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EXECUTIVE SUMMARY

From this in-depth examination of a small numbeewiployment agencies from the

State and private sectors and their perceptiomdoef jobseekers it is evident that for

some older jobseekers getting employment is difficeacause of a myriad of factors.

The main findings from the study are as follows:

Ageism is an issue common to agencies, jobseegsgloyers and Irish

society as whole;

In some instances employers are using private gmat agencies to
screen out recruits on the grounds of age and getities bypassing

recent equality legislation in this area.

The more well educated an older jobseeker is thee rdificult it is for
him/her to find employment however, in the currgiiseeker market in
Ireland, age is not an issue for employers seekimders for lower level
jobs;

Less well educated male jobseekers are reluctalne teetrained in order

to find employment;

Older jobseekers want flexibility of hours and manefer part-time to

full-time work which is hard to find,;
Older jobseekers are not prepared to travel losgdces to work;

Redundancy can have a traumatic effect on workarticplarly those

who are older who may find it difficult to get ajovith adequate rates of
pay;
Employers are generally reluctant to hire an exeestover 45 years of

age;

Employers are generally unwilling to employ jobserskwith disabilities

especially those with mental health problems.



1. INTRODUCTION

1.1Background to the Study

This research is part of a larger EU research prdjeing conducted in Ireland, the
Czech Republic, France, Holland and Sweden un@deE@UAL Initiative. The Irish
partners on the project are Age Action Irelandtd@arFAS, ICTU and South Dublin
Chambers. The title of the Irish project is Sengelect, Retain and Retrain (SSRR),
which will investigate the experience of older pleom regard to selection, retention
and training in employment. The project will atbesign appropriate interventions to

respond to the challenges faced by older jobseaket®lder workers.

1.2The EQUAL Initiative

This initiative is a laboratory for new ideas te Buropean Employment Strategpd

the Social inclusionprocess. Its mission is to promote a more inckusiork life

through fighting discrimination and exclusion basedsex, racial or ethnic origin,
religion or belief, disability, age or sexual otiation. EQUAL is implemented in and

between Member States and is funded througlEtmepean Social Fund

1.3Age Action Ireland

This organisation is the national network on ageang older people. Age Action
promotes better policies and services for all ofukwple and an ageing society. For
the SSRR project, Age Action is taking the leadtbe research, which is being
conducted in three parts: (i) exploring the expaés of older people themselves, (ii)

the experiences of employers and (iii) the expersrof employment agencies.

1.40lder Jobseekers and Employment Agencies

The part of the research project described in disisument is the current practice
within public and private employment agencies fiacmg older people (aged 50+) in
employment and the supports offered in helping rofaple reach their employment

potential.



2. EMPLOYMENT AGENCIES IN IRELAND

2.1Introduction

This chapter describes employment agencies inndebnd consists of six sections

including this one as follows:

Section 2.2 categorises the two sectors of employment agsnitie

Ireland, including their charges, if any, for sees.

Section 2.3 describes the State sector, including: a detaiéstription of

the background and operation of the two State sesvi

Section 2.4: gives a description of the private sector, inclgdin
regulation; enforcement of the 1971 Employment AgyenAct;
registration; and provides a detailed descriptibthe three categories of

private sector agencies.

Section 2.5 examines equality legislation in Ireland as itates to

employment agencies.

Section 2.6 contains the chapter summary;

2.2 A Description of Employment Agencies in Ireland

cBw's
State Private
FAS General Recruitment
Local Employment Services Exclusively Headhunt/Executive Search
On-Line Services

Figure 1: Types of Employment Agencies in Ireland

! personal communication, (K. Bradford, 26th JulyD@0 However, because anecdotal evidence has
suggested that many jobseekers rely heavily oretBesvices, they are described in this chapter and
have been included in this study.



Employment Agencies can be classified in relat@the sector in which they operate,
viz. State or private. It should be noted thatlina-services (e.g., Monster.ie and
Irishjobs.ie, etc.) are an advertising medium fgerecies and employers engaged in
recruitment but are not regarded as employment cgerby the Department of
Enterprise, Trade and Employment. Figure 1 givelsreakdown of the types of

employment agencies in Ireland.

Within the State sector a further classification t@ made betwedforas Aiseanna
Saothairthe (FAS, the Irish Training and Employment Authoritgnd Local
Employment Services (LES). In the private sectspah further breakdown can be
made between those agencies which engage in therajerecruitment of all
categories of jobseekers, those which are excliysiveadhunt/executive search and

on-line services.

Charges for Servicesin the State sector neither employers not jobsselkee

changed for the service.

In the private sector the Employment Agency ActllStated:

A person carrying on the business of an employragehcy shall not
charge any fee solely for agreeing to seek employifoe another person
or solely for agreeing to seek persons who wilegiv accept employment
(Section 7:2)

However, employers pay a fee to agencies which igeothem with a suitable

candidate who fills a vacant position.

On-line services are partly funded by fees from leyrmpent agencies and employers

which use their services and from revenues deffireed advertising on their sites.



