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The objectives of this thesis are to ascertain Canadian employas' cunent attitudes toward 

older workers and to detemine which factors influence their attitudes toward them. 

These objectives are tested using data collected ikom 559 C d i a n  employas who 

responded to the Options 45+ Employer Survey. Six independent variables, found to be 

relevant in the literature, and explored here, include both organizatiod characteristics 

(industrial sector, Company size, and proportion of older workers in the organization) and 

employers' persona1 characteristics (age, sex, and education). Frequency diatributions 

indicate that employers were predominantly positive in their attitudes toward older 

workers. A principal componems factor analysis using unweighted data yielded three 

attitudinal dimensions: 'age-related dedine'; 'experiential attributes'; and 'reliable and 

productive'. Using one-way ANOVAs and t-tests, indicators of employas' attitudes on 

one or more dimensior@) include the following: Company size, employas' agty and 

employers' sen 
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The aging of the Canadian population will be associated with an increasing proportion of 

older individuals in the worlâorce in the near friture (Marshall, 1995). Specificaiiy, there 

wiil be a large increase in the number of individuals betweea the ages of 45 and 64 withh 

the next 15 years. In 1990, individuals in this age group represented 20 percent of the 

population, and this is expected to increase to 28 percent by the year 2015 (David, 1993). 

Furthemore, both source population growth (age 15 years and over) and the increase in 

labour force participation rates are presently slowing dom (McDonald & Chen, 1994). 

Quadagno and Hardy (1996) have also recognjzed that in the United States then has been 

a trend toward early retirement and intermittent labour force participation, including more 

part-time work. They also noted a decline in labour force participation by men aged 55 

and over that has been occumng since the 1980s. Similar trends have been noted in 

Canadian literature (Schellenberg, 1995). In addition, due to the expected decline of 

younger entrants into the labour force, ernployers may soon m e n c e  growing pressure 

both within the organization and fiom governent and society to retain and main their 

older workers (Foot & Gibson, 1994). Ahhough it has ken  noted that wcnt high 

unemployment rates may eventuaiiy challenge this assertion, the retention of more 

experienced and knowledgeable employees should still be the foremost concm of 

emplo y ers. 

It has also been demonstrated in the literature that ageism represents a stnicnual 



barrier to productive aging - the increased involvement of older individuals in both paid 

employment and community seNice (Walker & Taylor, 1993). It was recognized by 

these authors that "prospects for productive aging in the late twentieth and cruly twenty- 

first centuries are constrained severely by age disaiminatory practices in different 

sections of the labor market and sectors of employment. In other words, thae is a dinet 

confiid between ageism and productive ageing: the former must be overwme if the iatter 

is to become a reality" (Walker & Taylor, 1993,77). Therefore, if the goal is to retain 

older employees in the worlâorce for as long as possible, an examination of employas' 

attitudes must take place. 

"To combat age-related issues in ernployment, it is aeassary to have a clear 

understanding of employers' perceptions" (Gibson, Zerbe, & Franken, 1993,272). 

Policies, programs, and practices are often implemented based on the ideologies and 

values held by employers (Marshall, 1995). Thus? it is ofien empioyers' beliefs and 

attitudes that limit older workers' employment (Gibson, Zerbe, & Franken, 1992). 1t is 

critical that employers, govemments, and researchers act responsibly and effectively to 

design and implement policies, programs, and practices to respond to the needs of the 

aging workforce. 

Literanire pertaining to employers' attitudes towaid older workers is inconsistent. 

While some studies have concluded that employers have negative attitudes toward olda 

workers (Rom & Jerdee, 1995; Gibson, Zerbe, & Franken, 1992). others report 

increasingly positive attitudes (Marshall, 1996; AARP, 1989; Taylor & Walker, 1995). 

Furthemore, many studies indicate that while older workas m y  be viewed positively in 



certain areas (e.g. knowledge, mentorkg), they are pemeived negstively in otba areas 

(e.g. adaptability to new technology, higher costs). 

The purpose of this research is not only to describe employas' attitudes mgadhg 

older workers, but also to explain which organizational andfor employas' personal 

characteristics influence attitudes toward older workas. Thmefore, this study bas two 

centrai research objectives: 

Objective 1: To ascertain Canadian employers' attitudes toward olda workers. 

Objective 2: To determine which f-s influence Canadian employers' attitudes toward 
older workers. 

These objectives will be addressed by analyzing data derived âom the Options 

45+ Employer Survey. The first research objective was developed to identifL the 

direction (positive or negative) of employers' attitudes toward older workers. Specific 

hypotheses pertaining to each of the research objectives will be asserted at the conclusion 

of Chapter II, a e r  the literature review. The second research objective involves an 

investigation into how empioyers' attitudes are influencecl by characteristics of the 

organizations (industriai sector, company size, and proportion of older workers in the 

organization) and the employers (age, sac, and education) participating in the survey. As 

there is currently limited Canadian research an this issue, this study will fil1 a large void 

in the existing body of literature. 

This thesis is organized into five chapters. The î h t  chapter presents an 

introduction to the current study and the two central research objectives. The second 

chapter contains a summary and analysis of the litenhue regarding both negative and 

positive attitudes held by employers. Nexî, a description of the possible det erminants of 



employers' attitudes toward older workers is presented. This includes a disaission of the 

variables that 1 have explored in this study. Specifically, I aramine how indusrrial sector, 

Company sue7 proportion of older workers in the oqgubîion, and employass age, swg 

and education influence employers' attitudes. A conceptual model, which 1 created based 

on these potential relationshipq is then presented. 

In Chapter III, the methods used to address the research objectives of this study 

will be discussed. In Chapter IV, descriptive results are presented for the organhational 

characteristics and the sociodemographic characteristics of the employers who responded 

to the survey. Secondly, Chapter IV presents the resuhs of the analyses concaning the 

first and second research objectives. Conclusions, limitations of the present study, and 

future directions for research will then be addressed in Chapter V. Implications for 

policies and practices are also examined in order to reveal how these results will be used 

to improve curent work environments. A review of the literature pertaining to 

employers' attitudes and older workers is presented next. 



CHAPTERfl 

REVIEW OF TEE LI'iXRA'i'UW 

In this chapter, the c u m t  literature on the nature of employers' attitudes toward older 

workers is reviewed. The first section describes various dimensions of negative attitudes 

that have been documented in research. This section is followed by one which depicts . 

positive dimensions of employers' attitudes cited in the literature. Indicators of 

employers' attitudes that are investigated in this study are then examined in the literature. 

Research pertaining to the following variables is reviewed: industrial sector, cornpany 

size, proportion of older workers in organization, and age, sex, and education of 

employer. Limitations of existing studies an then presented, which is foliowed by a 

summary of the literature and a discussion on how this study is designed to address the 

gaps identified in current research. A conceptual mode1 is then presented which suggests 

potential relationships among the dependent and independent vanables identified in the 

1 iterature review . 

A. Negative Attitudes Toward Older Workers 

It is fascinating to trace the evolution of attitudes toward older workers over time. When 

baby boomers were fust entering the labour force, they were viewed as lacking values 

and ethics, while older workers at the time were believed to be mature, stable, and loyal 

(Kanter, 1994 cited in Marshall, 1995). Some research indicates that as the baby 



boomers are approaching the older worker stmiq employasy attitudes are becoming 

more negative. These attitudes can emerge as a result of programs, practiceq and 

policies which employers are Uicreasingly required to implement. For ex~~lple, 

ernployers are experiencing "higher compensation costs as more people reach the upper 

levels of pay scales; rising heaith care and pension costs; seniority rnd tenue systems 

that make it hard to replace people; and uncertain retums &om 'experience' in üght of 

pressures for innovation and change" (Kanter, 1994,7-8 cited in Marshall, 1995,62). 

A similar finding was reported in a large study conducted by The Centre for 

Studies of Aging (now called the Institute for Human Development, Life Course, and 

Aging). The Centre was involved in seven case studies conceming Issues of an Aging 

Workforce (IAW). Studies were conducted in the Monml garment industry, New York 

garment industry, Bell Canada, Prudentid Life Insurance Company of America, Sun Life 

Assurance Company of Canada, Slater Steels, and NOVA Corporation. The lest four of 

these case studies mentioned are especially relevant to this thesis (Set Table 1). An- 

examination of these four reports indicates a fiscal concern by managers about d a t i n g  

health care benefit s that may result from the aging of the workforce (Marshall, 1996). 

This concern was identified by 84% of managers at Sun Life, 71% at Rudentid, 77% at 

NOVA, and 57% at Slater Steels. It is interesthg to note that managers fiom Slater Steels 

felt the least strongly about the increasing costs of older workers, yet lud the largest 

proportion of older workers of the orgmhations weyed.  Perhaps the realities with 

respect to heahh care costs that coincide with an aging workforce are not as 





Canada Generally positive attitudes (most Centre for Studies 
of Aging 
- NOVA 

case study, 
manager 
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services and 
pet rochemical 
Company 

positive of al1 1AW case studies) 

cross-sect ion Canada Gibson, Zerbe & 
Franken 

Negative Attitudes 
- technical obsolescence 
- older workers less able to adapt 
and retrain 

survey, 
case studies, 
archiva1 
researc h 

Positive attitudes 
- age-specific attributes assigned to 
both older and younger workers 
- age of employer interviewed 
signi ficant 
- industrial sector important 

Gibson, Zerbe & 
Franken 

cross-section 
including 
white collar, 
blue collar, 
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service sector 

Canada survey 

cross-sect ion 
of most major 
industrial 
sectors 

Taylor & Walker Evidence of attitudes becoming 
more positive 
- d l  ambivalence over key 
characteristics 

survey 

-- -- 

Taylor & Walker case studies cross-section Positive attitudes in case studies 
described for analysis 



detrimental to companies as may be perceived by many employas. 

Stereotypes are "mental pictures of people baseci on tbar membaship in a 8n,up" 

(AARP, 1994,8). Employers' first impressions of olda workers can often be basai on 

unwarnuted negative stereotypes. Negative views and stereotypes concerning olda 

workers ofken stem corn a widespreaù belief in agarelateâ diminished aôilities or 

changes in health (NACA, 1991; Centre for Saidies of Aging, 1996a). For example, 

older workers' perceived poor health has been linked to higher rates of absenteeism, loss 

of work-related starnina, higher medical costs, higher risk of work-nlated accidents, 

lower productivity, and inability to leam new skills (Peterson & Coberly, 1988 cited in 

Centre for Studies of Aging, I996a). These negative stereotypes will be ararnined in 

greater detail in this section. 

One recent study conducted in Canada indicated that employers' attitudes reflect 

stereotypical and inaccurate perceptions of older workers' capabilities (Gibson, Zerbe, & 

Franken, 1992) (See Table 1). This study concluded that employers perceived older 

workers to be less able to perform in the cment labour market, more expensive to 

employ, more difficult to integrate into the corporate culture, and less competent in 

searching for jobs. The IAW study also reporteci on the importance of severai factors to 

managers in encouraging the recmitment and employment ofolder workers (Mmhali, 

1996). The overall ranking of the characteristics for the four case studies ~vealed that 

the most important factor in not recniiting older workers was la& of amputer litaacy, 

followeâ b y lack of other appropriate skills, lack of appropriate qurlincations, conCaas 

about health of employees, and pay-back period on training. Also, in general, older 



employees were perceived by managers to have problems adapting to diffient work 

sniing S. 

It has also been reporteci in the literature that older workas are more Wely to be 

resistant to change, in poorer health, las creative, less interested in technologid change, 

and less trainable (Guiliemard & Walker, 1994). In addition, older workers are seen as 

being more prone to accidents, k i n g  lower physicai capacitieq md staying with the 

Company for a shorter period of time, as wmpand to youager workers. However, -y 

of these stereotypes have been challenged in the literatwe (Davies & Spmow, 1985; 

Rolander, 1988; Ramirez, 1989) including the belief that older workas are not as capable 

of leamhg as younger workers (Taylor, 1989). In fact, research indicates that learning 

abiiity, intelligence, memory, and motivation do not dedine with dvancing age 

(Canadian Network for Experienced Workers, 1996). Furthemore, aithough older 

workers' lack of fonnal education has helped to place thern at a disaâvantage in the past, 

this barrier will soon be minimized as the higher-educated baby boom generation become 

olda workers (Devereaux, 1995). Also, with respect to prductivity, McEvoy and 

Cascio (1 989) found no relationship between job productivity and worker's age in a 

review of 100 studies. Another study found stable productivity levels or even heightened 

productivity with increasing age (Candian Network for Experienced Workers, 19%). 

A study by Rosen and Jerdee (1995) of 887 employers using employee vignettes, 

was done in the United States to detamine the extent to which age stereotypes influence 

employers' decisions in the workplace (See Table 1). This study suggested that older 

workers were perceived as less flexible and more resistant to change than were youagef 



employees. Furthemore, in response to the hypothetical vignettes, employers indicated 

that they would be more likely to encourage older workers to occspt a buy out âom the 

cornpany if downsizing were necessary, and were less inciined to assign older worlras to 

entertain clients or engage in work-reiateû mvel. Ernployers also mggesteci that they 

would be less likely to send older workers to retraining seminars, men iftbere were 

problems with their paformance. b e n  and Jerdee (1995) concludd tbat employers' 

response to the hypothetical employa vignettes reflected subconscious age stereotypes. 

This suggests an ideology held by employers that may be difficult to change. This study 

did note that positive attitudes were generally displayed when respondents were 

questioned about particular policies for older workers, indicating the absence of 

conscious discrimination. However, even subconscious ideologies can guide employers' 

behaviours, and consequently harm older workers (Marshall, 1995). 

Another perception of employers cited in the literahire concenis the notion that 

older workers are absent fiom work to a larger degne than are younger workers 

(Charness, 1995). However, research has demonstrated that unavoidable absenteeism 

due to health-related reasons is similar for both old and young workers, yet when an 

absence fiom work is avoidable or voluntary, older workers are achially absent less 

fiequently (Davies & Sparrow, 1985 cîted in Chamess, 1995). Furthmore, C h e s s  

(1995) indicated that because olds workas bave a much lower job turnover nte than 

younger workers, retraining older workers should acnially help a cornpany more than the 

training of younger workers would. 

Stemtypes about aging and older workas oAen place older employees at a 



disadvantage, as many people generalize negative traits and qualities that they believe 

older people possess (Taylor, 1989). Furthemore, there is the danger of a self-Wlling 

prophecy: "When managers assume that older woilas' p d o ~  will decline, they 

may withhold promotions, limit training investments and even avoid providing a d i d  

païormance feedback. To the extent that high-performing senior employees nçognize 

that their good work is no longer linked to organizational rewards, they may adopt a 'why 

try?' attitudey' (W, 1994, 10). It is also plausible that employas' (and other 

workersy ) own fear of aging fosters prejudice toward older worlers. On the other hand, 

attitudes could become more positive as employers age. It is anticipated that this is the 

case. Thus, the possibility of an aging effect presents itself. The next section will discuss 

the existence of positive perceptions of older worken. 

B. Positive Attitudes Toward Older Workers 

Many recent studies reflecting on employers' attitudes toward older workers show - 

aninides to be positive. Rosen and Jerdee (1995) found that "age made virtually no 

difference in the case designed to examine what is ofta bolieved to be one of the most 

pervasive stemtypes about older workers - inability to leem new technology" (9-10). In 

the IAW surnmary report it was noted that employers' attitudes toward older workers an 

generally positive, contradicting much of the earlier literature d e w e d  in the IAW 

project (Marshall, 1996). The IAW research noted a simila. finding to Rosen and Jerdœ 

(1995) with respect to technological and organizational change, with NOVA'S aninidinal 

results being the most positive overall. While Slater Steels had the highest percentage of 



managers believing in oider workers' adaptability to orgmizationai change of the four 

case studies (77%), they also had relatively negative beliefs conceming older workers' 

aversion to receive training, adaptation to new technology, and abiliîy to be rrained (SPA) 

(Marshall, 1996). The managers surveyed in the four case studies strongly believe that 

older workers are productive employees (91-1Wh agreement) and can keep up with the 

Pace of work (86-92% agreement). However, negative attitudes are stiit heid in some 

respects. These negative attitudes concern older workers' perceived inability to do heavy 

physical work (2946% agreement) and belief that they have a larger number of work- 

related accidents (61-86% agreement), as compared to younger workers. 

A comparative study between France and the UK reported that most employers 

surveyed revealed positive attitudes toward older workers (ûuillemard & Walker, 1994). 

The only negative attitudes reported in this study included views toward new technology 

and increased conservatism of older employees. A similar finding was noted by the 

American Association of Retired Persons (AARP) in 1989 (Sa Table 1). 

Taylor and Walker (1994) conduad a survey of 304 employers in the UK and 

noted a "recent tumaround in official and some employer attitudes towards this [older 

worker] group" (569) (See Table 1). These researchers a h  desaibe a plan introduced 

by the govemment (Getting On) to encourage employas to hold more positive attitudes 

toward older workers. Unfortunately, although the attitudes reported wae g m d y  

positive, Taylor and Walker (1994) noted that this was not Wing refïeded in practia. 

Retaining older worken, employîng a larger number of olda wodcem, or des*gning more 

flexible work arrangements to meet the disparate needs of an aghg workforce were not a 



priority for these employers. 

Another study also recognued that age discrimination in employment uhimately 

affects the reauitment of older workers. The International Foudation for Esnployee 

Benefit Plans discovered that while 86% of Fornine 2000 comp8IUes indicated they 

"valued" older workers, only 23% of these cornpanies rchially had corporate policies thet 

promoted the hiring of older workers (Capowski, 1994 cited in Hansson, DeKoekkoek. 

Neece, & Patterson, 1997). Furthexmore, the organizations that did have these policies 

had few programs and practices to facilitate their achievement. However, a more recent 

investigation (Taylor & Walker, 1995) involving five case studies, recognized that some 

employers are altering their policies, programs, and practices to encourage the hiMg of 

older workers (See Table 1). It was concluded that "changing the attitudes of managers 

and workers and clearly communicating the need for change are key conditions for the 

successfbl introduction of initiatives targeting the older workei' (Taylor & Walka, 1995, 

145). 

Older workers have also been cited as superior to younger ones with respect to 

skill, experience and work et hic (AARP, 1995). A study that included 8 1 1 employers 

fiom Alberta also found that older workers were viewed as having more individual 

initiative, stability, and experience than younger employees (Gibson, Zerbe, & FranLen, 

1993) (See Table 1). These researchers also recognued tbat previous studies had found 

that older workers were perceived as more dependable, honest, and less Iürely to quit or 

miss work for personal reasons (Rosen & Jerdee, 1976; Singer, 1986 both cited in 

Gibson, Zerbe & Franken, 1993). However, this study also noted that in the United 



States, and many other modemized sacieties, older iadividuals m gend ly  met 6th 

negativc attitudes, and are o h  perceived as less capable in niation to creasivity, 

productivity, developrnent, and motivation. 

