1 per cent). Although this result
was not tested for statistical significance this does indicate a large difference
between older ages and the youngest age group. The main report showed
older workers experience significantly fewer problems with unfair treatment
compared with those aged 16-24 and lower rates compared with other age
groups.

3.5 Problems with bullying and harassment at work and other
problems

The following details the extent of problems due to bullying and harassment.
Incidences of sex-based harassment were too small to give a reliable estimate
therefore it is not possible to provide further analysis on this problem. Table
3.5 shows that 3 per cent of those aged over 60 reported experiencing
bullying and harassment at work in the last two years. The majority of these
cases were found to be with the employee’s current or recent employer rather
then their previous employer. Table 3.5 provides a comparison with the same
question asked in the main survey and older people are shown to report fewer
incidences of bullying and harassment.

Table 3.5 Experience of bullying and harassment at work

Aged over 60 Main Survey
Yes (net) 3% 5%
Yes - current / recent employer 3% 3%
Yes - previous employer 1% 2%
No 97% 95%
Don't know 0% *

Source: BIS's FTWS 2008; Aged over 60, BIS's FTWS 2008 Age boost
Base: All respondents (FTWS 2008: weighted=4010, unweighted=4010; FTWS 2008 Age boost: weighted=1049, unweighted=1049)
* sample size too small for a reliable estimate
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Table A3.3 (Annex A) shows the characteristics associated with older people
who have experienced bullying and harassment work. The proportion of those
over 60 reporting bullying and harassment was highest in the age group 60-64
(4 per cent) and declines for those aged 65-69 (3 per cent); it is not possible
to give an estimate for those over 70 due to very few incidences in this age

group.

There were very few differences between characteristics of those
experiencing bullying and harassment. Apart from higher reports seen in
females (5 per cent), public sector organisations (5 per cent) and those with a
long-standing iliness or disability (5 per cent), but none of these differences
are statistically significant.

At the end of the sequence of questions about specified problems at work,
unfair treatment, discrimination, sexual harassment, bullying and harassment
respondents were invited to respond to a question designed to gather data on
‘any other serious problems at work in the last FIVE years’. Table 3.6 shows 1
per cent of those over 60 had additional problems with their rights at work not
covered in the list of employment rights described in section 3.3. In addition, 3
per cent of respondents reported a problem that had a severe impact on
physical and psychological well-being and 3 per cent a problem which had a
severe impact on their financial situation.

Table 3.6 Experience of other problems at work

Aged over 60 Main Survey
Rights at work 1% 3%
Physical or psychological well-being 3% 5%
Financial Situation 3% 4%

Source: BIS's FTWS 2008; Aged over 60, BIS's FTWS 2008 Age boost
Base: All respondents (FTWS 2008: weighted=4010, unweighted=4010; FTWS 2008 Age boost: weighted=1049, unweighted=1049)

When compared with the main survey this supports the general trend seen
throughout the chapter whereby a smaller proportion of those over 60 report
experiencing problems at work when compared with the representative Great
Britain sample in the main survey.
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3.6 Summary

Any problems

e 1in5 aged over 60 experienced any problem at work compared with 1
in 3 in the main survey population. Experience of problems was higher
in those aged 60-64 with 25 per cent of respondents reporting any
problem compared with 19 per cent for those aged 65-69.

e 22 per cent of those in employment reported experiencing any problem,
less than 26 per cent of those who are no longer in employment.

e The majority of respondents experience one problem whereas a
greater majority in the main survey experienced multiple problems.

Employment rights

e 20 per cent of those aged over 60 report having had problems with
employment rights with the incidence of problems declining as age
increases.

e 3 per cent of those aged over 60 experienced problems to do with
retirement. Of those no longer in employment 7 per cent reported this
as a reason for the employment rights problem, significantly more than
3 per cent of those still in employment.

Unfair treatment

e 8 per cent of those aged over 60 had experienced unfair treatment at
work. Of these people, 27 per cent said the reason for the unfair
treatment was because of their age.

e Although age was stated as one of the main reasons for unfair
treatment, this is less than experienced in those aged 16-24. 2 per cent
of all those aged over 60 report unfair treatment due to their age
compared with 4 per cent of those aged 16-24 in the main survey.

Discrimination

e 4 per cent of those aged over 60 had experienced discrimination at
work. Of these people, 35 per cent said the reason for the
discrimination was because of their age.

e Although age was stated by this age group as the main reason for
discrimination, this is less than experienced in those aged 16-24. 1 per
cent of all those aged over 60 reported discrimination due to their age
compared with 5 per cent of those aged 16-24 in the main survey.

e Those who work full-time (6 per cent) were significantly more likely to
report experiencing discrimination compared to those working part-time
(1 per cent).

Bullying, harassment and other problems
e 3 per cent of those aged over 60 had experienced bullying and
harassment at work compared with 5 per cent in the main survey. The
majority of these cases were with the respondent’s current employer.
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4 Problems and their
resolution

In chapter 3 we found smaller proportions of those aged over 60 experienced
problems at work in all categories when compared with the main survey.
Problems with employments rights was the most common category (1 in 5)
followed by unfair treatment (1 in 10), discrimination (1 in 20) and bullying and
harassment (1 in 30).

The following section asks respondents to focus on their most serious
problem experienced and explores whether the problem is now over or still
ongoing, what the final outcome of the problem was and what steps the
respondent took to try and resolve the problem.

This current section focuses on the respondent’s most serious problem. There
are only 234 cases available to provide information on the outcome of
problems and the methods of resolution. With this in mind analysis of the
characteristics may not always be possible due to the small number of
differences in cases.

4.1 Current status of most serious problem

Chart 4.1 Current status of most serious problem
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unweighted=228)
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Chart 4.1 shows how survey respondents assessed the current status of their
most serious problem. The majority were clear about whether the problem
was ‘now over’ (60 per cent) as also seen in the main survey. The proportions
in the other categories show a similar pattern to those in the main survey
where approximately 1 in 3 state that their problem was still ongoing and
smaller proportions stating that their problem was ‘most likely now over’ or ‘too
early to say’. These results are unlikely to be statistically significant if tested.

4.2 Outcome of most serious problem

Chart 4.2 shows the majority (81 per cent) of those whose problem at work
was now over or most likely over had stayed with the same employer, similar
to the result found in the main survey (76 per cent).

When those who had subsequently changed their employer were asked
whether this decision was a direct result of the problem, 31 per cent of those
over 60 said that this was, less than the 50 per cent of respondents answering
the same question in the main survey.

Chart 4.2 Outcome of most serious problem
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Base: All respondents whose problem is now over or most likely over (FTWS 2008: unweighted=831; FTWS 2008 Age boost: unweighted=150)

Due to the small number of people leaving their employer, it is not possible to
focus more on the reasons for their departure. However, of those who
remained with their employer the majority of problems were resolved by their
employer taking action to resolve the problem (39 per cent) and the second
most common reason was that nothing was resolved and just went on as
before (29 per cent). This is similar with the main survey where 39 per cent
also had their employer take action however a smaller proportion (19 per cent)
just went on as before. This may indicate increased apathy amongst older
workers who may be more likely to leave problems rather than take further
action.
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4.3 The type of information or advice sought

Respondents were asked of their most serious problem, “Did you try to get
advice or information to help you resolve this problem from any of these
sources?” and chart 4.3 shows the routes those aged over 60 took to gain
information regarding their problem at work. The categories shown are those
where the number of people using each of the sources was large enough to
provide a reliable estimate. Those categories not shown include, Acas,
DirectGov website, the Employment Tribunals Service, the internet / intranet,
Library, staff handbook and the Job Centre.