2.3The State Sector

This section describes the background, remit aredatipn of the two State sector’s
services, FAS and LES.

FAS

Background: This organisation was established in January 1888er the Labour

Services Act 1987 to provide a wide range of sewim the labour market in Ireland.
The organisation is funded by the Irish Governméin¢, National Training Fund

(NTF) and The European Union. The total non-capflS Budget for 2005 was
€908.77m (FAS, 2006). The organisation is admirgsteby the Labour Force

Development Division of the Department of EnterpyiSrade and Employment.

Remit: The functions of FAS as laid down in the abovenewi Act are:
« Training and re-training;
- Designated apprenticeships;
« Recruitment service;
- Employment schemes;
« Placement and guidance services;
« Assistance to community groups ;
« Advice for people returning to Ireland and thosekssy employment

elsewhere in the EU (FAS, 2006).

The statutory functions of the organisation alsdude the collection and publication
of information relating to the labour market ane throvision, to the Minister for
Enterprise Trade and Employment, of informatiomorés etc. on matters within the
FAS remit (FAS, 2006).

FAS, in conjunction with the Department of SocialdaFamily Affairs has the
responsibility for the operation of the National gloyment Action Plan (NEAP)
which was adopted by the Government as its respuntiee European Employment

Guidelines. The plan includes “a commitment to msystematic engagement with
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the unemployed” (FAS, 2006, p. X). Its aim is totegrate unemployed people into
the labour market by providing them with the skilley require, which from the

macro perspective, helps to improve labour markapply. By 2004 50,000

unemployed people were referred directly to FASthiy Department of Social and
Family Affairs under this plan, of which 45,000 ded of training courses and
36,000 participated in employment programmes (€gmmunity Employment, Job
Initiative, Workplace and Social Economy), (FASO8R

Operation: There are eight FAS regions in the aguebmprising 20 Training
Centres and 63 Employment Offices. There are séumaming Centres and 16

Employment Offices in the Dublin area.

Services for Jobseekersll offices provide registration, information, g@dce and

advice, referral and placement services for jobseek

Jobseekers register with FAS by completing a regish form and meeting an
Employment Services Officer who compiles a profifethe jobseeker's educational
gualifications, work experience, aptitudes and redes. Jobseekers have access to
careers information, self help, career guidanc®rination on training and further
education, information on working abroad, and jakcancies. Through the FAS
Employment Services Offices jobseekers may apply FAS Training Courses,

Community Employment and Job Vacancies (FAS, 2006).

Services to Busines$AS also provides an extensive range of training) @mpany
development programmes for business in Ireland hwhre available to all sectors of
industry and commerce and all sizes and typesmf fivhether indigenous or foreign.
One of the aims of this service is “to sustain amaprove productivity,

competitiveness and employability” (FAS, 2006, p. x

Local Employment Service (LES)

This Service is one of the measures establishedhby State under the Local

Development and Social Inclusion Programme (LDSW#ich aims to counter



disadvantage and promote equality and social anohomsic inclusion. The
Programme is administered 1®obaf on behalf of the Department of Community,
Rural and Gaeltacht Affairs (Pobal, 2006b).

Background to the LDSIP:The Programme is delivered by 38 Partnerships, 33
Community Groups and four Employment Pacts. Thesdan-profit companies were
established in the areas of greatest need in thetigo to provide an area-based
response to long-term unemployment and to promadeials inclusion. All
Partnerships are companies limited by guarantethowut share capital. There are
Partnerships in both urban and rural areas, 12naBublin while seven operate in
larger towns (more than 30,000 people). The oftatnerships operate across rural
areas and small towns. During 2006-2007 a prooésxpansion continues to be
under way to achieve full national coverage, thotighPartnerships will continue to

focus on the areas of greatest need (Pobal, 2006a).
The LDSIP services are grouped into three areastofity:

« Services for the unemployed,
« Community development;

- Community-based youth initiatives.

The Partnerships and Community Groups throughatctuntry operate services in
Local Employment Centres (LES) and Contact Poiotsdfsadvantaged persons who
are unemployet{Pobal, 2006b).

LES Services: These services provide free, confidential and queak service to
people who are or who are in danger of becoming-tenm unemployed. ADM

(2000) identified six core principles which underghe provision of Services for

2 Until January 2006 the Programme was administeseédea Development Management (ADM),
which administered the programme on behalf of teedbtment of Enterprise, Trade and Employment
in conjunction with FAS (Pobal, 2006b).

% Contact Points are community-based offices locataxlitreach locations. The aim of these offices is
to provide a comprehensive service for unemployedpfe into one place within their area, which



unemployed persons within the Local Developmentigdaclusion Programme.
These are that the services:

* Are available and accessible;

* Are provided free of charge;

« Are committed to active involvement of users/tagetups in the

process;
* Begin with the needs identified by unemployed pedpemselves;
» Are flexible and locally based;

» Promote equality of opportunity, access and outc(Pobal, 2006b).

LES clients can access:

Information on education, training and coursesrprove their prospects;
Daily job vacancies;

Career guidance counselling;

Employment mediation;

CV preparation;

CV typing, faxing and photocopying services (Soittbd ES, 2006).