Bird and Fisher (1986) conducted a study to compare the prevalent attjtudes of 

employers with those sumyeci 30 years earlier, and found no o v d l  improvewnt in 

anitudes (cited in NACA, 1991). It is anticipated that progress hes W y  occurred since 

this study was pedormed. Thus, the existence of a period effect p m t s  itseIf, where 1 

hypothesize that attitudes have improved in more recent investigations into employers' 

attitudes. Thus, the findings remain cornplex and often contradjctory. 

C. Summary and Issues for Furihtr Andysis 

How are older workers perceived in Canadian work envkonments today? It is apparent 

fiom the literature that contradictory findings exist pertaining to employers' attitudes 

toward older workers. Many studies indicate that attitudes are generally becoming mon 

positive. However, it is clear that even saidies that contain reports of mostly positive 

employer attitudes still have negative employer attitudes toward older workers on 

specific dimensions. There continues to be evidence of employers with prejudicial 

recniitment and employment pdicies, prograns¶ and practices with respect to older 

workers. By looking at this ambiguity in findings as a challenge that needs to be 

disentangled, particular explanations can be developed. 1 have focused my investigation 

on six potentid indicators of employas' attitudes toward older workers, whicb 1 believe, 

based on the literature, will provide the most insight into the mntradictory findings on 



employers' attitudes that were reporteci in the literatwe. The foiiowing six indiators are 

addressed: industriai sector, company size, proportion of older workas in orpht ion ,  

and age, sex, and education of the employer surveyed. There is a ladc of age-specific 

literatwe pertaining to the latter two variables. Thus, the variables 1 am examinhg are 

either infomed by the fiterature or intended to fil1 the gaps in previous research. 

D. Analysis of the Variables to be Investigated in This Study 

O I. Industrial Sector 

The LAW research noted a difference in attitudes toward older workers depending on the 

industrial seaor investigated (Marshall, 1996). This was especially true with respect to 

technology: "reseniations about the ability of older workers to dapt to new technology 

were greater in the gannent industry than in other white collar and industrial sectors" (v). 

Thus, although the general finding was that employers believed that older worken d d  

adapt successfully to new technology, when examining variations between industries 

(e-g. construction and semice sectors) the image became more cornplex. 

Another finding was noted in the MW project (Marshall, 1996). In an industry 

where older workers engaged in heavy physical labour (Slats Steels) ody 29096 of 

managers agreed that older workers could not do heavy physicai work, whenas at Sun 

Life, where older workers are not exposed to physically demanding tasla, 46% had 

negative attitudes. A similar finding was noted with respect to accident rates for older 

workers. At Sun Life and Pnidential, companies with Iowa physical risic of accidents, 

only 14% felt older workas hpd fewer accidents. However, at NOVA rad Slrita s t d i  



the rates were higher (3 1% and 39% respectively). These findings oould suggest that 

when employers or managers have first-hand experience with older workers in specinc 

areas, such as heavy physical labour, they an more inclined to view olda ernployees 

positively . Furthemore, these findings also contradia a widespnad belief in the 

literature that employers in industries with physically demanding jobs view older worlrers 

more negatively. 

In a cornparison study of French and British organizations, Guillemard and 

Walker (1 994) recognized that although differences among industries were not extensive, 

production and construction industries were more likely to recoBnipe problems with 

diminishing productivity and enthusiasm for new technology among older workas. In 

contrast, s e ~ c e  sector organizations viewed the necessity to improve workiag conditions 

for older employees as more problematic. 

The literature also indicates that variations in attitudes are found among blue- 

collar, white-collar, and sales and service employers (Gibson, Zerbe, & F d e n ,  1993). 

In this study of 8 1 1 employers in Alberta, it was reveded that white-col1ar employers 

were more concerned with older workers' potential for development; thus, mon neetive 

attitudes were revealed for older workers in this industriai sector. The researchers also 

suggested that "the negative impact of an age-relateâ bias should be limited to 

occupations requiring age-stereutypicai attributes for successfiil job perfocrnancen 

(Gibson, Zerbe, & Franken, 1993,27&279). This literanire review bas revealed that this 

is not dways the case. 

Taylor and Waker (1994) conducteci a study of 304 orgmhîious in the UK and 



discovered variations among industries as well. They noticeci that in the mice sector, 

employers were more likely to report that older wokers were productive and mative. 

and less likely to report difficulty in training hem, as wmpared to the production and 

construction sectors. Furthemore, the senice sector was mon Nely to be fecruiting 

older workers and providing job flexibility, whereas the production and constniction 

sectors were more likely to be improving their training pro gr an^^ for aristiag ernployees. 

In addition, it was reportecl that the employers fiom the srnice -or were irnproving 

attitudes toward older workers more than those in the manufachiriag sector. Taylor and 

Walker (1994) suggested that older workers who are searching for high ski11 or 

technologically-driven jobs would face the most discrimination ftom employers. It 

follows that these attitudes held by employers will have less significance to older workers 

applying for jobs with low ski11 and technology. These are not encouraging findings. 

Will older workers increasingly becorne segregated into low skill/tschnology jobs? 

It has been acknowledged in the literature that older workas are segregated into 

certain industrial sectors. According to Betcherman and Leckie (1995), the association 

between jobs requinng intense physical labour and young workers is not as prevalmt in 

the 1 990s as it was earlier in history. It was noted thaî due to the increasing signifiace 

of technology, physical strength and stamina are not as vital to many ocaipetions as they 

once were. Furthemore, blue-collar occupations as well as jobs in the goods sector are 

classified as the "old economy". and thus are diminishing in dernaad and opportunities 

for new, younger workers. Consequently, due to relatively slow pwth,  these 

workforces are aging and creating a more pronounced age composition than would be 



expected under n o r d  growth conditions. In contrast, occupations that an rapidly 

expanding will tend to have a larger proportion of younger worlas. This -ch 

suggests a relationship between uidustry and proportion of older workas that could prove 

very interesthg in future research. 

Due to trends within various industries or within the economy in generel, older 

workers have either benefited or suffered in their occupations. T o d o  (1987) notd a 

decline in the manufactwing industry since 1970 which largely affected the job status of 

older workers (cited in Quadagno & Hardy, 1996). Major downsizing in this industry 

ocained as a result of plant closings and layoffs. Consequently, employas aged 55 and 

over in the gwds-producing industries in the United States declined fiom 36% to 30% 

(Doeringer, 199 1 ; Sum & Fogg, 1990 both cited in Quadagno & Hardy, 19%). 

Industrial sectors appear to differentially recruit employees based on "extra- 

functional" criteria, such as physical appearance. It has been doaimented in the literature 

that physical appearance is an increasiagly important characteristic in today's labour 

market (Betcherman & Leckie, 1995). Qualities such as atüactiveness and youîhfùlness, 

which ofken go hand in hand, will play an even larger role as the economy continues to 

shift to service-sector employment, such as the hospitality industry. However, perhaps 

the importance of appearance will not pose as large a cbdlenge for older workers as 

anticipated. Who defines what is attractive? Society's noms and d u e s  will certaidy be 

transfonned, at least to some degree, when the majority of baby boomers becorne older 

workers themselves. It is very unlikely that this poweaful segment of society will accept 

themselves as unattractive without a fight. 



Based on the literatwe, it is hypothesized that in my airrrat study, employas in 

industries involving a high degree of technology and physid labour (e.g produdion and 

wastniction sectors) will be less positive in their aîtitudinal judgements conarning older 

workers. as curnpared to other industrial sectors. Ahhough the empbasis on physid 

labour appears to be declining, hiowledge of the aiment attitudes of employas will be 

necessary to properly assess this finding. 

ii. Company Size 

An American study of 400 employers recognized that the size of the company 

investigated does play a role in employers' attitudes (AARP, 1989). Specifically, 

employers in larger companies display the least positive attitudes toward older workers. 

Perhaps in smaller companies, where employers have more fkst-band experience with 

older workers, they may be more likely to recognize older employas' capabilities. The 

literature indicates that the proportion of older worken in a given company has ban t i d  

to the size of the company (Daennger & Terkla, 1988). It was fomd that while small and 

medium organizations provided flexibility to their employees with respect to employment 

and retirement practices, large organizations had a more bureaucratie structure which 

more oflen encouraged early retirement and failed to raain or rehire olda workers. 

Thus, older workers were disproportionately lacated in smaller orgenimitions. This shidy, 

conducted in Massachusetts, coacluded thet non-bureaudc, srnalia h s  offa the best 

job opportunities for older workers. 

It has been recognked in the literature that smail cornpanies likely have workers 



with lower levels of education and skill, lower rates of pay and tmionization, a greater 

degree of part-tirne work, muhi-tiinction job classifications, rind limiteci benefits 

(Armstrong, 1991 cited in Eakin, 1997). Furthermore. "even though s d  businesses are 

providing jobs for growing segments of the lebor force, most small businesses are ükely 

to offer fewer and less comprehensive f i g e  benefits than larger businesses. The gap 

between srnail and large firm covenge hm not narrowed . . ." (Srnail Business 

Administration, 1985 cited in Brown, Hamilton, & Medo& 1990.43). This study 

indicated that employees in larger organizations (500 or mon ernployees) receive bigha 

wages and better employee benefits than workers in smaller organizations (fewer than 

500 employees) receive. Thus, older workers in smaller organizations may not receive 

certain benefits (e.g. sick leaves), compared to their pers employed by larger firms. 

Data showed that ody 36% of small f'ums provide paid sick leave benefits, in contrast to 

91% of large finns surveyed, or have health insurance plans (55% coverage in smdl 

firrns versus 10W coverage in the large fims weyed) (Brown, Hamilton, & Medoff. 

1990). However, as noted previously in this section, other reseatch has demonstrated that 

smailer firms offer better job opportunities to older workers, and thus they are 

disproportionately located in these finns (Doeringer & Terkla, 1988). 

As the woricforce ages, health concems wiil bewme increasingly important, and 

employment in smaller organizations (with fewer ernployment benefits packages offered) 

may become less attractive to older workers. However, it is also vital to rememba that 

compensation is oniy one of several measures of a job's desirability. There are other 

variables, such as employer-employee camaraderie (which may be more eady 



engendered in smaller workplaas), that ükely inmience job desirability. Thadore, the 

relationship between Company s k  and employas' attitudes toward older w o r h  is not 

straightfoward. Further investigation into this Mnable is wmmted. Baseci on the 

literature reviewed in this section, it is hypothesized that employas fiom small 

companies will have more positive attitudes toward older workas than will those fiom 

larger companies. 

iii. Proportion of  Older Worken in Organaition 

"Employers from firms comprising of large numbers of older employees tended to have 

more favourable attitudes towards older workers" (Slater & Kingsley, 1976 cited in 

Guillemard & Walker, 1994, 5). On the one hand, this is an enwuraging hding as a 

large number of older workers located in a given work environment may be perceived 

positively by their employers. On the other band, older workas who an disperseù 

throughout the labour force may not be perceived as favourably. 1s age-segregation in 

organizations, and consequently in industries, the ftaue outcorne? A vicious circle muid 

be the end result, as "a major consepuence of segregation in terms of age is the 

continuation and strengthening of negative stemtypes of older workers" (Wm & 

Pemington, 1994,342). This potential danger must be examined in gteater detail to 

understand the interaction between the proportion of older workers in any given 

organization and the industry studied. 

In an early study, Kaufman and Spileman (1982) conductecl an d y s i s  of the 



American labour force and revealed that a U-shaped age distribution existed in the 

secoadary labour market, indicating a lack of primeaged individuals and an ove- 

representaîion of both young and old workers. These latter two p p s  are either too 

young to commit themselves to a specific occupation, or are taking jobs in this sector 

after retiring fiom their lifetime careers. Using Canadian data, Chai (1987) did not find 

this pattern relevant for fernale workers in the secondary labour market. He recognized 

that the distribution of women in these occupations would be more widespnad across aîi . 

age groups, in cornparison to male participation, as middleaged homemaken may decide 

or be forced into this sector of the labour market as well. Theref~re~ these secondary 

occupations, such as food s e ~ c e  workers or gas station aîtendants, contain an interesthg 

combination of employees. In analysing occupational-age stmctures, Chen (1987) dso 

concluded that there was a greater proportion of young men and women in occupations 

that were organized around emerging technology. 

In an examination of occupational-age patterns Betcherman and Leckie (1995) 

describe five ideal age distribution types, following the categories ptoposed by Kaufman 

and Spilerrnan (1982) (See Table 2). Betcheman and Ledrie (1995) use these age 

distribution types to describe patterns in various occupations and industries. In Table 2,1 

have summarized these occupational and industrial age distributions and types. 

According to Betchennan and k k i e  (1995). occupations loca!ed in the 

consmiction and wholesale sectors are generally the only jobs in the Type 1 pattern 

(unifonn age distribution). Occupations where youth are over-rrpresented (Type 2 





pattern) are primarily low wage jobs and in the secondary labout market. Prime-age 

workers (Type 3 pattern) are over-represented in highly paid occupations, whae job 

security and the working environment are generaliy good. These oocupatiolls with high 

job valuation include industries such as public administration, health, education, social 

services, financial services, many manufacninng jobs, and most managerial, professional, 

and production crafts, and trades occupations. Most signifiant to this study, older 

workers are over-represented (Type 4 pattern) in occupations found in the agriculture, 

fishing, trapping, logging, and traditional mamifacauing industries (such es tobacco, 

leather, textiles, and clothing). It is clear that in these industries, oider workers are over- 

represented, largely due to economic trends, which have led to decreased employment 

opportunities in occupations where growth has not occlll~ed for several years. Finally, 

Betcherman and Leckie (1995) note that the Type 5 pattem (primeage groups under- 

represented) is generally found in the secondary labour market, similar to the Type 2 

pattern. In summarizing determinants of age distribution patterns, Betchennan and 

Leckie (1 995) indicated that the value of a particuiar occupation largely determines the 

age of the individuals found working in it. Thus, youth are found to be concentrated in 

"bad-job" segments of the labour force, while prime-aged individds dominate the 

"good-job" sectors. Thus, it becomes incnasingly difiicult to disentangle the 

relationship between the proponion of older or younger wodcers in specific orgoaizations 

and the industry in which these or@zations are located. In my airrent study, it is 

hypothesized that employas fkom or@zations with luger proportions of olda workas 

will have more positive attitudes toward older employees than will those fkom companits 



with smaller proportions of older workers. 

iv. Age of Employer 

Gibson, Zerbe, and Franken (1993) conducted research on intagroup diffaentiation and 

recognized that a clear preference was continuously demoarated for ingroup membets. 

They discovered that older employen were more positive in their views toward olda 

workers, and younger employers were more positive toward younger workers. Similady, 

according to Social Identity Theory, individuals generaîly favour members of their own 

group in order to maintain a positive image of themselves in cornparison to members 

out side of the group (Tajfel, 1982 cited in Gibson, Zerbe, & Franken, 1993). From this, it 

can be hypothesized that older employers will have more fàvourable attitudes toward 

older employees in their workplace, as cornpared to the attitudes of younger employers. 

Additional research has supported this notion. It was indicated that ''younger 

employers tended to have less favourable attitudes towards older employees than did 

older employers" (Slater & Kingsley, 1976 cited in Guillemard & Walker, 1994, 5). 

Furthemore, it was identified in the IAW study that older employers typically perceived 

older workers more positively than did younger employers ( I b h b l l ,  1996). This 

finding was also reported by Warr and Pennington (1993) in the UK (cited in Taylor & 

Walker, 1994). 

Finkelstein, Burke and Raju (1995) waducteâ a rneta-analyais ofshidies 

examining age discrimination in employment settings, both reai and simulated, and aIso 

noted the presence of an "in-group bias". However, they noted that whüe younger 



respondents felt more favourably toward younger workers, olda respondents felt similar 

about bath younger and older workers. 

Rosen and Jerdee (1995) found contradictory evidence in this ane. They 

discovered that "older managers were tougher, more punitive, and less supportive than 

their younger counterparts" (10) toward older workers. These authors suggested that "it 

should not autornatically be assumed that older workers will fàn M e r  under older 

managers; training to accommodate a diverse workforce, among whom are older workers, 

should not overlook older managers" (Rosen & Jerdee, 1995, 10). 

Marshall (1996) rewgnized that "as the workfiorce ages, [employers'] attitudes 

towards older workers may become even more positive" (v). It is possible that a 

"cultural shift" may occur in attitudes toward older workers in response to the transition 

to an aging society. This would have enormous implications for the fiiture ofolder 

workers. Therefore, if older employers do in fact have more positive views than their 

younger counterparts, older workers would experience significant hprovements in 

attitudes as employers themselves continue to age. While the majority of literatwe has 

indicated that older employers have more positive attitudes toward older workers, as 

compared to younger employers, this area requins fùrther investigation in order to assess 

the nature and extent of these attitudes in the c u m t  work environment. This will be 

addressed in the current snidy. 

In the next two sections ofthis chapter, issues are discussed where there is a la& 

of research regarding the variables in question. For arample, ahhough sex of the 

employer surveyed has not been investigated in tams of its relationship to attitudes about 



older workers, examinhg this domain of the literatun allows for inferences to be made 

and parsllels drawn that may then becorne the foais of current research. Thus, although 

the following sections do not refer to age-specific litaaaire, they were included to 

examine whether sex and education of a given employer can a f f i  his or her openness to 

diversity . 

v. Sex of Employer 

It is apparent from the literature that the sexl of an employer can have an effkct on his or 

her managerial style (Dobbins, 1986; Larwood & Lockheed, 1979; Reskin & Ross, 

1992). However, the magnitude and type of effect existing bas bem disputed in the 

research. One study reported that while male leaders' style of authority is based on a 

norm of equity, female leaders respond to workers based on a combination ofequity and 

equality (Dobbins, 1986). Using the example of poor behaviour by a worker, the norm of 

equity dictates that a manager will respond to his or her subordinate based on the cause of 

this poor behaviour. In contrast, the nom of equality is based more on equal treatment or 

overall faimess and "likableness". Dobbins' reported that male and female leaders wae 

equally afEected by the cause of poor paformance (he anticipated that this nom would be 

more prevalent in male leaders). Furthemore, female leaders wae more affectad by the 

"likableness" oftheir subordinetes than male leaders. Dobbins (1986) reported another 

hteresting finding: " female leaders responded less hmhly toward female poorly 

Io my study, the tenn "sx" Mers to bidogicai cbruaeteristics, wheruis tbc oiiap *pckf  cidols a 
roaally-constructed category. Data limitatiom in the Employer S m v y  pledispcred me to iire "ra<", & 
"genâer" as the variable investigated in my sbdy. 



performing subordhates than towsrd male poorly @orming subarcünates, while male 

Leaders responded equally toward d e  and female subordinates" (522). fatergmup 

diffaentiation behaviour or Social Identity Theory, disaissec! previousiy in this chapter, 

might provide a usefùl fiamework for understanding f e d e  leaders' responses to their 

female su bordinates. 

Dobbins (1986) suggested that specific training programs could be developeâ in 

organizations to alter the rnanner in which male and female leaders respond to their 

employees. However, if leadership styles are related to socialization, which Dobbins 

(1986) suggests, then it may be a challenge to change these leadership styles. Despite 

this challenge, changes can be resolved if the proper programs are created which rneet the 

diverse needs of al1 employers. 