For those over 60 the most popular source of information was consulting a
manager at work which is a larger proportion than seen in the main survey. In
addition older workers are much more likely to consult a trade union
representative, both inside (33 per cent) and outside (25 per cent) of the
workplace a result likely to be significant as older workers are more likely to
be members of trade unions.

Chart 4.3 Sources of advice or information
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When compared with the main survey a larger proportion of those aged over
60 contacted a manager at work and a trade union, inside and outside of the
workplace. A smaller proportion of respondents utilised their personnel / HR
officer (21 per cent), another colleague at work (15 per cent) and a friend
without specialist knowledge. It is not possible to look further into the
characteristics and how the source of information may vary with these
characteristics due to the small number of people with a problem scattered
across a number of different sources of information.

However, chart 4.4 shows the reasons why those aged over 60 contacted a
source of information about their problem. The largest proportion of those who
contacted a source of information was because they wanted to know about
procedures and what to do next (43 per cent). The chart below shows that the
majority of older people, as in the main survey, contact sources of information
mainly for information and also information on legal rights (36 per cent).

Those aged over 60 were more likely to want justice or redress for their
problem (25 per cent) when compared with the main survey population (20
per cent). This finding was also seen in the main survey where younger
people were more likely to want to know who to contact or where to get help
and older people more likely to want the source of advice to take on their case
or act on their behalf.

Chart 4.4 Reason for contacting sources of advice or information
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Respondents were asked “were able to get the advice and information you
needed from the first / only advisor?” and the majority of respondents (72 per
cent) were able to find the right information similar to the result in the main
survey where 76 per cent were able to find the right information.

4.4 Summary

Current status of most serious problem

The majority were clear about whether the problem was ‘now over’ (60
per cent) as also seen in the main survey.

Outcome of most serious problem

The majority (81 per cent) of those whose problem at work was now
over or most likely over had stayed with the same employer, similar to
the result found in the main survey (76 per cent).

A smaller proportion of respondents left their employer as a direct
result of the problem. When those who had subsequently changed their
employer were asked whether this decision was a direct result of the
problem, 31 per cent of those aged over 60 said that this was, less than
the 50 per cent of respondents answering the same question in the
main survey.

Of those who remained with their employer the majority of problems
were resolved by their employer taking action to resolve the problem
(39 per cent) and the second most common reason was that nothing
was resolved and just went on as before (29 per cent). This is similar
with the main survey where 39 per cent also had their employer take
action however a smaller proportion (19 per cent) just went on as
before. This may indicate increased apathy amongst older workers who
may be more likely to leave problems rather than take further action.

The type of information or advice sought

Those aged over 60 are much more likely to consult a trade union
representative, both inside (33 per cent) and outside (25 per cent) of
the workplace.

Those aged over 60 were more likely to want justice or redress for their
problem (25 per cent) when compared to the main survey population
(20 per cent).
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Annex A — Reference
tables

Table A2.1 How informed respondents feel about their rights

Percentages Very well Well Notwell  Notatall Weighted Unweighted
base base
All 26 56 15 3 680 687
Region
England 26 55 15 3 592 592
Wales 14 69 16 1 35 37
Scotland 32 54 11 3 53 58
Workplace characteristics
Ownership
Public 28 60 10 2 206 211
Private 25 54 18 4 431 431
Third sector 33 52 15 - 37 40
Industry (SIC)
Agriculture and fishing * * * * * *
Energy and water * * * * * *
Manufacturing 22 58 15 5 68 63
Construction * * * * * *
Distribution, hotels and 129
restaurants 27 50 17 6 134
Transport and communication 27 57 15 2 43 44
Banking, finance and insurance 30 56 12 2 116 115
Public administration, education
and health 25 60 13 1 199 213
Other services 20 54 23 4 57 64
Workplace size (employees)
1-9 24 59 15 2 133 142
10-24 23 54 20 3 131 131
25-99 26 54 15 4 161 162
100-499 33 50 16 1 129 130
500 or more 30 57 6 6 89 84
Trade union recognition
Yes 30 58 10 2 272 276
No 24 53 18 4 373 374
Personnel/HR department
Yes 29 57 12 2 473 475
No 21 52 22 5 185 190
Equal opportunities policy
Yes 28 56 13 2 512 514
No 30 47 16 8 77 77

Note: Answers of don’t know, not stated or that were not classifiable on the breakdown questions are not shown separately but are included in
the All figures. Less than 1% of respondents overall answered ‘don’t know' to this question and so this category is not shown separately
Source: BIS's FTWS 2008 older workers Q2.2

* Sample size too small for reliable estimate

Base: All respondents that were asked Section 2
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Table A2.1 How informed respondents feel about their rights
(continued)

Percentages Very well Well Notwell  Notatall Base (wt.) Base (unwt.)
Job characteristics

Occupation (NS-SEC)

Managerial and professional 31 58 1 1 188 182
Intermediate 30 55 13 2 141 145
Routine and manual 22 54 19 5 347 354
Managerial/ supervisory duties

Yes 32 52 13 3 196 193
No 24 57 16 3 484 494
Employment status

Permanent 26 55 15 3 623 632
Not permanent 26 61 13 - 57 55
Full time 27 54 16 3 392 379
Part time 27 57 14 3 272 291
Number of jobs

One job 28 53 16 3 510 508
More than one * * * * * *

Equal opportunities training

Yes 35 56 7 2 235 233
No 21 56 19 4 443 451
Trade union/staff assoc. member

Trade union 30 56 11 3 196 193
Staff association * * * * * *
Neither 25 54 17 3 450 457
Length of service (years)

Up tO l * * * * * *
1to2 25 65 10 - 66 69
3t05 3 42 24 3 109 111
61015 23 56 18 4 222 224
More than 15 28 57 12 4 239 245
Earnings per year (£'000)

Under 15 22 61 14 3 314 328
15-24.99 30 44 20 6 143 135
25-39.99 27 62 11 - 99 91
40 + 44 41 11 3 35 34
Earn less than £6.50 per hour

Yes 11 52 34 3 56 61
No 30 53 13 4 296 288

See footnote, source and base details on previous page.
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Table A2.1 How informed respondents feel about their rights
(continued)

Percentages Very well Well Notwell Notatall Base (wt.) Base (unwt.)
Individual characteristics

Age

60-64 26 55 15 4 495 458
65-69 30 54 15 2 131 162
70+ 18 67 14 1 54 67
Sex

Male 28 54 15 3 400 366
Female 24 58 15 3 280 321
Ethnicity

White 25 56 15 3 666 671
BME/Other * * * * * *
Country of birth

UK 26 56 15 3 623 630
Non UK 32 56 12 1 57 57
Highest educational qualification

Higher/postgrad degree 26 51 23 - 56 57
Undergraduate degree 42 47 9 2 64 64
HE (below degree) 26 67 8 - 84 81
AJAS level 21 63 13 3 73 69
GCSE (A-C) 24 58 17 1 88 93
GCSE (D-G) 30 46 14 11 58 60
Other incl. trade apprenticeships 28 58 10 4 76 73
None of these 22 51 50 3 172 180
Children in household

Yes * * * * * *
No 26 56 15 3 664 670
Longstanding illness/disability

Yes 22 54 21 4 135 140
No 27 56 14 3 544 545
Sexual orientation

Heterosexual 26 56 15 3 661 666
Gay/ Leshian/ Bisexual * * * * * *
Religion

Christian 26 56 14 3 575 590
Other/None 24 56 19 1 99 91
Problems at work

Any 15 52 25 8 150 146
None 29 57 12 2 525 534
How seriously employer takes employment rights

Very seriously 37 54 8 1 351 355
Fairly seriously 17 62 19 2 245 247
Not very seriously 8 42 39 11 53 55
Not seriously at all * * * * * *
Don't know * * * * * *

See footnote, source and base details on previous page.
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Table A2.2 How sufficient is respondents knowledge about their rights

