Age monitoring report 2008
Background

The Employment Equality (Age) Regulations 2006 - SI No 2006/1031 - came into force on 1 October 2006 and brought age discrimination issues broadly into step with other equality strands in terms of employment rights. In addition to conferring on individuals of all ages the standard freedoms from discrimination and harassment, it also instituted a new legal retirement age (65) and the right for individuals approaching age retirement to request a deferment of retirement either for a prescribed period or, indeed, indefinitely. Whilst the same reliance cannot now be placed on the retirement of staff at the normal Trust retirement age of 65, the assumption has been made, for workforce planning purposes, that the majority of staff will continue to wish to retire at or around 65. This assumption is based on the fact that the Trust already had flexible working options and deferred retirement options available to staff prior to the legislation coming into force.
The legislation does not specifically require the publication of workforce monitoring statistics but, in order to ensure that HR policies and practices are not having an unintended detrimental effect upon particular age bands, the Trust has produced the following statistics and any actions arising from the analysis of these findings will be incorporated into the Equality Action plan as part of the process to transfer to a Single Equality Scheme.

Workforce statistics covered by this report include:

a) Staff in post

b) Recruitment and selection

c) Promotions

d) Appraisals

e) Training

f) Grievance Procedures

g) Disciplinary Procedures

h) Leavers 

Section A – Staff in post
The age profile of staff employed by the Trust is taken from the Electronic Staff Record (see table overleaf). It shows the largest proportion of staff falling into the 26 to 50 age range.  The proportion of the workforce below 30 is 25.14% (up from 23.3% in 2007), whilst the proportion over 50 is 21.72% (slightly fewer than the 21.9% in 2007). 
	Age Band
	Headcount
	%

	16 - 20
	243
	1.63%

	21 - 25
	1471
	9.85%

	26 - 30
	2040
	13.66%

	31 - 35
	1771
	11.86%

	36 - 40
	2070
	13.86%

	41 - 45
	2011
	13.47%

	46 - 50
	2083
	13.95%

	51 - 55
	1591
	10.66%

	56 - 60
	1079
	7.23%

	61 - 65
	482
	3.23%

	66 and above
	90
	0.60%

	Total
	14931
	100.00%


16-20 years old

The percentage of staff in post in the 16-20 age band is disproportionately low when compared with the Leeds population. This is to be expected given the high proportion of posts requiring degree equivalent level qualifications. To encourage the take-up of posts by young people, the Trust engages with local schools through an education liaison team, advising pupils on careers available with in the NHS, arranging workplace visits and work experience placements. 
21-60 years old

Percentages of staff in their twenties, thirties, forties and fifties exceed those found in the population of Leeds in general. 
61 years old and over
There has been a slight increase in the percentage of staff working beyond age 60 from last year (3.5% to 3.83%).  Similarly, the percentage of staff opting to work beyond normal retirement age has risen from 0.5% in 2006 and 2007 to 0.6% in 2008.

Section B – Recruitment and Selection

	
	Applications
	Shortlisted
	Appointed 
	Leeds Census 2001

	Age 16-19
	4.37%
	3.38%
	2.06%
	8%

	Age 20-29
	43.70%
	40.41%
	38.87%
	19%

	Age 30-39
	28.55%
	27.40%
	29.20%
	19%

	Age 40-49
	15.62%
	18.67%
	19.33%
	16%

	Age 50-59
	6.95%
	9.01%
	8.76%
	14%

	Age 60-69
	0.60%
	0.77%
	0.49%
	11%

	70+
	0.01%
	0.00%
	0.00%
	14%

	Not known
	0.19%
	0.36
	1.29%
	0%


The figures above provide details of the percentages of different age bands at different stages of the recruitment process. It shows that the Trust has a disproportionately low number of applicants under 20. This is to be expected as the Trust has a high proportion of roles for which degree level education is required. The situation has improved from 2006, though, when less than 1% of appointments were made to people under 20.

The disproportionately high levels of appointments made within the 20-29 age band can be explained by the recruitment of junior doctors and newly qualified nurses and AHPs. In 2007, there were a disproportionately low number of applications from potential employees in their forties. This anomaly has been redressed this year, with applications reaching nearly Census levels, and shortlisting and appointments at this age band exceeding the population percentages as a whole.  
There are a disappointingly low number of applicants in the age band 50-59. It is clear from appointment rates that older candidates are meeting the Trust’s requirements, so more focus is required on attracting their applications.
Section C – Promotions

The table shown overleaf gives the percentages of those achieving promotions between 1st January and December 31st 2008 and is taken from the Electronic Staff Record system that is common to the NHS. Promotions were not recorded in this way previously so no trend analysis is available. 

	Age Band
	Headcount
	% Promotions
	% Staff in Post

	16 - 20
	4
	0.60%
	1.63%

	21 - 25
	53
	7.99%
	9.85%

	26 - 30
	140
	21.12%
	13.66%

	31 - 35
	101
	15.23%
	11.86%

	36 - 40
	113
	17.04%
	13.86%

	41 - 45
	77
	11.61%
	13.47%

	46 - 50
	97
	14.63%
	13.95%

	51 - 55
	48
	7.24%
	10.66%

	56 - 60
	22
	3.32%
	7.23%

	61 - 65
	7
	1.06%
	3.23%

	66 & above
	1
	0.15%
	0.60%

	Total
	663
	100.00%
	


When compared with staff in post figures, it becomes clear that the age groups under 26 and over 50 were under-represented in terms of promotions. Further investigation is required in order to understand the reasons for this under-representation, and targeted action may be required as a result. Whilst the age group 41-45 is also under-represented in promotions, the gap between the staff in post and promotions percentages is small and no targeted action is required at this time.
Section D – Appraisals 

In the 2007 staff survey, 47% of all staff had received appraisals within the previous 12 months. The figures broken down by age band are show overleaf. They suggest that younger members of staff were more likely to be appraised than their older counterparts.