Although Dobbins' (1986) study only examined the behaviour of leaders and their 

poorly performing employees (and not overall leadership styles), it was reportecl that 

female leaders respond to employees based on both the nom of quality and the nom of 

equity. This could suggest that there are a large number of female employas with 

positive attitudes toward older workers. Furthemore, female employers could develop 

close ernotional bonds with their employees (related to "likableness"), which could 

heighten their perceptions of older workers. Due to the scope of this thesis, these specific 

theories will not be tested. However, based on this literature, it is hypothesized bat 

female employers d l  have more positive attitudes toward older workers, as compareci to 

male employers. 

According to Larwood and Lockheed (1979), women are not given the m e  



opportunities and power in tbek maaageriaI roles as men "The 'managerial woman' is 

not typically legitimated by the organization or by ha peers; h a  ideas are n e i k  heard, 

accepted, nor enacted" (LarwOOd & Lockheed, 1979,663). This study also suaested 

that in order for women to legitimate themselves, they should enter occupations that are 

the most receptive to women in higher management. Ahhough this suggestion (made 20 

years ago) may seem insulting to both men and women of the 90s who are oonstantîy 

challenging sex-typed occupations, it does suggest that consideration should be given to 

the possible correlation of sex and industrial sector. Furthamore, although L a r w d  and 

Loclcheed's (1979) study is not a recent investigation into managerial styles, it may still 

hold true for many older female managers who were confronted with substmtial 

challenges throughout their careers. From this study, it could be hypothesized that the 

struggles that women were constantly confionted with, in order to gain increased respect, 

could have influenced them to become more empathetic to the needs of other 

disadvantaged groups, such as older worken. 

In a more recent study of the significance of employers' sex, it was recognized 

that "women managers were concentrated near the bottom of chahs of cornmand; they 

tended to supervise workers of their own sex, consistent with conventions that women 

should not S U ~ ~ M K  men; they were substaatially less likely than men to exercise 

decision-making authority; and their involvement in decision d n g  was largely 

c d n e d  to offenng input into decisions that men made" (Reskin Br Ross, 1992,359). 

Thus, it rnay be suggested that due to limited 8uthorityt female employers may have less 

hands-on experience with older workers (similar to the findings noted in relation to 



employers in larger organizations), which may in tum infiuence their attitudes. 

Reskin and Ross (1992) also suggest an interaction between sex of the anployer 

and the industrial sector investigatcd. They indicate that "women wae almost îwiœ as 

likely as men to hold governmental jobs (23.5% vs. 12.3%) but ody Wh as îikely to be 

self-employed or work in family businesses (18.5% oompand to 3 1.5%)" (ResLin & 

Ross, 1992,350). Thus, these confounding variables couid be investigated in greater 

detail in future analyses to uncover the reality that older workers are fâcing. 

vi. Education of  Employer 

According to psychodynarnic theory, in relation to education, individuals with higber 

levels of education tend to be more secure personally and thus en more able to tolerate 

diversity (Lipset, 198 1 cited in Weil, 1985). Another theory proposeci in the litaahûe 

hypothesizes that although education is a measure of social status, the correlation simply 

illustrates the effect of class (Weil, 1985). However, using multivariate anaiysis, tbis last 

interpretation was not demonstrated to be as amrate as the first one. Education was still 

found to have a significant efEect on tolerance for diversity, even after economic stahis 

was considered. Therefore, it seems plausible that the fist hypothesis is relevant, and 

thus can be tested pertaining to attitudes conceming older workers. 

A variable related to educaîion ofthe employer surveyed, is the industry in which 

the employer (or worker) is located. Certain industrial sectors or ~ccupational categdes 

restrïct their entry based on one's level of educational attaiament. In addition, 

Betcherrnan and Leckie (1995) and Chen (1987) have noted that certain occupations, 



such as 1aw or medicine, requife a gnater n u m k  of years of ducation, and thus these 

occupations d l  naturally have a smalla proportion of younger worlers (aged 15-21). 

Thaefore, the high level of education in this group, combined with the Ming that 

employers in organizations with larger proportions of older workas have more positive 

attitudes toward older employees (Slater & Kingsley, 1976). suggests that employers with 

these characteristics will be particularly hospitable to older worken. In addition, if 

employers themselves are more educated, they may also be older, and as discussed =lier 

in this chapter, older ernployers will likely have more positive attitudes toward older 

workers than would younger employers. 

E. Summrry and Limitations of EUstiag Studies 

This chapter has identified a lack of consistency in the findings concerning employers' 

attitudes toward older workers. It was hypothesized that the disparity in reporting on 

employers' attitudes can be attributed to van*ations in industrial sector, Company size, 

proportion of older workers in the organization, and age, sex, and education of the 

employer. Previous researchers have suggested reasom for the inconsistency in 

reponing attitudes, however they have not investigated ali of these variables in their 

research. For example, there is a lack of research conceming employers' sex and 

education as indicators of attitudes. Thenfore, research involving the Uinuence of ail of 

these variables on employers' anitudes toward older workers is warranted to overcome 

this inconsistency and fil1 this gap in the literature. 

There is a lack of Canadian literaîure conceming employas' attitudes toward 



. . 
older workers. While extensive research on age disenmination and employas' attitudes 

toward older workers bas been paformed in England (Taylor & WalLa, 1993a; 1993b; 

1994; 1995; 1997; Walker, 1997; Walker Br Taylor, 1993), similar research has not been 

generated in a Canadian context. Furthemore, many studies on age discrimination have 

orighated in the United States, when the Age Discrimination in Employment Act 

(ADEA) is legislated. Thus, the relationship between Canadian olda workas aud th& 

employers requires attention to develop rneaningfbl, eff i ive  program and policy-related 

responses that meet the needs of the aging workforce. While Gibson, Zerôe, and 

Franken (1 992; 1993) have engaged in Canedian research on employas' attitudes toward 

older workers, their studies contain results that are exclusively âom employas in 

Alberta. Thus, a cross-national study on employers' attitudes, involving regional 

differentiation, differences in company sizes, and disparate induhaî sectors has yet to be 

completed. The present study will make an important contribution to filling this large 

void in the literature. 

This literature review has suggested reasons and evidena in linking each of the 

independent variables with the depmdent variable. That iq industrial sector, company 

site, proportion of older workers in the organization, and employers' age, sex, and 

education can now be linked to employers' attitudes toward older workers. Some of 

these relationships have b e n  identified and discussed more explicitly in the literatwe, 

while others, including employers' sex and education have ban inf ied fiom other 

research pertaining to organizational behaviour and workplace studies. Ahhough 

previous research did not indicate that a direct link exists ôetween these latter two 



variables and employers' attitudes, 1 intend to investigate this possibility in my resesich. 

1 have created a conceptual model, emanating from the fiterature mKw, which suggests 

the relationships among the dependent and independent variables (See Figure 1). 

The relationships between the dependent variable (employers' attitudes toward 

older workers) and each of the independent variables e:plored in the literature, are 

demonstrated in the conceptual model with arrows from the independent variables to 

the dependent variable. The additional interactions are displayed with directional 

arrows among the independent variables. These relationships, which are briefly 

explored in this chapter, are suggested for fuaire research. The relationships mong the 

independent variables will now be reiterated. 

An interaction is first asserted between industrial sector and the proportion of 

older workers in an orgmization. The literature indicates that certain industries, such 

as those with slow growth, will have more older workers t h  other industries 

(Betcherman & Leckie, 1995). Furthemore, industries that require extensive physical 

labour, such as construction, may have workers that tend to retire at d i e r  ages when 

they can no longer physically do their jobs, and thus possess fewer older workers 

(Betcheman & Leckie, 1995; Chen, 1987; Kaufman & Spilerman, 1982). 

A second linkage suggested in the Iiterahire is between industrial sector and sex 

of the employer surveyed. Data show that women are ofken segregated into d n  

occupations within particulsr industries (Chen, 1987). Although this linkage may 

appear rather sîraightforward, it would be quite interestin8 to disoover ifthey combine 

to influence employers' attitudes. 





Third, the literature also has indicated that the s h  of the Company could have 

an effect on the proportion of older workas in tbat organhtion. 1t was suggested that 

small organizations have a larger concentration of d d a  workas than Jarger 

organizations (Doeringer 8 Takla, 1988). 

Next, it is asserted that the age of an employer can affect his or her level of 

education. The youngest segment ofthe worlaorce will not be as highly educated as 

other segments where more years of education are required to enter an occupation 

(Betcherrnan & Leckie, 1995). Furthemore, in the past older workers have not been as 

educated as their younger counterparts. This is expeaed to change, as apprwhing 

generations are becoming increasingly educated (Statistics Canada, 1998). 

Finally, a relationship between employers' education and industrial sector has 

been suggested after analyzing the literature (Betcherman & Leckie, 1995; Chen, 

1987). It is anticipated that, depending on the level of education an individual has 

acquired, he or she will have unequai access to industrial sectors. Thus, it appears that 

these confounding variables would assist in uncovering employers' attitudes toward 

older workers. Due to the scope of this thesis and limitations in the data set (which are 

described in the concluding chapter of this thesis), oniy the direct relationships among 

the dependent and independent variables are tested in this saidy. The hypotheses for 

my research study will now be examined. 



F. Hypothcscs 

It is clear that the literature mriew only represents the beghhg of in analysis into the 

complexity inherent in employers' attitudes toward o k  workas. FUrfhet research is 

wmanted. Each of the factors d y d  in this chapter requires Wer investigation in 

order ta determine the reality for older workers in the Canadian labour force today. My 

cunent research wiil investigate the relationship between each one of the independent 

variables and the dependent variable - employas' attitudes toward older workers. Thus, 

based on the literature reviewed in the previous section, one hypothesis can be tested in 

relation to the first research objective, and six hypotheses can be tested in relation to the 

second researc h objective. To reiterate, the first objective of this saidy is to ssccrtsin 

Canadian employers' attitudes toward older workers. The second research objective is to 

determine which factors influence Canadian employers' attitudes toward older workers. 

Table 3 lists al1 of the research objectives and the hypotheses for the cumnt sfudy. The 

methods used to investigate the two research objectives and test the m e n  hypotheses 

will be explored in the next chapter. 



Table 3 Eypotheses for Praent Research Study 

Hypotbesis l a  

Hypotbesis 2a 

Hypothesis 2b 

Hypothesis Zr 

Hypothesis 2d 

Hypothesis 2e 

Hypot hesis 2f 

s u p e ~ s e  others have positive attitudes toward older ernployees in 
the workplace. 

Employers fiom less technological and physically demanding 
industrial sectors will have more positive attitudes toward older 
workers than those in technologically advanced and physically 
demanding companies. 

Emplo y ers in small companies will have more positive attitudes 
toward older workers than will employers in larger companies. 

Employers in organizations with a larger proportion of older 
workers will have more positive attitudes than will those with 
smaller proportions of older workers. 

Older employers will have more positive attitudes toward older 
workers than will younger employers. 

Female employers will have more positive attitudes toward older 
workers than will male employers. 

Employers with higher educational attainment will have more 
positive attitudes than will those with lower educational 
attainment. 



This study involved secondary data analysis of an employer m e y  undertaken by The 

Institute for Human Development, Life Course, and Aging of the University of Toronto, 

in partnership with One Voice, the Canadian Seniors Network. Three surveys were 

created in relation to the Options 45+ employment initiative for workas aged 45 and 

older, as a result of funding by Human Resources Development Caaada (HRDC). The 

Employer Survey, conducted dunng the period between January and June of 1997, was 

designed to meet the following three objectives: (1) to identify employers' awareness of 

older worker issues; (2) to obtain information conceniing their attitudes toward older 

workers; and (3) to identify workplace policies affecthg older workers. The data 

obtained from the Employer Survey have been analyzed to address the objectives of this 

study. 

The purpose of this chapter is to outline the methods used to meet the objectives 

of this study. The fist section of this chapter describes the research design used in this 

study . A discussion of the benefits and limitations of using secondary data anal ysis is 

contained within this section. Following this section is a description of the Employer 

Survey and its implementation. Next, the measutment techiques that were used to test 

the dependent and independent variables are describeci. The dependent variables that will 

be investigated in this study are dimensions of employas' attitudes toward older workers. 

The independent variables expforeû include the fo1Iowing: industrki sector, wmpuiy 



size, the proportion of older workers in the organization, employers' age, employers' sex, 

and employers ' education. 

The final section in this chapter describes the three phases of data anaiysis that 

were us& to meet the two research objectives and test the seven hypotheses of this 

research study . Recall the foîiowing research objectives and hypothcses: 

Objective 1: 

Hypothesis la: 

Objective 2: 

Hypothais 2a: 

Hypothesis 2b: 

Hypothesis 2c: 

Hypothesis 2d: 

Hypothesis 2e: 

Hypothesis 2E 

Ta ascertain Canadian employers' attitudes toward older wcrkers. 

Canadian employers in positions of responsibility to r d t  and 
supendse others have positive attitudes toward older employees in the 
workplace. 

To daermine which factors influence Canadian employers' attitudes 
toward older workers. 

Employers from less technological and physically demanding 
industrial sectors will have more positive attitudes tuward older 
workers than those in technologicaily advanceâ and physically 
demanding companies. 

Employers in small companies will have more positive attitudes 
toward older workers than will employers in larger companies. 

Employers in organizations with a larger proportion of older workers 
will have more positive attitudes than will those with smalls 
proportions of older workers. 

Older employers will have more positive attitudes toward older 
workers than will younger employers. 

Female employers d l  have more positive attitudes toward older 
workers than will male employers. 

Employers with higher educatiod attainrneat will have more positive 
attitudes than will those with lower educatiod attainment. 

In the frst phase of anaiysis fiequency distributions wae generated on the 



independent variables in order to create a sociodemographic p d e  of the w e y  

respondents. This phase was also designed to meet the first research objective. This 

phase involved the generation of descriptive âequencies on items patrining to the 

dependent variables. In the second phase of analysis, ui analyticai objective was created 

to aid in testing the second research objective. Thus, it is explaincd how haor d y s e s  

were generated to ideatify key factors and thereby reduce the number of variables that are 

used to test the second research objective of this study. Factor analyses wen perfonned 

afler realizing several theoretical associations existeci among several of the aîtitudinal 

items. The third phase of analysis involved oneway analysis of variance (ANOVAs) and 

t-tests to investigate the indicators of employers' attitudes toward older workers. A 

description of the research design used in this study will now be presented. 

A. Research Design 

Secondary analysis has numerous advantages, such as the ability to perfom research on a 

larger sale than I would have been able to do on my own. Rese8rchas wîth limited 

access to funding support for independent larger studies can contribute to the litemture by 

conducting secondary data analysis of existing databases. Thdore,  using a survey that 

has been previously funded is s large advantage. In addition, secondary adysis does 

not necessitate the same degree of consideration to intncate detaiis of instrument 

construction (Norusis, 1990). For example, to conshuct a swey takes long paiods of 

time. It is necessary to carefully select the wordiag and the d e s  used on a survey. 

A h ,  extensive pre-testing of the respondents is ofken involved to ensure the accmcy, 



cornpleteness, and appropriateness of the response items. Thereforc, the utilization of 

secondary data analysis greatly reduced the time âame in which this study muid be 

cmpleted. 

It is also important to recognize that there are limitations when pedonning 

secondary data andysis. First, the w e y  may not have been designeci to specificaily 

address the research objectives of a particufar investigation. Thus, aMur variables tbat 

may have been important to consider rnay not be available in the &tabase or rnay not 

conforni specifically to the needs of the study. In addition, in secondary adysis, 

problems may arise in relation to the wording or content ofspecific questions utilized. 

However, in my study, the inclusion of additional variables and possible alterations to the 

survey instrument were only identified after thorough investigation was done using my 

current research objectives. Thus, the Employer Survey w u  an exallent starting poht in 

my research. Secondary data analysis enabled me to identify opportunities to modify the 

questionnaire for future research. This will be disaissed in more detail in the concluding 

chapter of this thesis. 

Additional methodologicai concerns rnay arise in doing secondary data analy sis, 

such as those in relation to the sample chosen. For example, another researcher may not 

agree on the criteria for sample selection used in the Employer Survey. Tbese sampling 

critena did meet my objectives; for example, the significance of both indusbial sector and 

Company size were central to my investigation. Therefore, 1 anticipated that uskg the 

Employer Survey would be the best way to meet the objectives of my a m n t  nsearch. 

Any Limitations of using secondary data d y s i s  were insignificant in cornparison to the 



many advantages that using the Employer Survey represented to my nseaich shidy. 

B. Description and Implementation of the Employer Survey 

The Employer Survey was mailed out to 1,980 Canadian orgarhtions, mdody 

sempled in qua1 proportions fiorn four regions (Ontario; Quebec; Western Provinces, 

including British Columbia, Alberta, Manitoba, Saskatchewan, Northwest Territones, 

and the Yukon Temtories; and Atlantic Provinces, including NOM Scotia, New 

Brunswick, Newfoundland, and Prince Edward Island). Two Company siws (larger 

companies consisting of 20 or more employees and small companies with less than 20 

employees) and five industrial sectors (Sales and Service, including Retail, Services, 

Wholesale and Financd Real Estate; Construction; Manufacturing; Transportationl 

Communication/ Public Utilities; and Agriculture and Resources, including Mining) were 

sampled. Organizations were seleaed randornly from a sample of private sector 

Canadian companies, purchased ftom Dun & Bradstreet Canada. Govemment agencies 

were not included in this sample. 

In order to increase the response rate, employers received a follow-up reminda 

Ietter, a reminder telephone cal1 (ensuring surveys were delivered accmtely and 

encouraging respondents' cornpliance), anothet reminder letter including a replacement 

questionnaire, and a final reminder letta. The m e h d  of constmaing and implementing 

the questionnaire incorporateci rnany of the approaches suggested in Dillman's Total 

Design Method @me, 1990; Dillman, 1983). A totai of 559 questionnaites were 

retunied to the Institute for Human Development, LXe Course, and Aging by June of 



1997, that were wmpleted either by the vice-president of human resources, in the case of 

larger organizations, or the president or owner, in the case of small orsaniptions. The 

Employer Survey was purposefùlly airneci at the individuals nsponsible for the hiring of 

e ~ n ~ l o ~ e e s . ~  A personalized cover letter was included in the mailing of the Employer 

Survey in order to increase the probability that the appropriate mpondait was selected. 

Therefore, in this study, an employer is defined as the individual respomible for the 

recniitment and supewision of older workers, who completed the Employer Survey at the 

organization sampled. In conpence with the majority of litaaire on older workers, 

employees aged 45 and older are defined as older workers in this study. The d e v e d  

response rate for the Employer Survey was 38% with 504 unusable questionnaires.3 

Based on the stratified random sampling method used in mailing the 

questionnaires for this study, a representative sample across regions and industrial sectors 

was also achieved. Although small and larger companies were also sampled 

proportionately, larger companies were over-represented in the achieved sample. In 

congruence with the sampling design, the data were weighted in specified analyses by 

geographical region, Company size, and industry, in order to accwately represent the 

population of Canadian organi~ations.~ 

Ste UnderMi, MarsMi, & Deliencourt (1991) for a more &tailal Ac\ceription of the rmhodology usal in 
the Employer Suwey. Howcvcr, please note îhaî my nsearch includcs 20 acldiî id tbp 
were received d c e  the completion of th 1997 report. Thus, the rcspollst fate was kmsd h m  3% in 
tbat report, to 38% in my study. 