Percentages Know as much  Could dowith  Weighted base ~ Unweighted
as needed knowing more base
All 72 28 680 687
Region
England 71 29 592 592
Wales 73 27 35 37
Scotland 82 18 53 58
Workplace characteristics
Ownership
Public 72 27 206 211
Private 70 30 431 431
Third sector 86 12 37 40
Industry (SIC)
Agriculture and fishing * * * *
Energy and water * * * *
Manufacturing 68 32 68 63
Construction * * * *
Distribution, hotels and restaurants 69 31 134 129
Transport and communication 69 29 43 44
Banking, finance and insurance 73 27 116 115
Public administration, education and
health 72 27 199 213
Other services 80 20 57 64
Workplace size (employees)
1-9 77 23 133 142
10-24 69 Kl 131 131
25-99 72 27 161 162
100-499 68 32 129 130
500 or more 68 31 89 84
Trade union recognition
Yes 73 26 272 276
No 70 30 373 374
Personnel/HR department
Yes 74 26 473 475
No 68 32 185 190
Equal opportunities policy
Yes 71 28 512 514
No 74 26 77 77

Note: Answers of don’t know, not stated or that were not classifiable on the breakdown questions are not shown separately but are included in
the All figures. 1% of respondents overall answered ‘don’t know’ to this question and so this category is not shown separately

Source: BIS's FTWS 2008 older workers Q2.3

* Sample size too small for reliable estimate

Base: All respondents that were asked Section 2
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Table A2.2 How sufficient is respondents knowledge about their rights
(continued)

Percentages Know as much  Could do with Base (wt.) Base (unwt.)
as needed knowing more

Job characteristics
Occupation (NS-SEC)

Managerial and professional 78 22 188 182
Intermediate 72 28 141 145
Routine and manual 68 31 347 354
Managerial/ supervisory duties

Yes 69 3 196 193
No 73 27 484 494
Employment status

Permanent 71 29 623 632
Not permanent 80 20 57 55
Full time 66 33 392 379
Part time 78 22 272 291
Number of jobs

One job 71 29 510 508
More than one * * * *

Equal opportunities training

Yes 77 23 235 233
No 69 31 443 451
Trade union/staff assoc. member

Trade union 74 25 196 193
Staff association * * * *
Neither 70 30 450 457
Length of service (years)

Upto1l * * * *
1to2 75 25 66 69
3t05 70 30 109 111
6t0 15 68 32 222 224
More than 15 73 26 239 245
Earnings per year (£'000)

Under 15 73 26 314 328
15-24.99 61 39 143 135
25-39.99 79 21 99 91
40 + 68 32 35 34
Earn less than £6.50 per hour

Yes 70 29 56 61
No 68 32 296 288

See footnote, source and base details on previous page.
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Table A2.2 How sufficient is respondents knowledge about their rights

(continued)

Percentages Know as much  Could do with Base (wt.) Base (unwt.)
as needed knowing more

Individual characteristics

Age

60-64 68 31 495 458

65-69 78 21 131 162

70+ 85 15 54 67

Sex

Male 71 29 400 366

Female 73 26 280 321

Ethnicity

White 71 28 666 671

BME/Other * * * *

Country of birth

UK 71 28 623 630

Non UK 77 23 57 57

Highest educational qualification

Higher/postgrad degree 66 34 56 57

Undergraduate degree 81 19 64 64

HE (below degree) 67 33 84 81

AJAS level 72 28 73 69

GCSE (A-C) 75 24 88 93

GCSE (D-G) 70 30 58 60

Other incl. trade apprenticeships 70 30 76 73

None of these 74 25 172 180

Children in household

Yes * * * *

No 71 28 664 670

Longstanding illness/disability

Yes 66 34 135 140

No 73 26 544 545

Sexual orientation

Heterosexual 72 28 661 666

Gay/ Leshian/ Bisexual * * % *

Religion

Christian 72 27 575 590

Other/None 67 33 99 91

Problems at work

Any 53 47 150 146

None 77 22 525 534

See footnote, source and base details on previous page.
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Table A2.3 Knowledge of employers’ legal obligations — mean number
of correct answers

Mean number of Standard error Weighted base ~ Unweighted

correct answers  of the mean base
All 22,51 0.15 680 687
Region
England 22.62 0.16 592 592
Wales 21.06 0.71 35 37
Scotland 22.23 0.59 53 58
Workplace characteristics
Ownership
Public 23.01 0.23 206 211
Private 22.21 0.20 431 431
Third sector 22.93 054 37 40
Industry (SIC)
Agriculture and fishing * * * *
Energy and water * * * *
Manufacturing 22.64 0.45 68 63
Construction % * * *
Distribution, hotels and restaurants 21.79 0.40 134 129
Transport and communication 22.83 051 43 44
Banking, finance and insurance 23.04 0.34 116 115
Public administration, education and
health 23.10 0.23 199 213
Other services 21.18 0.58 57 64
Workplace size (employees)
1-9 22.34 0.34 133 142
10-24 22.25 0.33 131 131
25-99 22.30 0.32 161 162
100-499 23.37 0.30 129 130
500 or more 23.41 0.31 89 84
Trade union recognition
Yes 23.25 0.19 272 276
No 2211 0.22 373 374
Personnel/HR department
Yes 22.98 0.16 473 475
No 21.55 0.34 185 190
Equal opportunities policy
Yes 23.14 0.14 512 514
No 21.18 0.56 77 77

Note: Answers of don’t know, not stated or that were not classifiable on the breakdown questions are not shown separately but are included in
the All figures

Source: BIS's FTWS 2008 older workers Q2.6

* Sample size too small for reliable estimate

Base: All respondents that were asked Section 2
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Table A2.3 Awareness of employers’ legal obligations — mean number
of correct answers (continued)

Mean number of Standard error Base (wt.) Base (unwt.)
correct answers  of the mean

Job characteristics
Occupation (NS-SEC)

Managerial and professional 23.76 0.20 188 182
Intermediate 22.48 0.30 141 145
Routine and manual 21.88 0.23 347 354
Managerial/ supervisory duties

Yes 23.51 0.21 196 193
No 22.11 0.19 484 494
Employment status

Permanent 22.56 0.15 623 632
Not permanent 22.00 0.56 57 55
Full time 22.68 0.20 392 379
Part time 22.34 0.23 272 291
Number of jobs

One job 2257 0.17 510 508
More than one * * * *

Equal opportunities training

Yes 2351 0.20 235 233
No 21.99 0.20 443 451
Trade union/staff assoc. member

Trade union 23.20 0.22 196 193
Staff association * * * *
Neither 22.33 0.19 450 457
Length of service (years)

Uptol * * * *
1t02 22.32 0.51 66 69
3t05 22.63 0.33 109 111
6to 15 22.39 0.27 222 224
More than 15 22.62 0.25 239 245
Earnings per year (£'000)

Under 15 22.27 0.23 314 328
15-24.99 22.01 0.35 143 135
25-39.99 23.56 0.26 99 91
40 + 23.62 0.55 35 34
Earn less than £6.50 per hour

Yes 21.58 0.62 56 61
No 22.69 0.21 296 288

See footnote, source and base details on previous page.
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Table A2.3 Awareness of employers’ legal obligations — mean number
of correct answers (continued)

Mean number of Standard error Base (wt.) Base (unwt.)
correct answers  of the mean