	Age Band
	Percentage

	16-30
	58

	31-40
	49

	41-50
	52

	51+
	37


Since the publication of the staff survey results in April 2008, the Trust has sought to increase the numbers of staff appraisals.  It is recommended that measures taken to increase appraisal figures overall, ensure that the imbalance for older staff is redressed.
Section E – Training 

In the 2007 staff survey, 78% of all staff had “received job-relevant training, learning, or development within the last 12 months”. The figures are broken down by age band below. They suggest that younger members of staff were more likely to have received training than their older counterparts.

	Age Band
	Percentage

	16-30
	89

	31-40
	79

	41-50
	78

	51+
	70


All mandatory training is now recorded on the Electronic Staff Record. The table below shows the age breakdown of those completing training during 2008. This table provides a breakdown of who attended each training opportunity and direct correlations cannot therefore be made with the staff in post as individuals may have attended multiple training courses. However, this outcome, taken in conjunction with the staff survey data suggests that older workers may not be given the same access to training as their younger counterparts, and should be monitored to ensure a greater level of equity.
	Age Band
	% Trained
	%SIP

	16-20
	7.38%
	1.63%

	21-30
	41.44%
	23.51%

	31-40
	27.07%
	25.73%

	41-50
	17.82%
	27.42%

	51-60
	5.45%
	17.88%

	61+
	0.80%
	3.83%

	Undefined
	0.05%
	0.00%


Section F – Grievance Procedures
Formal grievance procedures are logged onto ESR. The table below shows the apportionment of grievance procedures instigated by different age bands. The analysis suggests that workers over 40 are disproportionately more likely to raise a grievance. Whilst it should be noted that the grievance may be totally unrelated to issues around age or discrimination, this outcome was also found within the 2007 equality report and therefore requires further investigation.
	Age Band
	% Grievance
	%SIP

	16-20
	0.00%
	1.63%

	21-30
	0.00%
	23.51%

	31-40
	22.73%
	25.73%

	41-50
	31.82%
	27.42%

	51-60
	36.36%
	17.88%

	61+
	9.09%
	3.83%


Section G – Disciplinary Procedures

Formal grievance procedures are logged onto ESR. The breakdown of disciplinary procedures invoked in respect of the various age bands is shown below. In 2007, the analysis suggested that those staff in the younger age groups were disproportionately more likely to be the subject of disciplinary proceedings. A more mixed picture has emerged in the 2008 analysis. Although those in the youngest age band are still over-represented, workers in their twenties fared better, as did those in their thirties. Staff in their forties and over sixties were more likely to be the subject of disciplinary proceedings than the staff in post figures would suggest as a norm, whilst those in their fifties had fewer disciplinaries than would be expected. The level of the anomalies between staff in post percentages and percentage disciplinaries do not give cause for concern at present but should continue to be monitored. 
	Age Band
	% Disciplinary
	%SIP

	16-20
	3.16%
	1.63%

	21-30
	21.52%
	23.51%

	31-40
	23.42%
	25.73%

	41-50
	31.65%
	27.42%

	51-60
	14.56%
	17.88%

	61+
	5.70%
	3.83%


Section H – Leavers 

The breakdown of leavers by age band is reproduced in the table below. 
	Age Band
	Leavers
	% leavers
	% staff in post
	% Leeds pop. 2001 

	16 - 20
	66
	2.72%
	1.63%
	8.3%

	21 - 25
	369
	15.19%
	9.85%
	10.0%

	26 - 30
	586
	24.13%
	13.66%
	8.7%

	31 - 35
	362
	14.90%
	11.86%
	9.4%

	36 - 40
	276
	11.36%
	13.86%
	9.3%

	41 - 45
	185
	7.62%
	13.47%
	8.3%

	46 - 50
	138
	5.68%
	13.95%
	7.2%

	51 - 55
	128
	5.27%
	10.66%
	7.9%

	56 - 60
	178
	7.33%
	7.23%
	6.3%

	61 - 65
	125
	5.15%
	3.23%
	5.7%

	66 & above
	16
	0.66%
	0.60%
	18.8%

	Total
	2429
	
	
	


16-25 years old
The percentage leavers figure is high in relation to the percentage of staff in post and is worthy of further investigation to ascertain the reasons for leaving within this group as part of the preparation of a Single Equality Scheme.
26-35 years old

Whilst the percentage of staff leaving during the year was high compared with the staff in post figures, no action is necessary since these age groups are already over-represented in relation to the population as a whole.
36-55 years old
This age group is over-represented within the workforce when compared with the Leeds population overall. This over-representation is exacerbated by the relatively low level of leavers in percentage terms.

56-60 years old

The leavers in this age band are slightly higher than that of the percentage staff figures and the Leeds population figures, meaning that the slight over-representation is set to be addressed slowly.

61-65 years old

This age group is significantly under-represented when compared to the Leeds Census 2001. This is explained to some degree by the fact that staff can draw an NHS pension from the age of 60 and, historically, many have chosen to retire at that point. The percentage of leavers is greater than the staff percentage figures, so this trend is likely to continue Investigations into reasons for leaving and applications for flexible working may be helpful in retaining staff at least until age 65, as part of the preparation for a Single Equality Scheme. 

Over 65 years old
The Trust’s normal retirement age is 65 though, in line with legislation, staff are offered the opportunity to request a deferment to retirement. Given that few people wish to work until the very end of their lives, it is not surprising that the percentage of staff working past 65 is significantly lower than the population as a whole. Monitoring of decisions to refuse deferred retirement may lead to the retention of greater numbers of older staff if required.