3 A toial of 504 organizations were chhatcd  h m  the ori- samplt of 1,980 oqphtions, due to an out- 
ofdate List prwided by thin & Bradstrea Canada. 

For a more psisc M p t i o n  of the weightbg poce<hut m d  in tbe Employer S~vvcy plcase scc 
Underhiil, Marshall., & Deliencourt (lm. Nso, consuit Kervin (1992) for fiutlm discussion on weighting 



C. Measuremtnt 

Employers' attitudes were meamed using response items flom the Options 45+ 

Employer Survey (See Appendix A). Respondents wae asked ta assess the ment to 

which they agreed or disagreed with 16 atîitudinal statements using a 4 point Likert 

response scale (Dane, 1990). Participants cucld one of the following four responses: 

'Strongly Agree' (1); 'Moderately A g a '  (2); 'MderateIy Disagree' (3); or 'Strangiy 

Disagree' (4). These statements were adapted fiom a d e  used by Taylor and Walker 

(1994), and are based on stereotypes of older workers that have b a n  documented in the 

literature pertaining to studies of attitudes toward older workers. The procedure used to 

constnict the dimensions of the dependent variable is describecl in the seaion "Data 

Analysis" presented later in this chapter. 

In order to measure the first nuo independent variables in this study, the industrial 

sector and company size designated in the sampling methodology were used. Thus, five 

industrial categones (Sales and Service, Construction, Manufachinng, Transportatiod 

Communication/ Public Utilities, and Agriculture and Resources) and two company sues 

were analyzed. In order to be consistent with oths research on company size report4 in 

Chapter II, organizations with less than 20 employees will be reférred to as 'small', and 

those with 20 or more employees wiil be refemd to as 'larger' in this shidy (Brown, 

Hamilton, & Medoff, 1990; Doeringer & Terkla, 1988). The industrial sectors and 

company sizes used for classification in the distribution of the Employa Swey are 

utilized to define this variable. 

Specific questions from the Employer S w e y  were utilized to measure the 



nmaining four independent variables in this study: proportio?i of older worLas in the 

organhtion (Question 2), employers' age (Question 37), employas' sex (Question 36), 

and employers' education (Question 38) (See Appendix A). It shoufd be noted that the 

variable representing employas' age was re-coded so that employers who were less than 

45 years of age were grouped into one categoy (younger), and those who were 45 years 

of age or older were grouped into a second category (older). In this way, cornparisons 

could be made between older and younger employers. Furthermore, as mentioned in 

Chapter II of this thesis, the variable "sex" represents a biological distinction, due to the 

one question available for analysis on this dimension in the Employer Survey. 

Three variables (industrial sector, company si=, and proportion of older workers 

in the organization) relate to organizational characteristics and will allow cornparisons to 

be made across industries and between larger and small companies. Furthemore, 

comparisons will be made among organizations with varying proportions of older 

workers (less than iOO/o; between 10 and 25%; between 26 and 50%; and above 500/.)). 

A profile of the employers was constnicted using the following three variables: 

age, sex, and education. These variables were included in order to d e t h n e  whether the 

results varied, depending on the specific individual requested to complae the Employer 

Survey. 

D. Data Anaiysis 

The information fiom the Employer Survey was previously entend into SPSS, a 

staiistical data analysis package (Nomsis, 1990). Thne phases of analyses were 



developed to meet the remch objectives of this stwly. In the Grst pbase of anaiysis, 

descriptive statistics were generateâ to detemine the attitudes ofemployers (testing the 

first research objective) and determine the sociodemographic characteristics ofthe 

respondents. The second phase of data anaiysis involved an anaiytical objective of this 

research, which was designed to detamine the dimensions of employas' attitudes, in 

orda to test the significance of these dimensions on potendial indimors of attitudes. 

Therefore, the last phase in analysis was designad to test the second research objective of 

this study, and thus determine which factors influence ernployers' attitudes toward older 

workers. 

In the first phase of analysis descriptive statistics were generated. Frequency 

distributions were calculated for each of the items used to construct the dependent 

vm*able (1 6 attitudinal statements) in order to address the first r-ch objective of 

describing Canadian employers' Riment attitudes toward older workers. Frequency 

distributions were also generated on additionai variables in order to describe tbe 

sociodemographic profile of the organizations and employers surveyed. 

"An attempt to understand a phenornenon.. . typically involves an investigation of 

a series of causally-related variables" (Goddard & Kirby, 1976, 3). Therefore, to better 

understand employers' attitudes toward older workers, 1 wantd to discover which of the 

16 attitudinal statements clustered togeiher around distinct conceptuel consûucts. Factor 

analyses were produced in order to address an analytid objective of this study (Kim & 

Mueller, 1978): to redua the numba of variables that indicate employas' attitudes 

toward older workers, to a smaller number of factors thrt can be used to address the 



second research objective of this study. 

To meet my anaiytical objective, the second phase of inquiry w n d g  data 

reduction involved a total of five factor analyses. With respect to sample size, the 

literaaire indicates that to conduct &or analysis, a m p l e  size of 50 is very poor, 100 is 

poor, 200 is fair, 300 is good, 500 is very good. and lûûû is excellent (Cwiny & Lee, 

1992 cited in Tabachnick & Fidell, 1996). Therefore, 1 detennined that the current 

sarnple of 559 organizations was sufficient to conduct diable fictor analyses. Factor 

analyses were generated as follows: (1) al! responses, unweighted; (2) al1 responses, 

weighted by al1 3 classifications (industrial sector, company sue, and geopphical 

region); (3) al1 responses, weighted only by industrial sectoq (4) al1 responses, weighted 

only by Company size; and (5) al1 responses, weighted only by geopphieal region. 

Principal component factor analyses and varimax orthogonal rotations of the factors were 

perfonned (Tabachnick & Fidell, 1996). This methocl of rotathg the variables magnifies 

certain factor loadings (the correlation between the variable and the Wor) and . 

diminishes others to allow for easier comprehensibility of the new constnîcts (Reyrnent & 

Joreskog, 1993). 

Variables were grouped into oonstnicts based on factor loadings of .60 or greater 

(Ashbury, Cameron, Mercer, Fitch, Br Nielson, 1998). The Kaiser-Meyer-ûk measwe 

of sarnpling adequacy was done to compare the dimensions of the obmed condation 

coefficients to the partial correlation coefficients (Nomsis, 1990). "Kaiser (1974) 

characterizes measures in the 0.90's as marvellous, in the 0.80's as meritorious, in the 

0.70's as middling, in the 0.60's as mediocre, in the 0.50's as miserable. and below 0.50 



as unacceptable" (Norusis, 1990'3 17). This index was used to detemine the messure of 

sampiing adequacy in this study. Cronbach's aipha was used as the reiiabiiity coefficient 

to determine the intemal consistency of the f ao r s  created (Nomsis, 1990). This value 

ranges fiom O to 1, where the reliability of the factor increases as the value approaches 1 

(Fitz-Gibbon & Morris, 1987). The variables were recoded to achieve a consistent 

direction of responses in order to cornpute Cronbach's alpha. Variables that did not lod  

on to specific factors, loaded highly on more than one factor, or wae beiieveâ to be 

theoretically unrelated to the factors, were eliminated fiorn the third phase of analysis. 

Indices were produced for each respective consrmd by summhg the scores and dividing 

by the number of items, in order for employers to be allocated a score on each dimension 

of attitudes (Kim & Mueller, 1978). 

The final phase in the data analysis was designeci to test the second research 

objective of this study. Therefore, in this third phase of inquiry, bivariate anaiyses were 

generated to explore whether industrial sector, Company six, proportion ofolder workers 

in the organization, and employers' age, sex, and education influence attihdes toward 

older employees. In order to meet this second research objective, the factors created in 

the second phase of analysis were used to test these six potential indicritors. Bivariate 

analyses were generated using either one-way ANOVAs or t-tests (dependhg on the 

nature of the variable) in ords to daermine each of the indicaiors' significance to the 

dependent variable. T-tests were used in variables with two groups (i. e. company size, 

employers' age, and employers' sm) to test for differems (Jacger, 11990). When 

cornparisons were made ushg variables with more thaa two p p s ,  one-way ANOVAs 



were used to test theY significance (i. e. industrial sector, proportion of older wotken in 

the orgeation, and employers' education). As a result of a mng relationship b e e n  

employers' sex and the thtee attitudinal dimensions created, a crosstabdation was 

generated on this variable to compare maies and f d e s  on the 16 a#itudind statements. 

It should be noted that some of the respondents bad misshg &ta on specific items 

(which were not currently accessible) thereby reducing the nurnber of nspondems in 

sorne of the response categories. Furthemore, the data fiom the Employer Survey were 

examined to determine the percent of respondents who did not ansver d16 of the 

attitudinal items in Question 3 1. Only 4% of employers (n = 22) did not provide answers 

to al1 of these responses. These data were examined in relation to the independent 

variables in this study, and it was resolved that the missing items did not contain a pattern 

of non-response. Therefore, it was detennined that the missing responses did not 

undennine the validity of the data. Also, the statistical procedures that were used in this 

study excluded the missing data fiom the analyses. The results fiom this study will now 

be presented. 



CHAPTERIV 

RESULTS 

In Section A of this chapter, the results of the descriptive d y s e s  are presented. These 

results include a summary of the sotiodemographic characteristics of the organjzations 

and employers surveyed. In Section B, the resuits of the nrst rrsesrch objective (to 

ascertain Canadian employers' attitudes toward older workers) are presented. 

The first part of Section C utilizes factor d y s e s  to meet an dy t i ca l  objective 

of this study (to reduce the number of variables that indicate employas' anmides toward 

older workers, to a smaller number of factors that can be used to adâress the second 

research objective of this study). An unweighted factor analysis is pnsented first, 

followed by four factor analyses using weighted data. A surnrnary of the five fmor 

analyses that were performed is then presented, which includes a discussion on the 

limitations of the factor analyses that involved weighted data. The final part of Section C 

presents the results of the one-way ANOVAs and t-tests that were generated using the 

factor structure created with the unweighted data in the earlier part of Section C. Results 

are presented for each of the six independent variables. which test the six hypotheses 

pertaining to the second research objective, proposai in Chapta II. Data are presented 

on the following six items: industrial sector, company size, proportion of older workers in 

the organization, age of employer, sex of employer, and edudon of employer. Results 

fiom a crosstabulation of employers' sex using the 16 attitudinat staternents is then 

presented, due to a strong relationship between this variable and the fwor structure 

creat ed. 



A. Descriptive Rcsulb: Sociodernographie Characttristia of Oryniptions rad 
Employen Sucvcyed 

Frequency distributions were generated on the organhational attniutes (iiustriai sector, 

Company size, proportion of older workers in the orgenintion, and region) and the 

persona1 attributes (age, sex, and education) of the employeis who responded to the 

survey on behalf of these organizations, using unweighted data (See Table 4). 

The sampling procedure in the Employer Survey was deliberately design4 to 

obtain equal sarnples fiom five industrial sectors, four geographicai regions, and two 

company sizes. The organizations included in this study are representative of five 

induarial sectors (See Table 4). Twenty-one percent of organizations are fiom the Sales 

and Service sectors, 18% are fiom the Construction sector, 23% are fiom the 

Manufacturing sector, 21% are from the Transportation, Communication, and Public 

Utilities sectors, and 17% are from the Agriculture and Resource sectors. The companies 

surveyed were also representative of the four regions sompled across Canada. Twenty- 

seven percent of organizations were fiom the Western Provinces, 25% were âom 

Ontario, 25% were ftom Quebec, and 24% were from the Atlantic Provinces. With 

respect to company size, larger organizations were over-represented in the achieved 

ample. Thirty-five percent of organizatioas were small (féwa than 20 employas) and 

65% were larger (20 or mon employees). The proportion ofolda workers in the 

Company surveyed was also considered. ThYty-one percent of o ~ i u n s  bad less 

than IO0? older workers; 3(r/o had between 100/r and 25% olda woikers; 32% bad 



between 26% and 50% older workers; and 8% had above 50P/o older workers in theù 

respective organizations. 

Table 4 Sociodemographic Characteristics of Study Sample (Unwtighted) 

Industrial Sector 
Sales & Service 
Construction 
Manu fact uring 
Transp.1 Comm./ PU 
Agriculture/ Resources 

Region 
Western Provinces 
Ontario 
Quebec 
Atlantic Provinces 

Company Size 
Small (< 20 ernployees) 
Larger (r 20 employees) 

Proportion of Older Workers 
Less than 10% 
Between 10% & 25% 
Between 26% & 50% 
Above 50% 

Age o f  Employer 
Younger (< 45 yrs.) 
Older (r 45 yrs.) 

Ser of Employer 
Male 
Female 

Education of Employer 
Cornpleted elementary or public school 
Completed high school 
Completed vocationail technical college or 
special diplorna 
Compieted undergraduate university degree 
Completed post-praduate university degree(s) 

Proportions may not total 100% due to rounding. 

Total n = 559 
148 
138 
139 

24 134 
Total n = 559 

3 1 
30 
32 
8 

47 
53 

69 

** Total n varies due to missing cases. 

Total n = 553 
169 
164 
175 
45 

Total n = 540 
255 
285 

Total n = 546 
376 

31 170 
Total n = 543 



According to Dun & Bradstreet's list of organiniions, some of the orpnhtional 

characteristics in the current study sample are not rdective of Canadian companies (Sa 

Table 5). For example, while my research had relatively equai proportions of companies 

âom the five industrial classifications used, the mjority of Canadian companies are 

located in the Sales and Service sector (68%) (Underhill, Mairsball, & Deliencourt, 1997). 

With respect to geographical region, while the f h t  three regions do not appeiv to diffa 

significantly between the sample and the population of companies, the Atlantic Provinces 

. are over-represented in this study (24% as cornpared to 7.8%). Furthemore, while 35% 

of the companies in this research study are small according to C d a n  data, the 

population of small Canadian companies is 89%. In addition, older workers (aged 45- 

64) account for 30% of the labour force (Statistics Canada, 1998). 

Frequency distributions on the personal characteristics of the employns were also 

generated (See Table 4). Forty-seven percent of the respondents were younger than 45 

years of age, while 53% were 45 years of age or older. Thus, relatively equal proportions 

of both older and younger employers' attitudes were captureci in this survey. These 

proportions are not entirely reflective of Canadian organjzations (Statistics Canada, 

1 998). 

In relation to employers' sex, 69% of the employas were male, aad only 31% of 

them were female (See Table 4). It may be assumed that these propottions are 

representative of the current proportions of males and f e d s  in 'employer' rotes 

(owners or vice-presidents of organhations). As implied in Chapter II of this thesis, 

"managers' sex was strongly related to their level in the managerial hiasrchy: The odds 



Industrial Sector 
Sales and Service 
Retail 
Services 
Wholesale 
Finance / Real Estate 
Construction 
Manu facturing 
~r~rtspottah'on / Communication / h t b k  UtiljtkS 
Agriculture and Resources 
Agriculture 
Mininç 
Govemment Agencies (not included in this study) 
Province / Region 
Ontario 
Quebec 
Western hv inces  
British Columbia 
Alberta 
Manit O ba 
Saskatchewan 
Nonhwest Territories 
Yukon Temtones 
Atlantic Provirzces 
Nova Scotia 
New Brunswick 
Newfoundland 
Prince Edward Island 
Company Size 
S d  Companies 
0-4 employees 
5-9 employees 
10- 19 employees 
L a w  Companies 
20-49 employees 
50-99 employees 
100+ employees 
Proportion of Older Workers in Labour Force 
aged 45-54 
aged 55-64 

Total Saies and S e ~ c e  = 68 
30 
20 
10 
8 
Total Construction = 13 
Total Manufachuhg = 10 
Total Transp.1 Comm. I P.U. = 5 
Total Agriculture and Resources = 3.5 
2.5 
1 
O. 5 

Total Ontario = 32.7 
Total Quebec = 26.7 
Total Western = 32.8 
14.2 
11.1 
3.6 
3.6 
0.2 
o. 1 
Total Atlantic = 7.8 
3.3 
2.4 
1.6 
0.5 

Total Small = 89 
61 
18 
10 
Total Larger = 1 1 
7 
2 
A 

Total older workers in labour force = 30 

mda 



of reaching top or upper management were more than half as gnrt for men as women 

(56.1% vs. 35.8%)" (Reskin & Ross, 1992,350). 

With respect to respondents' level of educational ituinment, only 6% had 

diswntinued school at the elementary or public school level, 2û% completcd high school, 

32% completed vocational / technical coilege or a speciaî diploma, 29?A completed an 

undergraduate university degree, and 14% had completed a post-graduate university 

degree (See Table 4). In 1997, individuals with less than a high schwl education 

comprised 20% of the entire Canadian work force (Statistics Canada, 1998). Also, 

employers tend to be more highly educated in general, as compsred to other employees. 

It has also been recognized in the literature that "persons who respond to mail surveys 

typically are better educated and have higher reporteci incorne levels than persons who 

complete surveys person-to-person" (Ashbury, Cameron, Mercer, Fitch, & Nielsen, 1998, 

99). Therefore, this finding, coupied with the f8ct that respondents were in high positions 

within the workplace hierarchy, could account for the relatively educated sample of 

emplo y ers achieved. 

B. Employen' Attitudes Towad Older Workers: Result~ of Attitudind Stattments 

In addressing the first research objective of this study (to asariain Canadian employers' 

attitudes toward older workers), the first hypothesis (Canadian employers in positions of 

responsibil it y to recruit and supervise others have positive aîtiîudes toward older 

employees in the workplace) was addnssed. In order to test b i s  hypothesiq âequency 

distributions were calculated on the 16 mitudiaal statements included in the Employer 



Swey.  The employas' responses to these statements ue ptesen5ed in Table 6. The 

staternents were presented to the rapondents in an orda tbat intmpmd the positive 

and negative statements. However, for easier comprehensibility, the positively worded 

statements are first discussed, followed by the negatively worded statements. 

The responses on all eight of the positively worded statanents indiate bat 

employers hold favourable views toward older workers (See Table 6). Being good 

mentors or teachers for younger employees (94% strongly or modctafely agrd ) ,  being 

reliable (98% strongly or moderately agreed), and being productive (93% sbongly or 

moderately agreed) were the domains where employers felt the strongest about older 

workers. Employers strongly or moderately agreed that older workers could adapt to 

organizational change (79%), are highly respected (9 1 %), have strong communication 

skills (63%), and have few accidents (79%). herestingiy, employers also strongly or 

moderately agreed that older workers are interestad in technological change (55%). 