Individual characteristics

Age

60-64 22.64 0.17 495 458
65-69 2261 0.31 131 162
70+ 21.14 0.66 54 67
Sex

Male 22.46 0.21 400 366
Female 22.59 0.21 280 321
Ethnicity

White 2255 0.15 666 671
BME/Other * * * *
Country of birth

UK 22.49 0.16 623 630
Non UK 22.79 0.50 57 57
Highest educational qualification

Higher/postgrad degree 23.24 0.46 56 57
Undergraduate degree 22.76 0.45 64 64
HE (below degree) 23.58 0.37 84 81
A/AS level 23.20 0.38 73 69
GCSE (A-C) 23.29 0.37 88 93
GCSE (D-G) 23.03 0.42 58 60
Other incl. trade apprenticeships 20.96 0.58 76 73
None of these 21.52 0.31 172 180
Children in household

Yes * * * *
No 22.50 0.15 664 670
Longstanding illness/disability

Yes 22.34 0.32 135 140
No 22.59 0.16 544 545
Sexual orientation

Heterosexual 2255 0.15 661 666
Gay/ Leshian/ Bi * * * *
Religion

Christian 22.47 0.16 575 590
Other/None 2277 0.41 99 91
Problems at work

Any 22.79 0.29 150 146
None 2245 0.17 525 534

See footnote, source and base details on previous page.
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Table A3.1 Percentage reporting any problem at work

Percentages No problem Any problemt  Weighted base ~ Unweighted
base
All 77 23 1049 1049
Region
England 77 23 914 907
Wales 72 28 50 52
Scotland 84 16 85 90
Workplace characteristics
Ownership
Public 76 24 331 334
Private 77 23 654 649
Third sector 83 17 55 57
Industry (SIC)
Agriculture and fishing * * * *
Energy and water * * * *
Manufacturing 75 25 103 96
Construction 84 16 51 45
Distribution, hotels and restaurants 79 21 194 188
Transport and communication 78 22 67 69
Banking, finance and insurance 75 25 168 168
Public administration, education and
health 78 22 326 336
Other services 74 26 91 101
Workplace size (employees)
1-9 80 20 210 223
10-24 82 18 195 195
25-99 73 27 245 245
100-499 76 24 201 198
500 or more 78 22 141 129
Trade union recognition
Yes 75 25 452 447
No 79 21 547 550
Personnel/HR department
Yes 78 22 722 714
No 77 23 296 303
Equal opportunities policy
Yes 79 21 786 783
No 72 28 125 121

Note: Answers of don’t know, not stated or that were not classifiable on the breakdown questions are not shown separately but are included in
the All figures. 1% of respondents overall answered ‘don’t know' to this question and so this category is not shown separately

T Problems included in this category are: Employment rights problems (last 5 years); Unfair treatment (last 2 years); Discrimination (last 2
years); Sex-hased harassment (last 2 years); Bullying & harassment (last 2 years); Other problem with a severe impact on physical or
psychological health/well-being (last 5 years); Other problem to do with rights at work (last 5 years).

Source: BIS's FTWS 2008 older workers

* Sample size too small for reliable estimate

Base: All respondents asked Q5.1, Q5.3b, Q5.4, Q5.6, Q5.7
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Table A3.1 Percentage reporting any problem at work (continued)

Percentages No problem Any problemt  Weighted base ~ Unweighted
base

Job characteristics
Occupation (NS-SEC)

Managerial and professional 80 20 282 274
Intermediate 76 24 209 213
Routine and manual 77 23 548 551
Managerial/ supervisory duties

Yes 74 26 304 298
No 79 21 744 751
Employment status

Permanent 78 22 955 959
Not permanent 76 24 93 90
Full time 75 25 598 577
Part time 80 20 433 451
Employment type

Current 78 22 832 829
Former 74 26 217 220
Equal opportunities training

Yes 76 24 377 366
No 78 22 668 678
Trade union/staff assoc. member

Trade union 72 28 303 294
Staff association 89 11 44 47
Neither 79 21 694 698
Length of service (years)

Uptol 70 30 61 49
1t02 78 22 96 97
3t05 77 23 164 168
6to0 15 77 23 360 357
More than 15 79 21 357 365
Earnings per year (£'000)

Under 15 79 21 489 510
15-24.99 72 28 224 207
25-39.99 71 29 141 131
40 + 75 25 62 57
Earn less than £6.50 per hour

Yes 80 20 123 134
No 76 24 587 566

See footnote, source and base details on previous page.
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Table A3.1 Percentage reporting any problem at work (continued)

Percentages No problem Any problemt  Weighted base ~ Unweighted
base
Individual characteristics
Age
60-64 75 25 773 713
65-69 81 19 199 240
70+ 95 5 77 96
Sex
Male 77 23 599 549
Female 78 22 450 500
Ethnicity
White 77 23 1022 1019
BME/Other 84 16 27 30
Country of birth
UK 77 23 967 966
Non UK 77 23 81 83
Highest educational qualification
Higher/postgrad degree 78 22 81 85
Undergraduate degree 69 31 107 103
HE (below degree) 75 25 128 125
A/AS level 74 26 117 106
GCSE (A-C) 78 22 131 138
GCSE (D-G) 71 29 87 92
Other incl. trade apprenticeships 74 26 112 106
None of these 85 15 271 279
Children in household
Yes * * * *
No 77 23 1020 1020
Longstanding illness/disability
Yes 68 32 219 222
No 80 20 826 823
Sexual orientation
Heterosexual 78 22 1022 1019
Gay/ Leshian/ Bisexual * * * *
Religion
Christian 79 21 880 895
Other/None 69 31 162 147

See footnote, source and base details on previous page.
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Table A3.2 Problems with employment rights in last 5 years
Reporting a No. of separate ~ Weighted Unweighted

problem (per cent)  problemst base base
All 20 1.8 1049 1049
Region
England 20 1.8 914 907
Wales 27 1.4 50 52
Scotland 14 1.1 85 90
Workplace characteristics
Ownership
Public 21 18 331 334
Private 20 1.8 654 649
Third sector 16 1.2 55 57
Industry (SIC)
Agriculture and fishing * * * *
Energy and water * * * *
Manufacturing 22 15 103 96
Construction 12 1.6 51 45
Distribution, hotels and restaurants 18 1.6 194 188
Transport and communication 19 2.6 67 69
Banking, finance and insurance 23 1.8 168 168
Public administration, education and
health 20 16 326 336
Other services 20 24 91 101
Workplace size (employees)
19 19 17 210 223
10-24 15 1.4 195 195
25-99 22 2.1 245 245
100-499 20 1.6 201 198
500 or more 21 1.8 141 129
Trade union recognition
Yes 22 1.9 452 447
No 19 1.7 547 550
Personnel/HR department
Yes 19 17 722 714
No 20 1.9 296 303
Equal opportunities policy
Yes 18 1.7 786 783
No 27 1.7 125 121

t Mean number of problems based on those experiencing at least one problem
Source: BIS's FTWS 2008 older workers

* Sample size too small for reliable estimate

Base: All respondents asked Q5.1, Q5.3
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Table A3.2 Problems with employment rights in last 5 years (continued)

Percentages Reporting a No. of separate ~ Weighted Unweighted
problem (per cent)  problemst base base

Job characteristics
Occupation (NS-SEC)

Managerial and professional 18 1.6 282 274
Intermediate 21 1.6 209 213
Routine and manual 21 1.9 548 551
Managerial/ supervisory duties

Yes 23 1.7 304 298
No 19 18 744 751
Employment status

Permanent 20 1.8 955 959
Not permanent 20 1.6 93 90
Full time 21 1.9 598 577
Part time 18 1.6 433 451
Number of jobs

One job 18 17 784 778
More than one 37 1.4 28 32
Equal opportunities training

Yes 22 1.8 377 366
No 19 1.8 668 678
Trade union/staff assoc. member

Trade union 24 1.9 303 294
Staff association 11 2.6 44 47
Neither 18 1.7 694 698
Length of service (years)