On the negatively worded statements, employers strongly endorsed only two 

statements that suggested negative attitudes toward older workas (See Table 6). The 

statement "older workers âislike taking orders fkom younger employees" had the highest 

proportion of negative views (56% strongly or m o d d y  agreed). Employers' views on 

older workers' ability to do heavy physical work were also negative (52% strongly or 

moderately agreed). On al1 other items, so few employas endorseâ the negative 

statements that it can be concluded that employers' attitudes are positive on the whole. 



Table 6 Frequency Distributions on Positive and Negative Attitudinal Statemtnts (Unweightd) 

Positiveiy Worded Items 
can adapt to organizational 1 23 * 1 56 1 19 1 2 
change (n=S24). ** 
are good mentors/ teachers 48 46 5 1 
for younger workers 
(n=5281. 
are highly respected 
h=5231. 

I m 

are reliable (535).  1 55 1 43 1 1 
are productive employees 38 55 6 1 
(n=520). - 

have strong communication I l  52 33 4 
skills (n=509). 
are interested in 7 48 38 7 
technological change 1 1 1 1 
(n=5 18). 
have few accidents (n=5 13). 
Negatively Worded Items 

18 

are too cautious h = 5  1 7). 5 1 40 1 47 1 8 
15 

are marking time until 
retirement (n=509). 

61 

have trouble with shifl work 
(n=474). 

are hard to train (n=52 1). 
have difficulty working 

younger emplo yees I I I I 

8 34 

4 

overiime (n=5 1 1 ). 
dislike taking orders kom 

19 

43 

6 
5 

2 

24 

11 

(n=5 1 5) .  
cannot do heavy physical 

*Proportions may not total 100% due to rounding. 
** Total n varies due to missing cases. 

35 
27 

work (n=521). 
have more absences 

43 

45 

11 

29 

45 
47 

3 

14 
21 

32 

.41 

12 

14 

40 8 

54 29 



C. Determining Dimensions and Indiuton of Employen' Attitudes Towud Older 
Workers 

i Rcsultr on Factor Anaiyses: Dimensions of Employen' Attitudes 

An analytical objective of this research study was: to redua the numba of variables that 

indicate employers' attitudes toward older workers, to a smaller number of fictors that 

cen be used to address the second research objective of this study. This section presents 

the results of the factor analyses in two parts. The first part prescrits the d t s  ofthe 

unweighted and weighted data. The second part addresses how the Erctor analyses wae 

applied to test the second research objective of this study. This section includes a 

summary and discussion of the limitations of the weighted factor analyses. 

a. Factor Analysis on Unweighted Data 

The first factor analysis, using unweighted data, extracted four f a o r s  with eigenvalues 

equal to or greater than 1 .O0 and the Kaiser-Meyer-ûlb Meawire of Sampling 

Adequacy was 3 3 ,  suggesting common underlying concepts (Kim & Mueller, 1978). 

Using varimax rotations, the factor structure in Table 7, Column 1 was established. The 

factor loadings that were calculated for al1 16 of the items entaed h o  the five factor 

analyses are depicted in Table 7. 

The first factor originally included five variables: "olda wodcers have difncu1ty 

working overtime" (.73); "older workers are hard to oain" (58); "older workers m o t  

do heavy physical work" (54); "older workers dislike taking ordas 60m youager 

employees" (.62); and "older workers have trouble with shif? work" (.62). It W wt cl- 

why the item "older workers dislike taking orders from younger employees* l d e d  



highly with the other items. This item does not appeiir to be associatecl either theoretically 

or conceptualiy with the 0 t h  items. As such, this factor was med, excludimg the item 

"older workers dislike taking orders âom younger employas". The Cronbach's 

reliability alpha score, not including the fourth item was 0.70, suggesting the mmaining 

items are reliable as a construct. Therefore, including four of the five variables, the f h t  

factor "age-related decline" was constnicted. This fe*or depict~ the staeotypes 

surrounding the health of older workn, specifically processes associated with physical 

and cognitive decline. It is interesting to note that al1 four of these variables are 

negatively worded statements. An index was created for this factor which resulted in a 

mean of 2.65 (SD = S9). The items that loaded highly on this first factor were negatively 

worded, and thus a higher mean would indicate a more positive attitude. Thus, a 

relatively high mean score on this conmct suggests that employas hold positive 

attitudes toward older workers on this first dimension involving "agereleted decline". 

The second factor in this analysis included four variables: "older workers are 

good mentord teachers for younger workers" (.73); "older worken have strong 

communication skills" (.69); "older workers can adapt to organizational change" (-65); 

and "older workers are highly respected" (.62). This factor depicts "acpaientiai 

attributes" of older workers, as the items represent characteristics of an employee that are 

ofien developed through prolonged experience in the work force. The Cronbach's 

reliability alpha for this construct is 0.72, suggesting a reliable fictor. These i t em al1 

describe positive atîitudinal statements. The mean mre for this foaor was 1.91 (SD = 

.49) suggesting that attitudes are also relatively positive for the dimension of 



"experiential amibutes". A lower mean score on this hiaor indiccites positive attitudes, 

as the statements were positively worded. 

The t h d  fàaor includes two variables: "olda workas arc rdiable employees" 

(.80) and "older workers are prductive employas" (66). This -or indicates thst 

older workers are "reliable and productive". The Cronbach's reliability alpha for this 

comtmct is 0.67, suggesting a reliable factor. On the diension "reliable and 

productive", an index was created which produced a mean s a x e  on this coIlSfNct of 1.59 

(SD = S2). For this factor, a lower mean score indicates positive attitudes, as the 

statements included in this factor were also positively worded. Thdore, this mean 

suggests employers hold positive views toward older workers7 reliability and 

productivity . 

The last fhctor representing "attention to dety standards" also includes two 

factors: "older workers have few accidents" (.70) and "olda workers an too cautious" 

(.63). This factor proved to be quite problematic. First, the Cronbach's reliability alpha 

for this constnict was only 0.08, suggesting an unreliable factor. Also, the wording of 

the second statement was problematic, as it appeared that the concept '?cm cautious" was 

regarded as a negative attribute. It could be reasoned that if the word ''too" were 

removed fiom this statement, the attribute "cautious" would be viewed in a positive light. 

Therefore, based on the reliability score, the interaction betwaa tbese two variables, and 

the problematic wording of the second statement, this haor was eliminated from mer . 

d y s i s .  The first factor arplained 26% of the variance, the second factor 14%, the third 

factor 8%, and the last factor srplained oniy 6% of the variance (Walsh, 1990). The 



Table 7 Resiilts on Unweighted and Weighted Factor Analyses 

Factors Factors Factors Factors Factom 
1 2 3 4  1 2 3 4 5 1  3 4 1 2 3 4 . .  1 2 3  4 

Positively Worded Items 
organizational changc 

1 reliable employees 1 'O7 *" *80 *O9 1 *63 a 2 6  -*10 -.52 .Io 1 -74 -.18 -.O8 -.33 1 10 -16 -79 J 1  1 ,49 ,23 ~2 1 
productive employees 
strong communication 
skills 
interested in technological 
change 
few accidents 

I Toial n varies due to missing data 

Ncgrtiveiy Worded Items 
l00 C ~ U ~ ~ O U S  -30 -.O8 -.14 63 - 3  .29 .26 ,O4 ,65 ,Io .67 -. 15 ,33 -,O* ,56 -, 11 ,18 ,16 ' 

-,26 ,28 -66 .O0 
-.O7 -69 .IO -21 

-.40 .57 -. 12 .19 

-.O7 .21 .29 -70 

@ ~ ~ b h  with shift work 

, I l  -.21 -.O5 -.8S .O9 
$9 -37 .33 -.]9 -.O5 

-.O] -.76 -.O5 -.O5 .12 

.30 m.22 -.O8 -.O4 -73 

062 .11 9.19 .25 

.51 -,50 -,14 -.03 
-58 - 2 0  -28 -42 

.13 -. 1 1 -JO .77 

.57 .1g -,38 -14 

- , ]9 0.03 32 -14 J 6  

-.24 ,25 $7 ,01 
-,04 ,73 .O, ~7 

-,39 ,54 -,07 ,17 

30 -26 -74 

-,O4 -41 *61 ,os 

-44 -.15 -.56 ,12 
-72 -.25 .O5 .17 

,33 -.61 ,OQ , - 
,23 -,os m.l5 a,2 ' 

-61 ,14 ,m -30 ,54 ,35 -~ 



results from this unweighted fwor anaiysis will be used in the third pbase of 

investigation involving bivariate analyses. 

b. Factor Aaaiysis on Data Weighted by Indushiil Sector, Company Size, and 
Gcograpbical Region 

Generally, inaccunite proportions may be altered ushg various weigbting techniques. 

However, as described in a later section of this chapter, the weightings were not used in 

al1 stages of the analyses due to unforeseen challenges. When fllctor analyses of the same 

items were generated applying different weightings, similar itérns did not oonsistently 

cluster together on the same factor in al1 analyses. in fact, the same mimber offâctors 

was not continuously identified in each aiialysis. Therefore, in the following four factor 

analyses labels are not assigned to the factors due to the inconsistency among the five 

factor analyses generated. It may be pointed out here that the h a 1  four -or d y s e s  

will not be used in any fiirther anaiyses, thus it was not damed necessary to mate labels. 

This decision is further justified in the final section of this chapter. 

The second factor anaiysis used data weighted by industriel sectoq company size, 

and geographical region. This factor analysis (summarized in Table 7, Cdumn 2) 

yielded five factors. The Kaiser-Meyer-Oikin Measure of Sampling Me~uacy was .75. 

The first factor included four variables: "older workers are good mentors/ tachers for 

younger workers" (33); "older workers are highly respected" (.82); "older workers have 

m g  communication skills" (.69); and "older workeis are reliable employees" (-63). 

The Cronbach' s alpha for this factor was 0.77 indicating the constnict is reliable. The 

second factor created included two variables: "o1der workers are interesteci in 



technologicai change" (--76); and "older workers an hard to trainn (-72). The Cronbach's 

alpha for this fwor was 0.55. nie third factor constructecl included fOur items: "older 

workers have trouble with shift wock" (.72); "older workers have difficulty worhg 

overiime" (.70); "older workers have more absences" (64); and "older workcrs cannot do 

heavy physical work" (.62). nie Cronbach's alpha for the third &or was 0.66. The 

fourth factor created included two items: "older workas are productive employees" (- 

.85); and "older workers are marking time unta retirement" (.69). The alpha for this 

factor was 0.66. The final factor created in this analysis also included two items: "older 

workers have few accidents" (.73); and "older workers are too cautious" (.65). The 

Cronbach's reliability alpha for this factor was only 0.26, suggesting an unreliable factor. 

The first factor accounted for 26% ofthe variance, the second factor 16%, the third factor 

9%, the fourth factor 8%' and the last factor accounted for 7% of the variance. 

c. Factor Analysis on Data Wtightd by Industrial Seaor 

The third factor analysis conducteci in this study used data weighted only by industrial 

sector (See Table 7, Column 3). The Kaiser-Meyer-OUUn Messure of Sampling 

Adequacy was .8 1. The first factor contained three variables: "older workers are highly 

respected (.77); "older workers are retiable employees" (-74); and "older workers are 

gwd mentord teachers for younger workers" (.69). The Cmnbach's reliability alpha for 

this factor is 0.70. The second factor also included three variables: "older workers are 

marking time until retirement" (.73); "older workexs are too C8Utiousn (.67); and "older 

workers are bard to train" (54). The alpha for this fa- was 0.64. The third fiictor 



contained the following two item: "older workers m o t  do heavy physid worP (.77); 

and "older workers have trouble with shift worK' (.61). The alpha for this fàctor was 

0.58. The last factor contained only one item with one &or loadjllg greater tbm .60: 

"older workers are interested in technologid changen (.77). Cronbach's dpba is not 

applicable for this factor as it contained only one variable. The fht fictor m m t e d  for 

29% of the variance, the second factor 14%, and the third and fourth -ors each 

accounted for 7% of the variance. 

d. Factor Analysis on Data Weighted by Gcognphical Region 

The next factor analysis used data weighted by geographical region (See Table 7, Column 

4). The Kaiser-Meyer-Olkin Measure of Sampling Adequacy was .82. Four factors were 

created in this analysis. The first factor included the following five items: "older workers 

have dificulty working overtime" (.74); "older workers are bard to train" (.70); "older 

workers cannot do heavy physical work' (.63); "older worken dislike taking orders" 

(.62); and "older workers have trouble with shift work" (.61). The Cronbach's reliability 

alpha for this constnict was .75. The second factor also contained four variables: "older 

workers have strong communication skills" (.73); "older workers are good mentord 

teachers for younger workers" (.72); "older workers can adapt to orguiizational change" 

(.65); and "older workers are highly respected" (.61). The alpha for this f a o r  was -72. 

The third factor created had the following two items: "older workas are diable 

employees" (.79); and "older workers are productive employees" (.67). The alpha for 

this factor was -65. Finally, the last factor created oaly containcd one item: "older 



workers have few accidents" (-74). A reliability score is aot applicable for this factor. 

The first factor accounted for 27% of the variance, the second hdor ~ccounted for 14%? 

the thûd factor accounted for 8%. and the last W o r  occounted for 7%. 

e. Factor Anaiysis on Data Weightd by Company Size 

The last factor analysis utilized data weighted by company size (Sa Table 7, Column 5). 

The Kaiser-Meyer-OUen Measure of Sampling Adquacy for dis -or analysis was .83. 

Four constmas were created in this analysis. The first fbctor contsined the following 

three items: "older workers are gwd mentord teachers for younger workas" (.8 1); "older 

workers are highly respected" (.75); and "older workers have strong communication 

skills" (.72). The Cronbach's reliability alpha for this factor was .75. The next wnstruct 

contained five variables: "older workers are hard to train" (. 75); "older workers have 

difficulty working overtime" (.67); "older workers dislike taking orders" (.63); "older 

workers cannot do heavy physical work" (.62); and "older workers are interested in 

technological change" (0.61). The Cronbach's reliability alpha for this fictor was -47, 

suggesting an unreliable constnict. The third construct mtained two items: "older 

workers have more absences" (.65); and "older workers are marking time until 

retirement" (-65). The alpha for this construct was oomparstively low at .45. The lest 

factor created contained the foltowing two items: "older workers have fiw accidents" 

(.72); and "older workers are too cautious" (.68). This &or was quite undiable, as the 

alpha score was only -18. The first factor accounted for 27+?? of the variance, the second 

accounted for 14%, the third accounted for 8%? 4 the fourth fictor accounted for 7?4. 



f, Summay and Limitations of Factor Analyses 

A total of five factor d y s e s  were generated in this inquiry. However, upon 

examination of the factor anaiyses involving weighted data, some problematic findings 

were noted. First, the analyses contai~ng weighted data did not hws fiicc validity 

pane, 1990). It became quite apparent during s e v d  cornparisons of the five factor 

analyses that variables did not cluster together similarly. This was particularly ûue for 

the factor analyses involving data weighted by industrial sector. Merging two of the 

indusvia1 sectors into a single category (so that only four sectors were used for 

comparison) was tested to see if this would alter the results. However, problems still 

were prevalent in the weighted data. It was then decided to re-check the caiculations of 

the weightings that were originally computed. These weightings were conect. 

Finally, an investigation into the original procedure of collapsing the industrial 

sectors imo categories was conducted. This i nqui ry revealeâ a methodological weakness, 

diminishing the quality of the data fiom the Employa Survey. Although organizations 

were sampled proponionately according to the industries classificd in this study, the 

sectors no longer accurately depicted the population of C d a n  organizations, as 

described in Section A of this chapter. An interaction effect was ocaimng between 

industrial sector and region, which distorted the weighteû data. For acruaple, if 70./0 of 

the mining orgmizations are located in Alberta, but the survsys are mailed out 

representatively across al1 regions (25% in the Western Provinces) and ali sectors (20% 

in the Agriculture and Resource sectors) then an over-representation of mining 



companies fiom the Western Provinces will be achieved. Tberefore, in the ment study 

when it was assumed that the data were being weighted back to the onginai population of 

Canadian organizations, an enor was king made. In effet%, the data were only bcing 

weighted back to the new classifications of industrial sectors cnated for this study. This 

methodological flaw would need to be ameliorated in fhture rr#rrch in orda for 

conclusions to be drawn concerning the entire population of Canadian oqpnhtions. 

Therefore, when reading the results of this study, it is imporhnt to interpret the findings 

only in relation to the sample of 559 Canadien employers that responded to this swey. 

As a result of the problems described, it was decided to exchide the weighted factor 

analyses fiom the third phase of inquiry. Therefore, the followhg section of this paper 

uses the three construas created in the unweighted factor analysis: 'age-related decline'; 

'experiential attributes'; and 'reliable and productive'. These constructs are used to test 

the significance of industrial sector, company size, proportion of older workers in the 

organization, and employers' age, sex, and education on attitudes toward older workers. 

ü. Results on ANOVAs and T-Tests: Indiciton of Employers' Attitudes 

A series of one-way ANOVAs and t-tests were calculated using the three constnias 

created in the unweighted factor analysis in order to compare the means on each of the 

independent variables. Bivariate analyses were generated to meet the second research 

objective of this study, thus determinhg how o r ~ t i o d  cbatscteristics (industriai 

sector, Company size, and proportion of older workers in the organization) and 

employers' personal characteristics (age, sex, and education) influence employas' 



attitudes toward older workers. In the ensuing discussion, remil that the items that 

loaded highly on the est &or cage-fclated declinen) wae negatively worded, d thus 

a higher mean score indicates a more positive attitude. However, on the second and third 

factors ("experiential attributes" and "reliable and productive") lower mean scores 

indicate more positive attitudes. Results concerning the six independent wiables will 

now be presented. 

Hypotbais ta: Employers fiom less technologicai and physically demanding industrial 
sectors will have more positive attitudes toward older workers than 
those in technologically advanced and physically demanding 
companies. 

The results from the one-way ANOVA using the three dimensions of attitudes created in 

the previous section of this paper were not statistically signifiaint (Sa Table 8). 

Therefore, using only these constructs, Hypothesis 2a was aot supported. Though not 

significant, the Transportatiod Communication/ Public Utilities sector had the most 

positive attitudes toward older workers (2.70) on "age-related dedine". With respect to 

"experiential attributes", the Sales and Service sector had the most positive views toward 

older workers (1 -82). On the last Wor, '4reliable and productive", employas fiom the 

Agriculture and Resource sector had the most positive views toward older employees 

(1 S4). Thus, no particular indubai sector can be bighlighted on the factors used to 

examine differences in employas' attitudes. 



Table 8 Means [Standard Deviations] f i m  the ANOVA on Industnal Sector (Unwcighteà) 

FACTOR 1 
2.64 [.57] 2.64 [.66] 

AGE-RELATED DECLINE 

FACTOR 2 
1.82 [.48] 1.95 [.50] 

, EXPERIENTIAL ATTRlBUTES 

FACTOR 3 

RELIABLE AND 
1 PRODUCTIVE 1 1 
FACTOR 1 p>.05, Critical F = .45 
FACTOR 2 &OS, Critical F = 1.35 
FACTOR 3 p.05, Ctiticrl F = -36 
+ Total n varies due to missing cases. 