Uptol 26 1.3 61 49
1to2 19 1.4 96 97
3t05 21 1.7 164 168
6to15 21 1.8 360 357
More than 15 18 2.0 357 365
Earnings per year (£'000)

Under 15 19 1.7 489 510
15 - 24.99 25 21 224 207
25-39.99 24 1.8 141 131
40 + 19 1.3 62 57
Earn less than £6.50 per hour

Yes 16 15 123 134
No 21 1.8 587 566

See footnote, source and base details on previous page.
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Table A3.2 Problems with employment rights in last 5 years (continued)

Percentages Reporting a No. of separate ~ Weighted Unweighted
problem (per cent)  problemst base base
Individual characteristics
Age
60-64 22 1.8 773 713
65-69 17 1.7 199 240
70+ 5 1.2 7 96
Sex
Male 20 1.8 599 549
Female 20 1.7 450 500
Ethnicity
White 20 1.8 1022 1019
BME/Other 10 2.3 27 30
Country of birth
UK 20 1.7 967 966
Non UK 17 2.4 81 83
Highest educational qualification
Higher/postgrad degree 19 15 81 85
Undergraduate degree 26 2.3 107 103
HE (below degree) 23 15 128 125
AJAS level 23 1.7 117 106
GCSE (A-C) 19 15 131 138
GCSE (D-G) 24 15 87 92
Other incl. trade apprenticeships 22 1.7 112 106
None of these 14 2.1 271 279
Children in household
Yes * * * *
No 20 1.8 1020 1020
Longstanding iliness/disability
Yes 28 1.9 219 222
No 18 1.7 826 823
Sexual orientation
Heterosexual 20 1.8 1022 1019
Gay/ Leshian/ Bisexual * * * *
Religion
Christian 18 1.7 880 895
Other/None 28 1.9 162 147
Knowledge score (discrete) /
Sufficiency of knowledge
High score/knowledgeable 19 1.6 172 168
High score/Don't know enough 33 1.6 66 61
Low score/Don't know enough 34 2.2 124 125
Low score/knowledgeable 12 13 315 330

See footnote, source and base details on previous page.
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Table A3.3 Experience of unfair treatment, discrimination, bullying or
harassment or sexual harassment in the workplace

Percentages Unfair ~ Discrimin- Bullyingor  Sexual = Weighted Unweighted
treatment ation  harassment harassment  base base
All 8 4 3 * 1049 1049
Region
England 8 4 4 * 914 907
Wales 8 3 - - 50 52
Scotland 6 1 1 - 85 90
Workplace characteristics
Ownership
Public 9 3 5 1 331 334
Private 8 5 3 * 654 649
Third sector 2 1 - - 55 57
Industry (SIC)
Agriculture and fishing * * * * * *
Energy and water * * * * * *
Manufacturing 9 4 4 - 103 96
Construction 10 6 2 - 51 45
Distribution, hotels and 188
restaurants 5 2 2 - 194
Transport and communication 6 6 3 - 67 69
Banking, finance and insurance 10 7 4 1 168 168
Public administration, education
and health 8 2 4 1 326 336
Other services 12 8 6 1 01 101
Workplace size (employees)
19 7 3 2 1 210 223
10-24 3 3 3 * 195 195
25-99 10 5 4 * 245 245
100-499 9 4 4 * 201 198
500 or more 12 7 4 141 129
Trade union recognition
Yes 9 4 4 * 452 447
No 8 5 3 1 547 550
Personnel/HR department
Yes 8 4 3 * 722 714
No 9 5 3 1 296 303
Equal opportunities policy
Yes 7 4 4 * 786 783
No 10 3 2 1 125 121

Note: Answers of don’t know, not stated or that were not classifiable on the breakdown questions are not shown separately but are included in
the All figures.

* sample size too small for a reliable estimate

Source: BIS's FTWS 2008 older workers

Base: All respondents asked Q5.4, Q5.5, Q5.6 & Q5.7
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Table A3.3 Experience of unfair treatment, discrimination, bullying or
harassment or sexual harassment in the workplace (continued)

Percentages Unfair ~ Discrimin- Bullyingor  Sexual = Weighted Unweighted
treatment ation  harassment harassment  base base

Job characteristics
Occupation (NS-SEC)

Managerial and professional 6 4 * 1 282 274
Intermediate 10 5 5 1 209 213
Routine and manual 8 4 3 * 548 551
Managerial/ supervisory duties

Yes 8 6 5 1 304 298
No 8 3 3 * 744 751
Employment status

Permanent 8 4 3 * 955 959
Not permanent 11 5 2 1 93 90
Full ime 9 6 4 * 598 577
Part time 8 1 3 * 433 451

Number of jobs

One job 8 4 3 * 784 778
More than one 5 5 5 - 28 32
Equal opportunities training

Yes 8 4 5 1 377 366
No 8 4 2 * 668 678
Trade union/staff assoc. member

Trade union 9 3 8 * 303 294
Staff association 5 2 3 1 44 47
Neither 8 5 3 * 694 698
Length of service (years)

Uptol 13 3 - 61 49
1t02 5 2 3 2 96 97
3t05 7 2 3 164 168
6to 15 9 5 3 * 360 357
More than 15 8 5 4 - 357 365
Earnings per year (£'000)

Under 15 7 2 2 489 510
15-24.99 11 7 7 * 224 207
25-39.99 8 6 4 - 141 131
40 + 13 11 5 - 62 57
Earn less than £6.50 per hour

Yes 7 2 1 1 123 134
No 8 4 4 * 587 566

See footnote, source and base details on previous page.
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Table A3.3 Experience of unfair treatment, discrimination, bullying or
harassment or sexual harassment in the workplace (continued)

Percentages Unfair ~ Discrimin- Bullyingor ~ Sexual =~ Weighted Unweighted
treatment ation  harassment harassment  base base
Individual characteristics
Age
60-64 9 5 4 * 773 713
65-69 7 3 3 * 199 240
70+ 1 - - - 77 96
Sex
Male 8 5 2 - 599 549
Female 8 2 5 1 450 500
Ethnicity
White 8 4 3 * 1022 1019
BME/Other 9 - - - 27 30
Country of birth
UK 8 4 3 * 967 966
Non UK 12 4 4 81 83
Highest educational qualification
Higher/postgrad degree 4 4 1 1 81 85
Undergraduate degree 9 1 9 1 107 103
HE (below degree) 9 6 2 128 125
AJAS level 12 6 5 1 117 106
GCSE (A-C) 8 6 3 131 138
GCSE (D-G) 14 5 4 87 92
Other incl. trade apprenticeships - 112 106
None of these 5 3 2 * 271 279
Children in household
Yes * * * * * *
No 8 4 3 * 1020 1020
Longstanding illness/disability
Yes 11 8 5 * 219 222
No 7 3 3 * 826 823
Sexual orientation
Heterosexual 8 4 3 * 1022 1019
Gay/ Leshian/ Bisexual * * * * * *
Religion
Christian 7 3 3 * 880 895
Other/None 15 8 6 1 162 147
Knowledge score (discrete) / Sufficiency of knowledge
High score/knowledgeable 9 4 2 1 172 168
High score/Don't know enough 8 2 8 - 66 61
Low score/Don't know enough 15 8 10 1 124 125
Low score/knowledgeable 4 1 1 - 315 330
Any problems at work 36 19 15 2 235 229

See footnote, source and base details on previous page.
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Annex B — Technical note

A full technical report on the main survey is available from BIS:

Prior G, Taylor L, Llewellyn-Thomas S, Fevre R and Nichols T, ‘Fair
Treatment at Work 2008: Technical Report’.

This note relates to the older workers sample boost survey, which was carried
out alongside the main survey. The aim was to interview an additional 650
older people — aged 60 and over — who were currently in paid work or had
been so in the last two years. A quota sample approach was used due to the
low number picked up by the main sample in the general population.
Fieldwork took place between September 2008 and February 2009. 662
adults were interviewed as part of the boost sample. For this report, these
were combined with the 387 people aged 60 and over who were interviewed
on the main sample, to produce a combined older worker (aged 60+) sample
of 1,049 respondents. Of these respondents, 385 of the boost sample and
281 from the main sample, also completed the self-completion questionnaire,
giving a combined 60 and over self-completion sample of 666.

Sample design

The older boost sample used a quota sample design. Quotas were set on
gender and full-time/part-time working status.

Sample points

For the older boost sample, adjacent Super Output Areas (SOAS) to those
sampled for the main sample were identified, to ensure a representative
spread across regions. Interviewers were issued with a list of addresses within
the SOA at which interviews could be attempted. Interviewers were instructed
to leave at least 3 doors between successful interviews. Only one respondent
per household could be interviewed.

Selection of respondents
As for the main survey, the question used to determine eligibility was as
follows:

Have you / Has anyone in this household had a paid job at any time in
the last two years, either on a permanent basis or as a temporary
employee or worker, fixed term, casual or agency worker?

Please do not include anyone who has only worked abroad or on a self-
employed basis or as a Managing Director of their own company.

In addition interviewers screened for the relevant age group of respondents —
aged 60 and over.

Questionnaire

The questionnaire was the same as that used for the main Fair Treatment at
Work survey. At the end of the interview, respondents were asked to complete
an additional self-completion questionnaire and hand back or post back.
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Fieldwork

Briefing

Interviewers were not separately briefed for the older boost survey, but it was
essential that they had attended a briefing for the main FTWS. Interviewers
were issued with written instructions on the older boost survey.

Respondent letter and leaflet

As the sample was not pre-selected, no advance letters were sent.
Interviewers were provided with copies of the main survey letter to use on the
doorstep if required.

Contacting procedures
Interviews were carried out between 2pm and 8pm on weekdays, and at
weekends, to ensure a good representative spread of respondents.

Reminders for the self-completion element

Respondents who agreed to complete the self-completion element but whose
questionnaires were not received by TNS by the middle of the month after
which they were interviewed were sent a reminder including a new copy of the
questionnaire to complete.

Response rates

As the older boost survey used a quota sample it is not possible to provide
response rates.

Of the 662 people who took part in the older boost survey, 552 accepted the
self completion questionnaire at the end of the interview. In total 385 returned
a self completion, giving a response rate of 69.7%.

Data preparation

Data processing and coding procedures for the older boost were the same as
for the main Fair Treatment at Work Survey. An SPSS data file has been
provided to BIS and deposited in the UK Data Archive.

Weighting

As the older boost sample was a quota sample, weighting to correct for
unequal probabilities of selection that was used for the main survey was not
applicable.

Rim weighting was applied, to weight the older boost sample to the population
profile, based on Labour Force Survey data.

The following targets were used:
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Table B1 Rim weight targets

%

Sex

Male 57.08
Female 42.92
Age group

60-64 73.69
65-69 18.95
70+ 7.36
GOR

North East 3.74
North West 10.38
Yorkshire and The Humber 8.08
East Midlands 7.94
West Midlands 9.41
East 11.47
London 9.28
South East 16.89
South West 9.99
Wales 472
Scotland 8.08

Source: Labour Force Survey October-December 2008

The older boost weighted sample was then scaled to equal the unweighted
sample size. Table B2 also shows how the sample boost compares to the
Office for National Statistics’ Labour Force Survey for a variety of job,
workplace and individual characteristics.

In combining the older worker sample from the main survey, the main sample
weight was also scaled so that the weighted sample size of this group
equalled the unweighted sample size (as the weights for the main survey
sample had the effect of reducing the numbers aged 60 and over in the
weighted sample).

Finally the boost sample was combined with the age 60 and over sample from
the main Fair Treatment at Work survey.

Sample profiles

Table B2 shows the profile of the unweighted and weighted 60 and over
survey samples compared with employees and those who were employees 12
months age from the LFS, for the variables used in weighting. The LFS data is
shown for current employees and those who have been in work 12 months
ago. It is not possible to obtain information on those who have been
employees in the last two years due to the survey not containing a relevant
guestion. Therefore the proportion of those aged over 60 and not currently
employed (11 per cent) in less than shown for the older worker sample boost
(21 per cent) and job characteristics are shown only for those who are current
employees.
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Table B2 Weighted and unweighted sample profiles — Aged over 60 —

compared with LFS

FTWS Age FTWS Age
Boost Boost LFS Employees or employee

Weighted Unweighted 12 months ago over 60
Workplace characteristicse
Ownership
Public Sector 32% 32% 30%
Private Sector 62% 62% 70%
Industry (SIC)
Agriculture & Fishing 1% 1% 1%
Energy & Water 3% 3% 2%
Manufacturing 10% 9% 15%
Construction 5% 4% 7%
Distribution, Hotels and Restaurants 18% 18% 17%
Transport & Communications 6% 7% 8%
Banking, Finance & Insurance 16% 16% 11%
Public admin, Education & Health 31% 32% 34%
Other Services 9% 10% 6%
Region
North East 4% 3% 4%
North West 10% 11% 11%
Yorkshire & Humber 8% 9% 10%
East Midlands 8% 9% 8%
West Midlands 10% 10% 9%
South West 10% 8% 9%
East of England 12% 10% 11%
London 9% 11% 9%
South East 17% 16% 17%
Wales 5% 5% 4%
Scotland 8% 9% 8%
Job characteristics®
Occupation (NS-SEC)
Managerial 27% 26% 35%
Intermediate 20% 20% 11%
Routine and Manual 52% 53% 54%
Employment Status
Permanent 91% 91% 94%
Not Permanent 9% 9% 6%
Full-time® 57% 55% 53%
Part-time 41% 43% 47%
Employed 79% 79% 88%
Not employeda 21% 21% 12%
Number of jobs
One job 75% 74% 96%
More than one job 3% 3% 4%

Source: BIS's FTWS 2008 Age hoost. Q4 2008 Labour Force Survey, Office for National Statistics

a Those not currently in employment are included in the survey if they have worked in the last 2 years; LFS data shows employees only

b Working status is self defined

¢ Job and workplace characteristics for LFS data is shown for current employees only
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Table B2 Weighted and unweighted sample profiles — Aged over 60 —
compared with LFS (Cont.)

Length of service

Upto 1 year 6% 5% 6%
1to 2 years 9% 9% 4%
3to 5 years 16% 16% 10%
6 to 15 years 34% 34% 41%
More than 15 years 34% 35% 34%

Individual characteristics

Age

60-64 4% 68% 73%
65-69 19% 23% 19%
70+ % 9% %
Sex

Male 57% 52% 57%
Female 43% 48% 43%
Ethnicity

White 97% 97% 97%
BME / Other 3% 3% 3%

Long standing illness / disability

Yes 21% 21% 25%
No 79% 78% 75%
Religion

Christian 84% 85% 89%
Other / None 15% 14% 11%

See footnote and source details on previous page
¢ LFS derived variable on DDA defined and work-related disability used to compare with FTWS measure, but not entirely comparable

68



Employment Relations
Research Series

Employment Relations Research Series

Reports published to date in the BIS Employment Relations Research Series
are listed below. Adobe PDF copies can be downloaded either from the
Employment Market Analysis and Research web pages or via the BIS
Publications pages:

e http://www.bis.gov.uk/employment/research-evaluation/errs
e http://www.bis.gov.uk/publications

For printed copies, you can place an order via the Publications page above
alternatively please call the BIS Publications Orderline on 0845 015 0010
(+44 845 015 0010) and provide the publication’s URN, or email them at:
publications@bis.gsi.gov.uk with your details. Anyone wishing to be added to
our mailing list for printed copies of this series should email their details to us
at: emar@bis.gsi.gov.uk