(1 S4). Thus, no particular industrial sector can be highlighted on the mors used to 

examine differences in employas' attitudes. 

b. Company Size  

Hypothesis 2b: Employers in small companies will have more positive attitudes toward 
older workers than d l  employers in larger companies. 

The results fiom the t-test, illustrated in Table 9 reveal that while attitudes did not 

significantly differ by cornpany sire on "age-related decline" and "reliable and 

productive", a significant difference in the means of smail and larger companies was 

recognized when looking at attitudes conceming "experiential attributes". The mean 

score for small companies (1.8 1) is signifimtly lower than that of krger companies 

(1.96). Therefore, it can be interpreted that employers Born s m d  wmpanies are more 

positive in their attitudes toward experiential attributes than are those &om larger 

wmpanies. Though not statistically significant, employers fiom small companies were 

also slightly more positive on the other two factors. 



Table 9 Means [Standard Deviationsj frotn T-Test on Company S k  (Unweighted) 

FACTOR 1 
2.68 [.60] 2.63 [.59] 530 

AGE-RELATED DECLINE 

FACTOR 2 ** 
1.81 [SI] 1.96 [.48] 535 

EXPERIENTIAL ATTRIBUTES 

FACTOR 3 
1.53 [.SOI 1.62 [.53] 535 

RELIABLE AND PRODUCTIVE 
* 

FACTOR 1 t = .93, df = 528, two-tailed p > .O5 
FACTOR 2 t = -3.28, d f  = 533, two-tailed p < .O1 
FACTOR 3 t = - 1 .E df = 533, two-tailed p > .O5 
* Total n varies due to missing cases. 
* * Statistically Significant. 

c. Proportion of  Older Workers in Organization 

Hypothesis 2c: Employers in organizations with a larger proportion of older workers 
will have more positive attitudes than will those with smailer 
proportions of older workers. 

There were no statiaically significant differences on dl three dimensions of atîitudes 

when companng organizations with varying proportions of older workers, using a one- 

way ANOVA (See Table 10). While not signiftcant, those organizations with the larges 



proportion of older workers did have more positive attitudes on the "age-related decline" 

and "reliable and productive" dimensions. 

Table 10 Means [Standard Deviationsl from ANOVA on Proportion of Older 
Worken in Organkation (Unweighted) 

FACTOR 1 
2.62 [.61] 

AGE-RELATED 
DECLNE 

FACTOR 2 
1.85 [.52] 

EXPERiENTIAL 
ATTRIBUTES 

FACTOR 3 
1.61 [.49] 

RELIABLE AND 
PRODUCTIVE 

FACTOR I p>.OS, Critical F = .79 
FACTOR 2 p>.05, Critical F = 1.48 
FACTOR 3 p>.OS, Critical F = .59 
* Total n varies due to missing cases. 

d. Age of  Employer 

Hypothesis 2d: Older employers will have more positive attitudes toward older workers 
than will younger employen. 



Using a t-test, no significant differences were found on the first two dimensions of 

empioyers' a.ttitudes when comparing older (2 45 years) and younga (< 45 years) 

employers. However, it was interesting to discover that significant differences between 

these age groups were found on the dimension "reliable and productive". When 

examining this third dimension of employers' attitudes, it was discovered that older 

employers do have more positive attitudes toward older workers than theu younger 

counterparts (See Table 11). The mean score for younger employers on this dimension 

was 1 64,  whereas older employers had a mean score of 1.53. 

Table 11 Means [Standard Dtviations] from T-Test on Agt of Employer (Unweighted) 

FACTOR I 

AGE-REL ATED 
DECLINE 

FACTOR 2 

EXPERIENTIAL 

FACTOR 2 t = 1.63, df = 524, two-tailed p > .O5 
FACTOR 3 t = 2.40, df  = 524, two-tailed p < -05 
* Total n varies due to missing cases. 
** Statistically Significant. 

ATTRIBUTES 

FACTOR 3 ** 

RELIABLE AND 
PRODUCTIVE 

2.69 [.55] 

1.94 [.50] 

FACTOR 1 t = 1-89, df = 5 19, two-tailed p > .O5 

1 -64 [.47] 

2.60 [.63] 

1.87 [.48] 

521 

526 

1.53 1.521 526 

L 



e. Ser o f  Employer 

Hypothesis 2e: Female employers will have more positive attitudes toward older 
workers than will male employen. 

Using a t-test, female employers (F) had significantly more positive views toward older 

workers on al1 three dimensions of attitudes than did male employers (M) (See Table 12). 

Attitudes were more positive concerning "age-related decline" = 2.78; M = 2.58), 

"experiential attributes" (F = 1.79; M = 1-96), and "reliable and productive" (F = 1.5 1 ; 

Table 12 Means [Standard Deviations] from T-Test on S u  of Employer 
(Unweig h ted) 

FACTOR 1 ** 
2.58 [.60] 2.78 [.56] 525 

AGE-RELATED DECLDE 

FACTOR 2 ** 
1.96 [.48] 1.79 [.5 11 530 

EXPERIENTIAL ATTRIBUTES 

FACTOR 3 ** 
1.62 [.52] 1.51 [SI ]  

RELIABLE AND PRODUCTIVE 

FACTOR 1 t = -3 -56, df = 523, two-tailed p < .O01 
FACTOR 2 t = 3.59, df = 528, two-tailed p < .O01 
FACTOR 3 t = 2.29, df = 528, two-tailed p < .O5 
* Total n varies due to missing cases. 
* * Statistically Significant . 



After realiziag the strength of swr as an indicator on al1 three attitudinal dimensions of 

employers' attitudes toward older workas, I re-examhed the e&a of sar on aU 16 

attitudinal statements. Results fiom the crosstabulation of sex by attinidinaî cbaracttnstic 

indicate that significant differences were found between maies (M) and f e d e s  (F) on 

seven of the attitudinal statements: "older workers can adapt to o ~ o n a i  change" 

(M=76%, F=87% in agreement); "older workers are highly rcspecredn @Hl%, F=93% 

in agreement); "older workers have stroag communication sküls*' @Hl%, F43% in 

agreement); "older workers are tw cautious" (M=54%, F=5% in cdsagrecment); "older 

workers have difficulty working overtime" (M=65%, F=75% in cii'sagreement); "older 

workers dislike taking orders fiom younger employees" (M=47%, F=39?/r in 

disagreement); and "older workers cannot do heavy physical work" (M=47!!/r, F=5W in 

disagreement) (See Table 13). From this analysis, it caa be interpreted that women had 

more positive attitudes toward older workers thm did men on six of these statements. 

Male employers had more positive views toward older workas on the staternent "older 

workers dislike taking orders fiom younger employees", as compared to female 

employers. 



Table 13 Fmquency Distributions on Positive and Negative Attitudinai Statmmts by Sa of Eopbyer - 
Mak (M) and Fernale (F) (Unweighted) 

Positively Wotded Items 
can a&pt to organizational change 
(n=SX). ** 
A?= 14.82. &3. ~c.0  1. Cramer's v=- 17 
are good mentord teachers for younger 
workers (n=528). 
x'=6.5 1. d e 3 .  p.05. Cramer's V=. 1 1 
are highly respected (n=523). 
~?=8.8-l. d e 3 .  pc.05. Cramer's V=. 13 
are reliable (53 5). 
2=6.50. @3. p.05. Cramer's V=. 11  
are productive employees (n=520). 
2=3.64. d e 3 .  p.05. Cramer's V=.08 
h a ~ e  strong communication skills (n=509). 
?= 16-36, df=3. D=-00 1, Cramer's V=. 18 
arc interestcd in technological change 
(n=5 18). 
7=?.93. &3. p.05. Cramer's W.08 
l w c  feur accidents (n=5 1 3). 
.?=3.01. d F 3 .  p.05. Cramer's W.08 
Negativcfy Wordcd Items 

5 i 7 

14 19 

28 31 

12 19 

l? 29 

11 16 

7 10 

26 36 

*Proportions ma! not total 100% due to rounding. 
** Total n varies due to missing cases. 

49 42 

42 46 

45 39 

44 48 

48 46 

36 23 

40 40 

56 49 

42 34 

36 29 

23 27 

38 30 

29 21 

11 54 

10 45 

11 14 

are too cautious (n=S 17). 
?=25.15. dl=3. pC.00 1. Cramer's V=.22 
iwe iroublc wiili shifî work (n=J7J). 
.? =1.5 1. df=3. p>.Oj. Cramer's V=. 1 O 
arc rnarking timc until retirement (n=509). 
.?=El 1. &3. p.05. Cramer's V=.08 
are hard to min (n=S2 1). 
.?=7.78. df=>. p.05. Cramer's V=.12 
h a ~ c  dificulty working overtime (n=5 i 1). 
X=12.16. ~ = 3 .  pC.01. Cramer's V=.16 
dislikc taking orders fiom younger 
ernployees (n=5 1 5). 
y= l2.M. d63.  pC.0 1. Cramer's V=. 16 
cannot do heaq pliysical work (n=52 1). 
2-7.93. df=3. fl .05. Cramer's Vz.12 
Iwe morc absences (n=5 18). 
.?=7.10. &3. p.03. Cramer's V=. 12 

5 7 

9 6 

4 3 

7 3 

6 3 

12 8 

14 6 

3 1 



F. Education of Employer 

Hypothesis 2E Employers with hi* educationel amiment d l  have mon positive 
attitudes than will those with lower edudonal attliinmtnt. 

Using a one-way ANOVA, the hypothesis on this variable initially appealced to be 

supported by the first dimension of attitudes "age-related dechen (See Table 14). 

However, upon closer examination of this variable, it was discovered thrt while the 

means appear to become increasingly positive for al1 five of the edudonal groups, the 

second group (those with a high school education) are more positive than the two groups 

which follow. A Tukey 's test was conducted in order to identify which group means 

significantly differed fiom one another (Walsh, 1990). The Tukey's test indicated that 

group five (the most highly educated group) differed signif'icmtly âom groups one, three, 

and four, while group one also differed significantly fiom group two at the -05 Ievel. 

Therefore, this closer examination of educational stahis revealed that attitudes did not 

continuously increase the more educated one became. Thus, because these findings are 

problematic, in addition to this pattern not repeating itself on the second and third 

dimensions of attitudes, this finding must be interpreted with caution. Further 

investigation into this variable would be required to support the hypothesis concaning 

employers' education. 



Table 14 Mems IStandard Deviationsl t'rom T-Test on HigI~cst Level of Educat ion Completed by Employer (Unweighted) 

AGE-RELATED 
D E C L M  

FACTOR 2 

EXPERIENTIAL 
ATTRIBUTES 

FACTOR 3 

RELIABLE AND 
PRODUCTM3 

FACTOR 2 p>.05, Critical F = 1 .O9 
FACTOR 3 p>.OS, Critical P = 2.04 
* Total n varies due to missing cases. 
* * Statistically Significant. 



CHAPTER V 

CONCLUSIONS AND DISCUSSION 

This mdy involved mndary  data analysis of the Employer Suwey and was designed to 

address the following two objectives: to escatain Canadian employsss' attitudes toward 

older workers; and to determine which factors innuence Canadian anployers' attitudes 

toward older workers. Conclusions emanating Born this wdy  are presented in four 

sections. In the first section, the results h m  the descriptive statistics describing 

Canadian employers' attitudes toward older workers are summarized and discussed. In 

the second section, 1 discuss factors identified and used in this d y s i s ,  which may also 

be used in subsequent research to help predid employers' attitudes toward older workas. 

This section includes a discussion of the analyses generated with the employer data. The 

third section provides a discussion of the limitations of the cumnt mdy, which is 

followed by a section that specifies ways to address these limitations to wist in future 

research. The final section of this chapter puggests ways in which the results of this study 

could be incorporated into employers' and governments' policies, pmgrams, and 

practices to improve the working environment for older employees. 

A. Summary and Discussion of  Employen9 Attitudes Toward ûider Worken 

The descriptive statistics on employers' attitudes revealed that the anployers who 

panicipated in this study have positive views toward older wodcen. Esnployas' 

responses to the survey dernomtrated negative views t o w d  o h  workas on only two 



items ("older workers dislike taking ordas fkom younga employasn ad "older workas 

cannot do hegvy physical work"). Therefore, the fht hypothesia (Cliiulian employas in 

positions of responsibility to r d t  and supenise O- have positive attitudes towrrd 

older employees in the workplace) was supportecl. Employas expresseci the most 

positive views on the foiiowing thta items: ''older workas are reüablc employees"# 

"older workers are gwd menton or teachers for younger employees"; and "olda workers 

are productive employees". These findings largely suppoit the literanu~ reviewed in 

C hapter LI of this thesis (See for example, the work of Guillemard & W b ,  1994, 

Taylor & Walker, and AARP, 1989). It is interesting to note that the two items wbere 

employers articulated negative views, were also the items that were negatively worded. 

It is possible that the wording ofthe questions could have piayed a signifïcant role in the 

responses to the attitudinal statements (Fink, 1995). Further discussion on the wordhg of 

the survey instrument will be presented in Section C of this chapter. 

While the result concerning employers' views on older workas' aôility to do heavy 

physical work was negative (52% strongly or moderately rgreeâ). the proportion of 

employers who have negative attitudes on this dimension was not as large as other 

research reviewed in Chapter II suggested. Perhaps in the cumnt work environment, 

where teduiology is increasingly replacing human physid labour, the physical abilities 

of older workers are becoming a decreming concem. This suggests a positive niture for 

older emplo yees. S pecificall y, emplo y ers' attitudes in industries where phy sical labour 

was once a criterion for older workers to remah active in the woilâorce may M m e  

more positive in the future. 



Fifty-five percent of employen agreed (moderateiy and strongiy) that "older 

workers are interesteci in tezhnologid change". This positive finding conttadicts the 

majority of literature nviewed in Chapter II. Howevcr, mq of the stuclies nviewed, 

concemed olda workers' ability to engage in new techology It is plausible tht while 

employers beiieve that older workers are inierested in technologid change, they do not 

believe older workers are aipuble to adapt to n m  technological advances in the work 

environment. This perception of employers could be a nason for the proportionately 

fewer training opportunities offered to older workers ( A m ,  1994). Periiaps a change in 

the wording of this attitudinal statement, or the inclusion of an additional statunent 

concerning older workers' technological capability would cl* this issue. 

B. Dimensions and Indicaton of Employen' Attitudes Towad Older Worktia 

i. Dimensions of Employen' Attitudes: Results from Factor Anilgris 

Limitations of the weighted factor analyses were describeci in the pmious chapter of this 

thesis. As a result of these limitations, the weighted d y s e s  were not hcluded in the 

third phase of investigation, leaving the tàctors generated by the unweighted &or 

analysis. The following constructs were identified and utilized to test the indicators of 

emplo yen' attitudes: 'age-related decline' ; 'experientiai amibutes'; and ' reliable and 

productive'. These factors were created to assess the sipifïcanct of idustrial sector, 

company size, proportion of older workers in the o ~ t i o n ,  and employers' age, sex, 

aud education on attitudes toward older workers. 



i i  Indiuton of Employtn' Attitudes: Rcsulb from ANOVh uid T-Tm 

Upon examination of employers' attitudes toward older workas scros~ industrial sectors, 

no significant differences were noted. A&r reviewing the ütaannt in this m a ,  it was 

hypothesized that employers in industries involving a high degree of techiPology and 

physical labour would have the most negative views toward olda workas Tbis 

hypothesis was not supported in this study, which 1 believe is largely the d t  of 

methodological issues and the influence of technological innovaîiolls in the workplace. 

It has already been recognized in Chapter IV ofthis thesis tbat the industriai 

groupings created in the sampling strategy of the Employer S w s y  did na accmtely 

portray the industrial categories specified by Dun & Bradstreet Canada. There was a 

great degree of variation within each sector that may have coafounded the ra i t s .  For 

example, the Sales and Service sector included a wide range of occupations (e.g. r d  

estate agents, wholesafers). Therefore, this variation within each sector may account for 

the lack of differences found among industrial sectors when testing the hypothesis. 

Funhermore, as mentioned in Chapter II, the ability to engage in physical labour is no 

longer as industry-specific as it once was. Technology is increasingly replacing the n a d  

for physical labour in al1 industries (albeit at perhaps different paces), which in turn may 

diminish the gap between industrial sectors on this domain. 

When investigating the variable company sirc, it was d i s c u v d  duit unployas 

tiom small companies value "experiential attributes" (sd mentors, communication 

skills, adapt to organizational change, and highiy respectecl) mon so than do those in 

larger companies. It is probable that disparate organktional cultures emerge in 



wmpanies of different size (Brown, Hamilton, & Mecioff, 1990). These disparate 

cultures may stem largely tiom the d e p e  of interpersonal interaction and nlatiomhips 

that may develop between employers and employees. For example, employas in d l  

organizations may have responded to the attitudinal statements based on h-hand 

knowledge of older workers' capabilities, whenas those in larger o ~ o n s  may have 

responded to a more abstract notion of an older worker - more likely baseû on unfounded 

stereotypes or misconceptions. Thus, questioning respondents on issues specifically 

involving older workers in theu respective organizations (such was the case in the 

Employer Survey), and not asking them about younger w o h  as weil, m y  have 

influenced the findings. A M e r  discussion on masurement effects is presented in a 

following section of this chapter. 

In addition, significant differences rnay only have appeared on one factor, as there 

was considerable variation within the larger group of oompanies. It is anticipated that 

organizations with 50 employees would iesporid différently to certain items, as comparecf 

to those with 2,000 employees. While these classificatioas wen based on the sempliag 

strategy used in the Employer Survey, they could be te-grouped in tiitwe research. 

There were no statistically sipifkant differences for al1 three mors involving 

the proportion of older workers in an organllation. The literanire bas suggested that 

organizations with larger proportions of older workers will have more positive attitudes 

toward older employees than will those with srnalier proportions. This finding was not 

supported in this study. It was also anticipated that the findings on this variable would 

infer that as the workforce itself ages, employers' attitudes WU becorne increashgly 



positive. This assumption was not yet validated in the namt study. Furthu 

investigation into the impact of this variable on employas' attituâes is requircd. 

The next variable investigated was employas' age. On this atm, it was m d e d  

that in relation to the dimension "reliable and productive", olda employas do in fm 

have more positive attitudes than their younger counterpacts. The rearh oa this 

dimension supports the notion of an "ingroup" bias, suggested in Chaptu ï I  (Gibson, 

Zerbe, & Franken, 1993; Tajfel 1982), where older employers wili favour older workers. 

In addition, it is plausible that older employers believe more strongïy in the importance of 

these qualities, and thus more strongly assert that their own age cohort dso possess these 

attributes. 