108 Evaluation of the Vulnerable Worker Pilots Year 2 (Final) report. Katie
Shearn, Ben Knight AND Ashvinder Kaur Matharoo, Opinion Leader
Research. URN 10/775. March 2010

107 Findings from the Survey of Employment Tribunal Applications 2008.
Mark Peters, Ken Seeds, Carrie Harding and Erica Garnett. URN
10/756. March 2010

106 Implementing information and consultation: developments in medium-
sized organisations. Mark Hall, Sue Hutchinson, John Purcell, Michael
Terry, Jane Parker. URN 09/1544. December 2009

105 Implementing information and consultation: evidence from longitudinal
case studies in organisations with 150 or more employees. Mark Hall,
Sue Hutchinson, John Purcell, Michael Terry, Jane Parker. URN
09/1543. December 2009

104 The Union Modernisation Fund - Round One: Final Evaluation Report.
Mark Stuart, Miguel Martinez, Lucio and Andy Charlwood. URN
09/1346. October 2009

103 Fair treatment at work report: findings from the 2008 survey Ralph
Fevre, Theo Nichols, Gillian Prior and lan Rutherford. URN 09/P85.
September 2009

102 International Review of Leave Policies and Related Research 2009.
Peter Moss, Institute of Education University of London. URN 09/1175.
September 2009

101 Something for nothing? Employment Tribunal claimants’ perspectives
on legal funding. Richard Moorhead and Rebecca Cumming. URN
09/813. June 2009


http://www.bis.gov.uk/employment/research-evaluation/errs
http://www.bis.gov.uk/publications
mailto:publications@bis.gsi.gov.uk
mailto:emar@bis.gsi.gov.uk
http://www.berr.gov.uk/files/file53055.pdf

100

99

98

97

96

92

91

88

87.

86.

85

84

83

81

80

78

International review of leave policies and related research 2008. Peter
Moss and Marta Korintus. URN 08/1057. July 2008

Citizens Advice Client Research: Final Report. Derek Mitchell, Alpha
Research. URN 08/1056. September 2008

Vulnerable Workers Pilots’ Evaluation: Interim findings from the
evaluation of the vulnerable worker pilots at the end of Year 1. Liz
Griffin. URN 08/1055. October 2008

Implementing information and consultation in  medium-sized
organisations. Mark Hall, Sue Hutchinson, Jane Parker, John Purcell
and Michael Terry. URN 08/969. October 2008

Characteristics of Rejected Employment Tribunal Claims: Paul L.
Latreille. URN 09/812. June 2009

The Union Modernisation Fund: an interim progress report. Mark
Stuart, Andy Charlwood, Miguel Martinez Lucio and Emma Wallis.
URN 08/639. March 2008

Offshoring and wage inequality in the UK, 1992-2004. Claudia Canals.
URN 07/1667. December 2007

Implementing information and consultation: early experience under the
ICE Regulations. Mark Hall, Jane Parker, John Purcell, Michael Terry
and Sue Hutchinson. URN 07/1388. September 2007

The impact of employee representation upon workplace industrial
relations outcomes. Sian Moore, Ali Tasiran and Steve Jefferys. URN
08/1037. September 2008

The Third Work-Life Balance Employer Survey: Main findings. Bruce
Hayward, Barry Fong and Alex Thorton. URN 07/1656. December
2007

Developing an Index of Labour Market Adaptability. David Tinsley and
Vassilis Monastiriotis. URN 07/1144. November 2007

The influence of legal representation at Employment Tribunals on case
outcome. Geraldine Hammersley, Jane Johnson and David Morris.
URN 07/1150. July 2007

The costs and benefits of Employment Tribunal cases for employers
and claimants. Kathy Armstrong and David Coats. URN 07/1151. July
2007

Doing the right thing? Does fair share capitalism improve workplace
performance?. Alex Bryson and Richard Freeman. URN 07/906. May
2007

International Review of Leave Policies and Related Research. Peter
Moss and Karin Wall, eds.URN 07/1232. July 2007

Mapping the recruitment agencies industry. Experian Business
Strategies. URN 07/1259. October 2007

70



77

76

74

73

72

70

69

68

67

66

65

64

63

61

60

Work-life policies in Great Britain: What works, where and how? Sadia
Nadeem and Hilary Metcalf. URN 07/826. July 2007

Reassessing the ‘family-friendly workplace’: trends and influences in
Britain, 1998-2004. Gillian Whitehouse, Michele Haynes, Fiona
Macdonald and Dionne Arts. URN 07/827. July 2007

2006 Compendium of Regulatory Impact Assessments. Employment
Market Analysis and Research. URN 07/669. April 2007

Patterns of information disclosure and joint consultation in Great Britain
— determinants and outcomes. Riccardo Peccei, Helen Bewley,
Howard Gospel and Paul Willman. URN 07/599. February 2007

Embedding the provision of information and consultation in the
workplace: a longitudinal analysis of employee outcomes in 1998 and
2004. Annette Cox, Mick Marchington and Jane Suter. URN 07/598.
February 2007

Changing job quality in Great Britain 1998 — 2004. Andrew Brown,
Andy Charlwood, Christopher Forde and David Spencer. URN
06/2125. December 2006

Employee representation in grievance and disciplinary matters —
making a difference? Richard Saundry and Valerie Antclift. URN
06/2126. December 2006

Union modernisation fund: interim evaluation of first round. Mark
Stuart, Andy Charlwood, Miguel Martinez Lucio and Emma Wallis.
URN 06/1803. September 2006

1997-1998 Compendium of Regulatory Impact Assessments.
Employment Market Analysis and Research. URN 06/1840.
September 2006

Labour market flexibility and sectoral productivity: a comparative study.
Vassilis Monastiriotis. 06/1799. December 2006

Employment flexibility and UK regional unemployment: persistence and
macroeconomic shocks. Vassilis Monastiriotis. 06/1799. December
2006

Review of judgments in race discrimination Employment Tribunal
cases. Alison Brown, Angus Erskine and Doris Littlejohn. URN
06/1691. September 2006

The First Fair Treatment at Work Survey: Executive summary —
updated. Heidi Grainger and Grant Fitzner. URN 07/803 (replacing
June 2006 version, URN 06/1380). March 2007

The settlement of Employment Tribunal cases: evidence from SETA
2003. Paul L. Latreille. URN 07/1149. July 2007

2000 Compendium of Regulatory Impact Assessments. Employment
Market Analysis and Research. URN 06/1164. July 2006

71



59

58

57

56

55

54

53

52

51

50

49

48

47

46

45

44

The right to request flexible working: a review of the evidence. Grant
Fitzner and Heidi Grainger. URN 07/840. March 2007

The Third Work-Life Balance Employee Survey: Main findings. Hilya
Hooker, Fiona Neathey, Jo Casebourne and Miranda Munro. URN
07/714. March 2007

International review of leave policies and related research. Peter Moss
and Margaret O'Brien (editors). URN 06/1422. June 2006

How have employees fared? Recent UK trends. Grant Fitzner. URN
06/924. June 2006

The Experience of Claimants in Race Discrimination Employment
Tribunal Cases. Jane Aston, Darcy Hill and Nil Djan Tackey. URN
06/1060. April 2006

Findings from the Survey of Claimants in Race Discrimination
Employment Tribunal Cases. URN 06/1059. Mark Peters, Ken Seeds
and Carrie Harding. September 2006

1999 Compendium of Regulatory Impact Assessments. Employment
Market Analysis and Research. URN 06/955. July 2006

2001 Compendium of Regulatory Impact Assessments. Employment
Market Analysis and Research. URN 06/927. July 2006

Employment Rights at Work: Survey of Employees. Jo Casebourne,
Jo Regan, Fiona Neathey, Siobhan Tuohy. URN 06/ 837. April 2006.