Concerning the variable employers' sex, females had significady more positive 

news toward older workers on al1 three factors than did males. As a resuh of this king 

the strongest relationship found, additional analyses were generated which revealed 

signifiant differences between males and females on seven of the 16 attitudinal 

dimensions. Although there was a lack of litmature pertaining specifically to sex as an 

indicator of employers' aîtiîudes toward older workers, male and female styles of 

leadership were reviewed, and it was inferred fiom this reMew that femies would be 

more positive in theû views. This inference was supported in the prrsent shidy. This 

finding justifies a claim made in Chapter II (LarwOOd & Lo&hd, 1979; Reskin & ROSS, 

1992). It was reasoned that because women (more so in the p u t  than in the pnsent) were 

faced with a greater number of challenges in their worlMg ciueas tha d e s ,  they have 

becorne more empathetic to the neeâs of d e r  disadmtaged groups, such as older 



worken. In addition, it was also identifïed in Chapter II that fende leidas respond to 

workers based on bath the nom of quality and the nom of equity ( d e s  only used the 

nom of equity) Pobbins, 1986). Thaefore, this wouid indicaie thrt t k e  wuid be a 

larger number of female employers with positive attitudes toward older worlas, as 

compared to male employers. 

Attitudes toward older workers have not ban adquately asscssed in previous 

Canadian literature with respect to employers' level of education However, edudon . 

has been assessed in the literature as a predictor of racist or sexist attitudes and 

behaviour. It was anticipated that data conceming ageist behaviour or attitudes would 

perform similarly. Therefore, 1 hypothesized fkom this literatwe that as a pason's level 

of educational attainment increases, his or her attitudes toward older worken will become 

more positive. The one-way analysis of variance generated on the educatiod status of 

employers showed that this relationship was not this straightforward. Attituides did not 

consistently improve as employers' level of education inaeased. Employers with high 

school education showed more positive news toward older workers than the two groups 

with higher levels of education that followed. Thus, as this finding was problematic, no 

specific conclusions cm be asserted conceming this variable. Further investigation into 

this variable is warranted. 

In summary, the resuhs fiom this study indicate tbat whiie employas' attitudes 

are positive on the whole, older workers will likely encouter the most positive work 

environment with older, female employers fiom srnalier companks. The p d m h y  

findings also suggest that older workers should not m e n c e  differencts in m i p l o y d  



attitudes in varying industrial sectors, in companies with differing proportions of older 

workers or fiom employers with varying levels of educational attainment. The results for 

al1 seven hypotheses (supported and not supported) an summarized in Table 15. 

Table 15 Summary of  Results on Supported and Not Supported Hypotheses 

Resenrch Objective 1 
To ascenain Canadian employers' attitudes toward older workers. 

Reseurclt Objective 2 
To determine which factors influence Canadian employers' attitudes toward older workers. 

Aypothesis la. 
(Employers' Attitudes) 

Supportcd 

J 

Hypothesis ta. i. Age-Related Decline 
(Industnal Sector) ii. Experiential Amibutes 

iii. Reliable and Productive 
Hypothesis Zb. i . Age-Related Decline 

Not Supported 
Not Supported 
Not Supported 
Not Supponed 

(company Size) ii. Experiential Amibutes 
ii i. Reliable and Productive 

Hypothesis 2c. i. Age-Related Decline 
(Prop. of older workers) ii. Experiential Attributes 

Supportcd 
Not Supported 
Not Supported 
Not Supported 

- - 
iii. ReliabIe and Productive 

Hypothesis 2d. i. Age-Related Decline 
Not Supported 
Not Supported 

( ~ ~ e o f  ~ r n ~ l o ~ e r )  ii. Expenential Attributes 
iii. Reliable and Productive 

Hypothesis te. i. Age-Related Decline 
(Sex of Employer) ii. Experiential Attributes 

Not Supported 
Supporied 
Supportcd 
Supportcd - - 

iii- Reliable and Productive 
Hypothesis 2f. i. Age-Related Decline 

Supported 
Not Supported 

(Education of Employer) ii. Experiential Attributes 
iii . Reliable and Productive 

Not Supported 
Not Supported 



C. Limitatioiis of Cumnt Study riid Sugg~tioos for Imprwemeilb 

Unfiortunately, the rnajority of studies contain limitations tbat nad to be artidated. This 

section will outlie the limitations of the aimnt study and will mggm uiiprovements 

that can be made in order to engage in fÛjther research. The lllnitations that will be 

discussed in this study include the following: the weightuig of the data, the response rate, 

employing sex and not gender as an independent variable, and mcasurement d f h t s .  

i Weighting of the Data 

It has become apparent d e r  examining the limitations of the weighted frcta anaiyses 

that several changes need to be made when weighting future m e y s .  The classifications 

that were used in grouping the industrial sectors and geopphical regions n a d  to be re- 

examined. In addition, because of the problems discovend using the weighteû data and 

the necessity to use only the unweighted data in ewmining the indicatm of attitudes, the 

results fiom this study could not be generalized to the entire population of Canadian 

organizations. As a resuh, the findings can only be useû to describe the study simple. 

However, it is important to note here that the findings in this study do represent data fiom 

559 Canadian companies, a sizeable number of organizations. Furthamore, the findings 

do support the majority of studies that have ken examineci in the litaahire. 

ii. Response Rate 

A related weakness in this study involves the relatively low rtspomc rate firom Canadian 

organizations. Despite a somewhat intensive followiip proadun (dcscfibed in Chipter 



III), the achieved response rate was ody 38%. W e  this respome rate w d d  normally 

indicate that a level of caution be used whea interpreting these d t s ,  the rtsponse rate is 

considerably higher than otber comparable m e y s  aimed at o ~ o n s ,  pertidarly 

private sector firms (Undersell, Marshall, & Deliencourt, 1997; Grœr & Ireland, 1992; 

Jackson, Schuler, & Rivero, 1989). In addition, when examinin8 the tesponse rate in 

tems of the number of organizetions included in the current saidy, a sizeable sample of 

Canadian companies was still obtained. A more detaüed investigation into the 

characteristics of the organizations that did not respoad to the m y  would be belph1 in 

increasing the response rate for firture midies. This would be implemeated in order to 

determine whether these companies systematicaily d f l d  firom those that did respond to 

the Employer Survey. Access to the information on these companies was not available 

for my research. 

iii. 5 e x H  or "Gender"? 

It has been indicated in this thesis that the concept "sex" refers to a biologid 

characteristic, whereas "gender" is a socially-consüucted category. Due to the data set 

available, this thesis was only able to focus on "sar" of the employer sumyed. While it 

wouid be interesthg and informative to understand the role of "gendei' in determining 

employers' attitudes toward older workers, this issue goes beyond the scope of this thesis. 

Thus, ftture research could include a more detailed disaission of how d i z a t i o n  can 

influence one's managerial style and consequentiy infiuence one's attitudes toward older 

workers. Fwther investigation of the literatwe pertaining to orpnkationai cuiturc would 



allow for additional questions to be included in W e  w e y  instnunea coaaming 

employers' aîtitudes toward older workers. 

Several limitations also appeared when examining the w e y  instrument. F h t ,  the 

wording of some of the attitudinal items in the Employa Swey may have crused 

problems for their interpretation by the respondents. Statements such as "older workers 

are too cautious" and "older workers have few accidents" should k re-worded in orda to 

convey their intended meanings. Perhaps some respondents viewed the phrase "tm 

cautious" as a negative attribute, while other respondents viewed it as a positive amibute. 

In addition, the factor analyses also suggested that the wording of some of the questions 

used in this survey was problematic. A h ,  a more detailed investigation inio the 

inclusion of certain items in factors where they did not appear to fit thcoraicaily (e.g. 

"older workers dislike taking orders") should be perfionned. In order to conduct future 

analyses using this data set, some of these questions would neeâ to be altered. 

In addition, the direction of the attitudinal staternents may have aitered the results. 

For example, it may be easier (and less embmassing) to agne with the statement "older 

workers dislike taking orders fiom younger employees", than it would be to disagrre with 

a similar statement "older workers do not mind taking orders âom younger employeesm. 

The literature supports this assertion Pink, 1995). It hPs aiso b a n  rccogniÿed that 

negatively worded questions require mon logical thinkiag, as compued to positively 

worded items. For arample, in the statement "older workas cm not do heavy physical 



work", respondents could fail to read the word "not" and interprd thW statement as a 

positive one. This could be improveâ by emphasizing the woid NOT in future tcsponse 

items (Fink, 1995). 

As this study was cross-sectional in nature, it is dinicult to assess whether 

employers' attitudes have improved over time, or whether a cohort H i  is piesent. This 

issue could be addressed by asking the respondents to complete another awey at a lata 

date. In addition, no comparable data sets involving attitudes toward o lda  workas were 

accessible in order to assess the content and conshua validity of the Employer Survey. 

In fiiture research, the original sale used by Taylor and Walker (1994) oould be 

requested, in order to test the validity of the survey instrument. 

It was indicated in the literature that employers fkquently rate their own older 

employees positively on surveys, yet when asked about older workas in general, 

negative anihides emerge (NACA, 1991). It is plausible that because employers in this 

study were only questioned about the abilities of the older employees in their respective 

organizations, they demonstratecl positive attitudes. However, if ifa h u e  rwvey would 

focus on perceptions of older workers in general, negative views may sufice. Tberefore, 

if employen display positive attitudes toward older workas in their own organizations, 

the retention of older workers will not be an issue. However if ncgative attitudes eigst 

concmiing older workas in general, the reauitment of older workas will be a patentid 

challenge in these organizations. 

Another consideration in preparing a friture w e y  instrument to lssess 

ernployers' attitudes toward olda worlrers would be to include specific questions that 



would compare younger workers to their older counterparts. ThLI amendment would 

ailow for Werences in attitudes to be compareci ôetween these two groups in order to 

determine whether employers were responding to the w e y  b a d  on g e n d  feelings of 

al1 workers in their respective organizations. For example, ernployers couid have fek thet 

al1 workers are Woo cautious", not just older workers. 

Another ana that would be intaesthg ta explore in futun micarch would be 

whether the findings on the attitudinal statements a d l y  reflect some level ofage 

discrimination held by employers, or instead reflect older w o h  true capbilities. It has 

been recognized in this thesis that in certain respects, misconceptions defhitely exist 

regarding older workers (e.g. ability to leam new technology, absences from work). 

However, in relation to other characteristics of older workers, such as theu physical 

strength, a more detailed investigation is warranted. 

Another limitation of this study is reflected in the reliance on self-reported 

questionnaires. Due to the sensitive issue of age discrimination being examineci, the 

accuracy of responses could be questionable. It is possible thaî employas may have 

responded to the survey anticipating the investigators' expdons .  Inacairate responses 

may have also o m d  as a nsult of certain employers being more inforneci than others on 

legisfation or policies surrounding age discrimination in employment. "ïhus, more informed 

employers may actualiy feel more positively toward older workaq or may f d  they mut 

appeor more positive in their views toward older employees. Future questionnaires ~ u l d  

include items involving older worker policies, ptogram~, and in order to determiae 

which employers were informeci in these areas. 



Qualitative follow-up (Le. intaviews) with some of the employas surveyed 

would allow for greatet insight into the meanhgs that employm give to various 

questions and concepts used. In gened, perso118L interviews with both employas rad 

older workers may help clarifj some ofthe misconceptions presented in this anaiysis. 

More appropriate and additional questions c d d  then be designcd for friture m9 

researc h. 

D. Additional Considerations for Future Rtstiirch 

In this section, 1 recommend other variables that might be examined in future research 

conceming employers' attitudes toward older workers. These variables include the 

fol10 w ing : emplo y ment status, compensation/ employa benefitq and study ' s originat ing 

country. 

i. Employment Status 

It would be interesting to explore whether differences exist in attitudes toward older 

workers when status of employment is wnsidered. For example, are attitudes toward 

older part-time workers different than those toward older full-the workers? It is 

plausible that more positive attitudes are expressed for older part-tirne worlers, as 

employers are not required to provide the same level of moaetary cornpendon or 

benefit packages. In addition, employers may perceive that olda part-time workas are 



more flexible than younger workers who may have mon role commitments, as comprued 

to their younger counterparts (e.g. child-rea~g obligations). The issue of part-time 

employment of older workers is bewming increasingly signifiant: "In 1976,7?!6 of 

older men [aged 55+] worked part-the. By 1997, the rate bad doubleâ to 15%. Over the 

sarne period, the part-time rate of older women [aged 55+] gnw fiom 27?h to 36%" 

(Statistics Canada, 1998, 12). 

ii. Compensation/ Enployee Benefits 

As mentioned in Chapter II, many employers perceive that older workas will n d  to be 

compensated more highly (e-g. higher wages, more compnhensive empîoyee benefits 

packages), as a result of more experience. Howeva, as mentioned in Chapter II, 

concems about costs for older workers were not crucial in several of the organizations 

that participated in the IAW project (Marshall, 1996). In addition, "In 1995, male and 

female older workers [aged 55+] were somewhat less ükely to rcdve ail types of 

benefits than those aged 35 to 54" (Statistics Canada, 1998, 16). Thenfore, increased 

compensation costs may be an unjustifieci concern to employas considerhg the 

recruitment or retention of older workers. It is suspecteci that wsts may i n a e a ~  for 

employers who develop and implement training programs spdcifically for older workas. 

However, an assessrnent of these wsts, as comparecl to the benefits that these programs 

would provide for older workers (e.g. increased productivity and contentment) could be 

investigated in fùture research. Thus, the issue of cost d d  be a n s i d d  an aâditiond 

indicator of employas' attitudes toward older workers in future resauch, 



In my cument study. it was not possible to compare Carindian employas' attitudes with 

those of other coumies. It would be interesting to examine i f k e  arc atthdinal 

différences in Canada, as wrnpared to the United States. In the Unitcd States attitudes 

may be conceaied in response to the Age Discrimination in Employment Act (ADEA), or 

employers in fact may be better informed and thus more positive toward olda workas 

than in other corntries. However, it should be noted thet 24,000 age disaimination cases 

have been filed each year, for the last 10 years, under the ADEA (AARP, 1996). It 

would also be interesting to examine research conducteci in England, whae the progrrun 

Gening On has recently been established to encourage more positive attitudes toward 

older workers. However, it is also known that, despite this program initiated by the 

governmcnt, age bars to remitment are still quite pmalcnt in British job dvertisements 

(Taylor & Walker, 1994). 

Thus, the effectiveness of these anti-age discrimination programs also nads to be 

examined more comprehensively in the future. Are programs more efféctive in Canada 

than the United States, or is the highest success rate for older employees fighting against 

age discrimination in England? These issues are conneded to the amuntability of 

employers, which will be discussed in a following section of tbis cbapter. 

While my current study has illustrateci that company she, anployas' age' and 

employers' sex are indicators of attitudes towsrd older workers, fiuthm inveSfi@on, 

using the conceptual mode1 that 1 aeated (See Fi- l), will be hem1 to oomprrhend 

the reality that older employas wilî encornter in the workforce. The additional variables 



that have been suggested in the previous sections of this chpta may also be included in 

this mode1 in the future. However, a more detaiîed h e w  of the beratm parrining to 

these three variables would fist necd to be done to detcrmint the appropriate placement 

of the new concepts. Regression analysis can be donc in fimue research in orda to 

identify the predictors of employers' attitudes toward older wo- and to identify 

opporhinities for programs, practices, and policies to kilitate the weds of oldsr workers. 

This analysis can only be accomplished after rnany of the limitations described in this 

study have been overcome. 

E. Implications for Policies and Progrrms 

Policy implications and program oppomullties are suggested for employas and 

govemments. Interestingly, more than half of the employen in this study (55%) felt tbet 

the aging of the Canadian population would have little or no &ht on thtir specific 

organization' s human resource policies. However, this study has dcrnonstmteû that the 

aging of the worlâorce is an area that warrants consideration by employers. Concerns 

that were of relevance to a small proportion of employers in this study wrrounded issues 

related to the health or physical abilities of older workers (Fh) and the h c r d  costs 

that were associated with higher benefit packages of older worken (Ph)). These issues 

will become increasingly important to eonsider as the workfotct aga to avoid dimpting 

the balance of the work environment. 

However, both of these concems should not be thnatening to mployas. Fht,  

reports emanating fiom data analyzed by Statistics Canada (1998), wiggcsts that the 



fiitwe generation of oider workers (comprised of baby boomers) wül be vay diffaeat 

than today's generation. Baby boomers are more highîy eâucated ruid have bat= 

technological skills than the current group of older worlas. These aiciil chnges, 

combined with changes in the workplace that have moved away from JLills requiring 

physical labour, will increase the working We-span of the ne* generation of olda 

workers, and make them more valuable to employers. Information manipulation is 

becoming the superlative requinment in the changing work environment (Statistics 

Canada, 1998). Issues surrounding the increased costs of older workas have been 

discussed in a previous section of this chapter. 

It is anticipated that employers can use the results of this study to prcpan for the 

certain changes that will occu as a result of the aging of the Canadian workforce. In this 

way, human resource policies, programs, and practices can be designed tbit will better 

accommodate the needs and strengths of older workers. The majority of nimnt policies, 

programs, and practices that pertain specifically to older workers involve issues 

conceming retirement and early retirement, consequently pertaining to older workers 

exiting the labour force (Marshall, 1996). Programs that encourage older workers to 

remain in the organllation for a longer period of tirne, such as those Uivolving 

technological training, are generally not designed to meet the diverse leamhg needs of 

older workers (Marshall, 1996). 

Additional research, including my own (Berger, 19%), hs demonstratecl tbrt 

many policies exist that ore not defined as agaspecific by employas, yet do have a 

greater impact on older workers. For example, Employee Assistance P n , v s  eldercrn 



progams, flexible work arrangements, and environmental adapations (ergonomics) may 

impact older workers to a larger degree than their younger countaparts. Furthemore, 

many policies that are intended to k aganeutmi may sti11 disaiminite in company 

practices or progams. Using the exarnple of technology again, while an O ~ O I I ' S  

policy rnay be to train al1 workers, in practice managers arc o h  selecting ody younger 

workers to engage in their technologid training programs (hhrshall 1996). Employas 

will need to re-evaluate their training prognuns to assess the proportions of older and 

younger workers that are actually king trained. Proportions shouid also be evaluated in 

ternis of oppomuiities for advancement that are offered to workers. 

Employers will also need to assess their recniitment pmctices. More positive 

employer attitudes can heighten the recniitment of older workers, which in tum cm 

shorten the long periods ofunemployment they ofien enwunter. A preliminary 

investigation into employers' attitudes toward redtrnent using the Employer Survey 

indicated that older workers do face real barriers dwiag m i t m e n t  (Underhill & 

Marshall, 1998). Another recent study reportai in the Toronto Star of 400 accutives 

supported that an individual's age represented a b h e r  when seeking employment ("Age 

an obstacle", 1998). It was remgnUed that mployees aged 46 to 50 end 51 ta 55 take 

longer to find employment, as compared to workns a@ 35 to 40 (24% longer and 66% 

longer, respectively). Therefore, it is plausible that olda workers are b e i  disaiminated 

against in hiring practices. Furthemore, while employas may not hwe discriminatory 

policies regarding the hiring of older workas, the p d c e s  of employas may need to be 

questioned. For example, organizations could examine the proportion of woikers above 



the age of 45 they have hired in the last five y-. 1s this pioption considcd 

acceptable to employers who have positive attitudes toward older workers? It is 

aaticipated that the positive attitudes of employers discovueci in this sbdy cm guide the 

p r h c e s  program, and policies designeci a d  irnplerneated for older workaj in the 

fiitwe. Whether these policies influence employers' attitudts or are a direct refleaion of 

their attitudes is another interesting ana ta be investigatcd in the &W. 

Various policy implications and program opportuaities also need to be considend by 

governments. This research suggests that existing policies should be r d n e d ,  and new 

policies developed to prevent age disairnination in employment. In Cwadq protection for 

older workers is cunently posited to exist in the Canadian Charter of Human Rights, yet 

many claims against organizations for age discrimination have been unsuccessfil. For 

exarnple, in 1997, the Canadian Human Rights Commission received 424 cornplaints of age 

discrimination (Canadian Human Rights Commission, 1997)~ However, only six of these 

cases were resolved or sded, thirteen were directeâ to alternative rdes s  mechanisms 

(grievance proceâure or an employer's intemal cornplaints procedure), md three cases were 

sent to the Canadian Human Rights Tribunal for a hearing. Thus, a gap in the accountability 

of Canadian employers may exist. Would employers be less iikely to engage in 

discriminatory practices (e.g. not hiring workers over age 45) if they would be held 

accowitable for their actions? This issue could be considend in friture resesrch. 

The findings fiom this study ofemployers' attitudes toward older workas can assist 

6 Employers' prejuiice was nDeQed in the k k  of rcauhmt dddP wûfkas, ~ZUDCYU 
policies, and job loss in tims of organhtional downsiPng or m g  



governments improve the w n n t  legislotion, and develop new legidation and educational 

prograrns for employas to elirninate age discrimination in the workplace. It is 

recommended that while the development of legislation and educational progmms should be 

designed for al1 employers, programs should first f m s  on improving the mitudes of 

employers' where significant differenas were found in this study. For acample, younga, 

male employers, in larger orgaaizations, could be the initial facus tbr progams aimcd at the 

elimination of age discrimination in the workplace. Community-based training 

organizations and older worker employment bureaus can also use these bdings to suggest 

optimal work environments to older employees. 

F. Concluding Rernarks 

The reality is that there will be an increasing proportion of older workers in the labour force 

in the near future. Employers and govemments will increasingly face signincaat challenges 

as the workforce continues to age; challenges to which innovative and effective policies and 

programs will need to be designed and implemented to meet the needs of an aging 

workforce. The actions of employers (e.g. early retirement incentive programs) directly 

affect the needs of govenunent policies (e.g. public pensions) (Mnrshall 1996). Therefore, 

there is an urgent need for researchers, business, and govemments to work in unison ta 

improve the current work environment for older employees. 



Results fiom this study indicated that C d a n  employass attitudes toward older 

a a workers are generalîy quite positive. Therefore, the lack of discriminato~ attitudes 

found in this study, malas it plausible that older employas will dccrtaSiLIgIy firce overt 

discrimination in the workplace. However, despite the existence of positive attitudes 

found in this stucîy, it is possible tbat age staeotypes are &mg refleotcd in employment 

policies, programs, and pnictices of employers (e.g. rd tmen t ,  tnlliing opportdies). 

This study has established the groundwork for the elimination of misconceptions or 

inaccurate stereotypes that employers have concerniag older workas. ûnce negative 

stereotypes are eliminated, the well-king of older workers (or der currcatly 

disadvantaged groups) will be improved, and consequently, more positive working 

environments will be created for al1 rnembers of the labour force in the W e .  Retaining 

and hiring experienced, knowledgeable, loyal, and tnistworthy older employees, should 

be the preference for al1 employen. In order for employers to achieve diis goal, the 

following three areas need to be considered: (1) employers must have access to 

information and knowledge that will dlow them to act accordingly; (2) employas must 

be enabled by legislation; and (3) mechanisms mua be in place to monitor and report on 

the effectiveness of employers' responses to the needs ofolder workers. These strategic 

approaches will not only empower informed employers to becorne leaders in their 

industries, but will also provide an environment in which governments, anployen, and 

workers can work harmoniously and productively. 
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OPTIONS 45+ Project* 

Employerrs Questionnaire 

As you answer the following questions, please keep in mind that al1 of the information you give us wiIl 
be held in strict confidence, and be used only by a small re~earch staff at the University of Toronto. The 
study nsults will be nleased only in the form of percentages or grouped data. If there are questions you 
would ratha not anmer do not feel obfigated to do SO. In compking this questionnaire you give consent 
to the use of the information you have provided for the purpose of the study. 

MSTRUCTiONS FOR FILLING OUT THE QUESTiONNAIRE 

1. For cach question plcase circle the NUMBER that most accuratcly repmsents your response. 

For example: @ No 1 Yes 8 Don? know 

2. An "OLDER WORKER" in this study is defined as anyone aged 45 or older and a "YOUNGER 
WORKER" is defined as anyone younger than 45. This definition is consistent with Human 
Resources Development Canada's (HRDC) definition and other research on aging. 

3. Once you have completed the questionnaire, plcase retum it directly to the Institute for Human 
Development, Life Course and Aging at the University of Toronto (a stamped, self-addrcssed 
envelope has been provided). 

4. If you have any questions concerning this questionnaire piease fcel free to contact Susan 
Underhill at the Institute for Human Development, Life Course and Aging. For inquiries in 
French or questions concerning the OPTIONS 45+ project please contact Sylvie Deliencourt at 
One Volce, the Canadian Seniors Network. 

Contacts: 

Susan Underhill 
Institute fc: Human Development, 
Life Course and Aging 
University of Toronto 
222 College Street, Suite 1 O6 
Toronto, Ontario MST 3 JI 
Phone: (4 16) 978-5968 
Fax: (416) 9784771 
E-mail: susan.undcrhill@utomnto.oa 

Sylvie Deliencourt 
OPTIONS 45+ Projcct Co-ordinator 
One Voice 
1005-350 Sparks St. 
Ottawa, Ontario KIR 7S8 
Phone: (6 13) 238-7624 
Fa: (6 13) 235-4497 
E-mail: onevoicc@magi.com 

The OPTIONSIS+ pmjeet wrr initiricd by Humm Ruource Development Canada wiîh Ocr Volce, the Candian Senion 
Nehvork The purpose o f  thb projet< 1s a rnerr the nec& o f  workm 45 ud ovcr throu@~ i collaboniion with H u m  
R u w r t u  Dcvclopmait Canada, CuudhD bwhcssa, 0 l d ~  W O ~  m i p l ~ y m a t  bu- and 0th~ ipf&S. 



Q 1. Please estimate the pmpottion of em ployees at your Company who wotk ... 
a. seasonally % 

b. in a uni00 % 

C. shihork '* % 

d. contract* % 

t. an hourly position % 

f. permanent part-tirne** % 

Q2. In your own view, what is the proportion of employees in your company aged 45 ycars and 
older? 

4 3 .  In the luit fïve yean has this proportion .... 
1 2 3 4 

incrarsed? detfhased? mmrlned the arme? don't know 

44. Do you think that in the coming five years this proportion will .... 
1 2 3 4 

inmase? demasa? temrin the rune? don7 know 

QS. In your opinion, how will the aging of Canada's population affect the Human Resource Policies 
of your company? 

1 2 3 4 5 
No effett LSt1Io effed Som effect Great effed Dont know 

QSa If you feel thlr change will have an efftct, please explain 

46. As the Baby Boom genemtfd movcs closer to retirement, do YOU forcsee a shootige of youngcr 
worken to replace them? 

O No 1 Yes 

47. Would you describe your company as presently ... (ci& on& one response) 

I growing? 5 declining? 

- 2  gmwing but cyclical? 6 dcclining but cyclical? 

3 stable? 7 0th @leuse ducribe) 

Li stable but cyclical? 



Would you describe the i n d u w  your company is invoived in as pce~ently ... 
( c i d e  on& one response) 

1 gmwing? 5 declining? 
2 growing but cyclical? 6 declining but cyclical? 

3 stable? 7 other @leose d d b e )  

4 stable but cyclical? 

At what age do the staff in your company usually retire? 

Enter age 
of men 

a. Employees in general -- 
b. Managm- -- 
c. Supervisors -- 
d. Profeosionals (Engineerr, Analyst, 

Information Systerns etc.) -- 
e. Administrative staff (Secretary, Cletk, etc.) 

f. Technical Jtrn &ab technician, etc.) -- 
g. Maintenance -- 
h. Production -- 
i. Other @case describe) -- 
- - -  

Overall and in the past fve yean, has your company's workforce ... 
1 2 3 

i ncteised? decreiscd? randMd the rame3 

In the past dive yean, has your Company used any of the following strategies to reduce its 
personnsi costs? (circle on& one respontr) 

No Yes 

a. Wage fmzes O 1 

b. Wage roll-backs O 1 

c. Rcduction in benefits O 1 

d. Reduccd hours O 1 

c. Job sharing O 1 

f. Other @le- spec13) O 1 



QI 2. Has your company increased the sire of its workforce at any time in the prut five ymm? 

O No 

1 Yes 7 

Ql2a '*If yer, how much smphasis has your recruihnent stratcgy placed on ... I 
work experience? 

life experience? 

educational 
qualifications? 

te.chnical skills? 

employment equity? 

wil lingness to nlocate? 

salary? 

youth? 

Q12b. Does your ncruitment strategy differ by type of work? 

O No 

1 Yes 

If' yes, please explain: 

Q 12c. How has this incnase affected the average employee's workload at your 
company? 

Q12d. In your own view, to what extent h q  this incruse been advantageous or 
disadvantagcous to older workers? (ci& only one nspome) 

1 it hm had no advantage or disadvantagc for older worktrs 

2 it has been advantageous to older worken 

3 it hos been disadvantageous to o1der worken 

Why? 



413. Has your company decreased the size of its workforrx at any time in the p u t  five yea& 

1 Yts  

Q13a. If yu, how much emphasis has your company's reduction strategy placed on ... 

attrition with reduced or 
no hiring? 

early retirement with 
incentive programs? 

wrly retirement without 
incentives? 

other incentive 
programs? 
reduced hours? 

lays ffs? 

job sharing? 

Q 13 b. Does your reduction strategy diffcr by type of work? 

Q13c. How has this decrease affcctcd the average cmployee's workload at your 
company? 

O 1 2 3 
No affect Tao eatfy lncnrsad Inuurrad r 

to tan abhtiv grsa8 daal 

Q13d. In your own view, to wvhat txtent has this reduction been advantageous or 
disadvantagcous to older workers? (cide adj one rcsponse) 

1 it has had no advantage or disadvantage for older workers 
A 

L it hm been advantageous to olda workert 

3 it has been disadvantageous to older workers 



414. In the pmt Zive yctn, has your company provided incentives for early retirement? 
(circle on& one response) 

O No 8 Dont know 

1 Considering - providing . 
I 2 Yes, cumntly providing 

3 Yes, have pmvided in the laJt five y#n 

Q14a. if yes, roughly what o f  eligible staff have taken the wrly retirement 
in the 1-t 5 ymn? 

Q15. In the past îïve years, has your company provided incentives for postponed retirement (i.e. 
retirement aAer age 65) in or& to rctain worken? (cide on& one mspone) 

O No 8 Don't know 

1 Considering providing 

2 Yes, cumntly providing 

3 Yes, have provided in the last five years 

QI Sa. If yes, roughly what proportion of eligible staff have taken postponed retirement 
in the last 5 yean? 

Less than Mween Between Above 5Q% Don't know 
10% 10 and 25% 28 and 50% 

Q16. In the past five yean, has your Company offcred a formel gradua1 retirement option (in., 
reduction of houn but maintaining fuli pension cligibility)? (c lde  on& one response) 

O No 8 Don't know 

1 Considering providing 

I 2 Yu, cuncntly providing 

1 Yes, have providediirthe last 5 yean 

Q16a. I C ~ &  roughly what proportion of eligible staff have taken gradua1 retinrnent 
in the last 5 years? 

Lem îhan Belween Batween Above 50% Don't know 
10% l O u i d 2 5 %  288nd503C 



417. In the past fve yearr, has your company k e n  involved in or considerd being involved in MY 
of the following practices? (cide on& one response in the Staius column and vptogram & in 
place, aho citcle only one respome in the Eflectivettus column.) 

a. Outsource work to other cornpania 

b. Substitut6 technoIo& for labour 

c. Transfer work overscas 

d. Use of salarylpcnsion 
combinations to provide 
term ination incent ives 

----------Iœ---CII-I,œ---- 

e. Use of pension accrual d e r  age 65 

f. Combined use of rcduced 
hou rslemployment insurance 
bcnefits to decrease workforce 

h. Flmtimc options 

j. Gtadual retirement 

k. Retint or displaced workcr job 
bank 

1. Rehire retirees or displaced 
workers as consultants 

- - - - - - - - - - - C I I I I I I I - œ œ - - =  

m. Rehin retirees or displaced 
worken on a part-time basis 

n. Use of retims or displaced 
workers on special projects 

o. Use of flexible work options 

p. Strategic repositioning* 

p. Time off for family responsibility 
ePositioning workcrs in jobs accordhg to !hc 

1 2 3 

1 2 3 

1 2 3 

1 2 3 
:huiging nccds and abilities 

Q18. In the past fïve years, were then any substantial technological changes in the machinery or 
cquipmcnt used in your industry? 

Q19. Does your company have a mandatory retirement policy? 

O No 8 Don't know 
v 

1 Yes 

Q 19a. ïï yes, at what age is mandatory retirement? (enter uge) 

> 



QZO. Do you penonally believe in mandatory retirement? 

1 Yes 

Q20a. Ii'ys, at what age? -- (enter ag@ 

Does your company offcr training through ... Mu mcry circie more thm one rwponse) 

On the job In house Externa! Dom not 
tnining? COUCUI? course83 

Does your company feel an obligation ta provide job security to its employees until normal 
retirement age? 

O No t Yes 

At what age, genenlly, would you consider people as being too old to hire into your company? 

1 No age is too old 

2 Generally, someone wvould be too old at age Enter age 

3 Don't know 

In general, are there jobs at your company to which employea over 45 would have diniculty in 
adapting? 

O No 8 Don? know 

1 Yes 

a. What percentage of ovcrall jobs at your company would pose problems of 
adaptability for oldcr employees? % 

b. Please give one or two examples of thae jobs: 

c. Please specify the main difiiculties they would have: 

- -- - 

Q25. Dots your company have prognms to assist displaced workm in finding new jobs? 

O No 8 Don't know 

f Yes 

a. If yes, is special attention giveo to older worken? I 
O No 8 Dorr't know I 



426. Does your company CO-opeme with govemment or comm~nity agencics to assk displaccd 
workers in finding new jobs? 

O No 8 Don? know 

If yes, what agencics? @!euse k t ,  ottuch addiilonal Sheed ifnecess0r)g 

427. Have the ment changes to Canada's Ernploymcnt Insurance policy (including change of name 
from "Unemployment Insurance") affected your compiuiy's policies? 

O No 8 Tm carly to tell 9 Not awwe of changes 

1 Yes 
a. If yes, how? 

428. Arc you aware of proposcd changes in Canada's Pension policy (CPP)? 

1 2 3 4 
Very ewam Somewhat ewam Nol vsy rwro Not rt iII rwan 

429. If the govemment decides to mise the r p  of cligibility for CPP to 67, will this affect your 
company's retirement policies? 

O Unlikely 8 Don't know 
-- - 

Likely 

If liliely, how? 

Q30. In your opinion, what an the chalkngcs that your company is likely to encounter in the next 5 
yean? (cfrcle on& one respontc) 

Yas, Ye8, quits No, not No, definibiy N/A 
dufinitdy Iikeiy very liksly not 

Marketing to an oldcr dernographie 1 2 3 4 5 

Resrgan king the workflow 

Keeping up with technological 
change 

Contmlling salary cos& 

Controlling benefits costs 

Incrcased globalization 

Other (PIeae specia) 



3 1 . In your penonal opinion, bnd thinking of the olda worken at your conrpany, pl- indicatc 
the extent to which you apte or disagne with each of the following stattmcnts. 
( c i d e  on& me nspone) 

a.. can adapt to organizationrl change. f 2 3 4 

b. are good mentonlteachers for 
younger worken. 1 2 3 4 

c. are highly rwpected. 1 2 3 4 

d. are too cautious. 1 2 3 4 

f. have trouble with shift work. 2 3 4 

g. ara marking time until retirement. 1 2 3 4 

j. have difiiculty working overtimc. 1 2 - 3  4 

k. disli ke taking orders from youngcr 
employees. 1 2 3 4 

n. am interestcd in technological 
change. 1 2 3 4 

o. have few accidents. 1 2 3 4 

p. have more absences. 1 2 3 4 

FOR THE N ' S E T  OF QU'ESTIONS WE ASK YOU TO THINX OF YOUR INDUSTRYAS A 
W O t E .  

432. In your opinion, do some age gmups have more diffîculty than othen in finding jobs in your 
industry? 

O No 

1 Yes 

Q32a. If yes, pleut tank from I to 4 the following groups in order of difiiculty. 
(1 = mm dtpmlr and 4 = Ieast dlpcuuli) 

60 ycars or older - 
45-59 yean - 
30-44 Y- - 
Icrs than 30 y w s  



4 3  3. Thinking now about possible burrfem to em ployment in your industry, plcase indicate the extent 
to which you agm or disagrce that each of the following chuacterictcs poses a burie;. (crcJe 
on& one respone) 

a. Being oldu (45 ycars or older) 1 2 3 4 

b. Being a woman 1 2 3 4 

c. Being a visible rninority 

d. Being disablcd 

e. Being aboriginal 

f. Being a man 

Q34. In your view, do cmployen in your industry discriminate more against older worken who have 
more than ont of the above characteristics? 

1 Yes 

If yes, what combination of characteristics do you fcel poses the greatcst barrier to 

WE WOULD LIKE TO CONCLUDE BY ASHNG SOME QUESTONS ABOUT YOU. 

435. What is your cumnt job title? 

436. Areyou ... 1 Male a! 2 Female? 

437. In what year wen you born? Enîeryear 19 

438. Please indicate the highesi level of education that you have completed. (c ide on& one 
response) 
1 Completed elementary or public school 
2 Completed high school 
3 Completcd vocationaVtechnical collcge or a spccial diploma program 

4 Completed undergraduate univcnity degret 

5 Completcd post-graduate university degm(s) 

439. How long have you been in the paid labour force? 



- 
Q40. How long have you k e n  employai by your cunent employer? 

Enter number of years OR monlhs 

441. Do you have retirement plans? 

O NO 

1 Yes 

Q41a. if yes, what arc your plans (including your anticipatecl age at retirement). 

442. 'fhmughout this questionnaire we have defined an olds worker LI anyone aged 45 or over. Do 
you a g m  with this definition? 

1 Yes 

a. If no, at what age do you consider someont to be an oldcr worker? 

-- enter age 