Maternity and paternity rights and benefits: survey of parents 2005.
Deborah Smeaton and Alan Marsh. URN 06/836. March 2006.

Survey of employers’ policies, practices and preferences relating to
age. Hilary Metcalf and Pamela Meadows. URN 05/674. April 2006

2005 Compendium of Regulatory Impact Assessments. Volume 1 and
Volume 2. Employment Market Analysis and Research. URN 06/627
(Volume 1) and 06/669X (Volume 2). March 2006

‘Small, flexible and family friendly’ — work practices in service sector
businesses. Lynette Harris and Carley Foster. URN 05/1491. October
2005

People, Strategy and Performance: Results from the Second Work and
Enterprise Business Survey. The Work Foundation. URN 05/1392.
September 2005

Review of research into the impact of employment relations legislation.
Linda Dickens, Mark Hall and Professor Stephen Wood. URN 05/1257.
October 2005

Employment Relations monitoring and evaluation plan 2005,
Employment Market Analysis and Research. URN 05/1019. July 2005

72



43

42

41

40

39

38

37

36

35

34

33

32

31

30

29

28

The content of new voluntary trade union recognition agreements
1998-2002. Volume two — Findings from the survey of employers. Dr
Sian Moore, Dr Sonia McKay and Helen Bewley. URN 05/1020. May
2005

The age dimension of employment practices: employer case studies.
Stephen McNair and Matt Flynn. URN 05/863. June 2005

2004 Compendium of Regulatory Impact Assessments. Employment
Market Analysis and Research. URN 05/1018. April 2005

2002 Compendium of Regulatory Impact Assessments. Employment
Market Analysis and Research. URN 05/582. April 2005

Results of the Second Flexible Working Employee Survey. Heather
Holt and Heidi Grainger. URN 05/606. April 2005

Equal opportunities, employee attitudes and workplace performance:
Findings from WERS 1998. John Forth and Ana Rincon-Aznar. URN
08/575. March 2008

Job separations: A survey of workers who have recently left any
employer. Volume one — Main analysis report. Tania Corbin. URN
04/1920. December 2004

Employment attitudes: Main findings from the British Social Attitudes
Survey 2003. Harjinder Kaur. URN 04/1868. December 2004

Findings from the 1998 survey of representatives in Employment
Tribunal cases. P.L.Latreille, J.A. Latreille and K.G. Knight. URN
04/1530. August 2004

Employment relations monitoring and evaluation plan 2004.
Employment Market Analysis and Research. URN 04/1256.
September 2004

Findings from the Survey of Employment Tribunal Applications 2003.
Bruce Hayward, Mark Peters, Nicola Rousseau and Ken Seeds. URN
04/1071. August 2004

The evaluation of the Work-Life Balance Challenge Fund. Adrian
Nelson, Kathryn Nemec, Pernille Solvik and Chris Ramsden. URN
04/1043. August 2004

A survey of workers’ experiences of the Working Time Regulations.
BMRB Social Research. URN 04/1165. November 2004

Equal opportunities policies and practices at the workplace: secondary
analysis of WERS98. Tracy Anderson, Neil Millward and John Forth.
URN 04/836. June 2004

Trade union recognition: statutory unfair labour practice regimes in the
USA and Canada. John Godard. URN 04/855. March 2004

2003 Compendium of Regulatory Impact Assessments. Employment
Market Analysis and Research. URN 04/743. April 2004

73



27

26

25

24

23

22

21

20

19

18

17

16

15

14

13

The Second Work-Life Balance Study: Results from the Employees’
Survey. Jane Stevens, Juliet Brown and Caroline Lee. URN 04/740.
March 2004

The content of new voluntary trade union recognition agreements
1998-2002: Volume one — An analysis of new agreements and case
studies. Dr Sian Moore, Dr Sonia McKay and Helen Bewley. URN
04/1084. August 2004

How employers manage absence. Stephen Bevan, Sally Dench,
Heather Harper and Sue Hayday. URN 04/553. March 2004

Age matters: a review of the existing survey evidence. Dr. Peter Urwin.
URN 03/1623. February 2004

The business context to long hours working. T, Hogarth, W.W. Daniel,
A.P.Dickerson, D. Campbell, M.Wintherbotham, D. Vivian. URN
03/833. November 2003

The Second Work-Life Balance Study: Results from the Employer
Survey. Stephen Woodland, Nadine Simmonds, Marie Thornby, Rory
Fitzgerald and Alice McGee. URN 03/1252. October 2003

Employee voice and training at work: analysis of case studies and
WERS98. Helen Rainbird, Jim Sutherland, Paul Edwards, Lesley Holly
and Ann Munro. URN 03/1063. September 2003

The impact of employment legislation on small firms: a case study
analysis. Paul Edwards, Monder Ram and John Black. URN 03/1095.
September 2003

Implementation of the Working Time Regulations: follow-up study.
Fiona Neathey. URNO03/970. July 2003

Retirement ages in the UK: a review of the literature. Pamela
Meadows. URN 03/820. July 2003

Evaluation of the Partnership at Work Fund. Mike Terry and Jill Smith.
URN 03/512. May 2003

Working long hours: a review of the evidence. Volume 1 — Main report.
Volume 2 — Case studies (and appendices). J Kodz et al. URN:
03/1228. November 2003

Awareness, knowledge and exercise of individual employment rights.
Nigel Meager, Claire Tyers, Sarah Perryman, Jo Rick and Rebecca
Willison. URN 02/667. February 2002

Small firms' awareness and knowledge of individual employment rights.
Robert Blackburn and Mark Hart. URN 02/573. August 2002

Findings from the 1998 Survey of Employment Tribunal Applications
(Surveys of Applicants and Employers). URN 03/999. February 2004

74



12

11

10

Collective bargaining and workplace performance: an investigation
using the Workplace Employee Relations Survey 1998. Alex Bryson
and David Wilkinson. URN 01/1224. November 2001

Implementation of the Working Time Regulations. Fiona Neathey and
James Arrowsmith. URN 01/682. April 2001

Explaining the growth in the number of applications to Industrial
Tribunals, 1972-1997. Simon Burgess, Carol Propper and Deborah
Wilson. URN 00/624. April 2001

Costs and benefits of European Works Councils Directive. Tina
Weber, Peter Foster and Kursat Levent Egriboz. URN 00/630.
February 2000

Trends in earnings inequality and earnings mobility 1977-1997: the
impact of mobility on long-term inequality. Abigail McKnight. URN
00/534. February 2000

Partnership at work. John Knell. URN 99/1078. September 1999

The employment status of individuals in non-standard employment.
Brendan Burchell, Simon Deakin and Sheila Honey. URN 99/770. July
1999

Redundancy consultation: a study of current practice and the effects of
the Regulations. Jill Smith, Paul Edwards and Mark Hall. URN 99/512.
July 1999

The individualisation of employment contracts in Britain. William Brown,
Simon Deakin, Maria Hudson, Cliff Pratten and Paul Ryan. URN
98/943. February 1999

The dynamics of union membership in Britain — a study using the
Family and Working Lives survey. Richard Disney, Amanda Gosling,
Julian McCrae and Stephen Machin. URN 98/807. January 1999

Industrial ~ Tribunals, workplace disciplinary procedures and
employment practice. Jill Earnshaw, John Goodman, Robin Harrison
and Mick Marchington. URN 98/564. February 1998

Involving employees in Total Quality Management: employee attitudes
and organisational context in unionised environments. Margaret
Collinson, Chris Rees, Paul Edwards with Linda Inness. URN 98/507.
June 1998

75