According to ADM (2001):

A key measure of a successful local community dgwekent strategy will be its
effectiveness in identifying and challenging agaisitudes, policies and practices at a

personal, organisational, institutional and comnyulavel (p. 11).

According to Pobal, 2006b, between 2000 and 208342 people were supported
under the Services for the Unemployed measure.iffteeventions provided by the

LES were offered in conjunction with FAS. It sholid noted that the LES service is

eliminates the need to travel outside the commuiiitye LES acts as an umbrella for all contact point
within the Partnership area (Southside LES, 2006).



very different from any other recruitment servi@cause it is client-centred and can
provide prolonged interventions to persons who hiaeen long-term unemployed.
According to ADM (2000) citindMeitheal Maigheo Teo

A core principle[of LES] is that progression is self-determined. Each
individual is encouraged to identify their own pamal needs, and their
needs in a wider community context ... They will hdeatified barriers

to their progression in their homes and in the camity and will have

sought solutions to deal with this in a positivey 10).

2.4The Private Sector

This section describes the regulation of employnsgencies by the Employment
Agency Act 1971, its enforcement as it pertainth® private sector, a description of
the type and number of private agencies and ongé@meices in Ireland, the business

sectors in which they specialise, their operatioa their affiliations.

The Regulation of the Private Sector

According to the Department of Enterprise, Tradd Bmployment (2006) under the
Employment Agency Act 1971 an employment agencytrhakl a licence if it is to
carry on its business. This Act regulates theimgsaf an employment agency licence
which is renewed on a yearly basis at an annualofe€500. An applicant for a
licence must, in the opinion of the Minister, bpeason of good character and repute.
The Department of Enterprise, Trade and Employmerifies this by means of two
independent references vouching for the good cltara€ the applicant and by means
of a report from the Gardai that there is nothimghieir records that would render the
applicant unsuitable to hold an employment agemognte. In order to obtain a
licence an applicant also has to have premisedeén State, which conforms to
standards of accommodation prescribed by Reguktiomder the 1971 Act. These
prescribed standards are as follows. That:



1. The means of access to and egress of the prendsds Ihe adequate

in light of the anticipated volume of business;

2. The premises are kept in a clean and tidy condimuipped with
adequate heating, lighting and ventilation and thaty should not

constitute a danger to persons using them;

3. The premises must contain accommodation enablimgops to be

interviewed in private;

4. The premises must be equipped with adequate sdatirtige number
of persons likely to attend at the premises (Depant of Enterprise
Trade and Employment, 200@nforcement of the 1971 Act:

It is an offence under the 1971 Act for an emplogtregency to carry out business
without an employment agency licence. The law ifoed by the Employment
Agency Licensing Section of the Department of Bwise, Trade and Employment.
Under section 10 (1) of the Employment Agency A&71, as amended by section 19
of the Protection of Employees (Fixed-Term Work)t 2003, a person guilty of an
offence under the Act shall be liable on summanyvedion to a fine not exceeding
€2,000 and in the case of a continuing offenceftotaer fine not exceeding €1,000 a

day (Department of Enterprise, Trade and Employ906).

Registration:In July 2006 there were 540 employment agenciglarmprivate sector
in Ireland (engaged in both general recruitment &eddhunt/executive search)
registered with the Department of Enterprise, Tradé Employment. Sixty-two per

cent (337/540) of all registered employment agenare in the Dublin area.

General Recruitmernit

In the general recruitment category employment eigsnprovide services to both

jobseekers and employers.

* It should be noted that some agencies that aifeisrcategory engage in both general recruitmedt an
headhunt/executive search.
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Services to Jobseeker&gencies provide some or all of the following sees to

jobseekers:
» Flexible hours for consultations (i.e., eveningsch time);
* Advice on CV preparation and writing letter of apption;
* Skills evaluation;
e Training in Microsoft Office;
e Training in interview skills;

* Follow-up phone calls after recruitment.

Services to EmployersAgencies offer some or all of the following sensce

employers:
e Maintain a database of jobseekers;
» Assist/advise on job advertisements;
» Psychometric testing of candidates;
» Payroll service for temporary staff;

* Assistance in staff retention.

Affiliation: The National Recruitment Federation (NRF) is a mtduy body founded
to establish and maintain standards and codesactipe for the recruitment industry
in Ireland (NRF, 2008) This organisation has 97 members of which 76based in
the Dublin area. The NRF website categorises empdoy agencies into 33 business
sectors as defined by them. The sector in whicht mgsncies operate is accountancy
and finance (53), followed by secretarial (47) aatks/marketing (41). Most agencies

recruit in several sectors.

® Membership of the NRF is granted only to organisatithat meet criteria of excellence (including
adherence to the provisions of the Employment Agehet 1971 and all other relevant Government
legislation & amendments) and who agree to abidth®yNRF Code of Conduct (NRF, 2006).
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Headhunt/Executive Search

Unfortunately it is not possible to identify all ercies which engage exclusively in
headhunt/executive search from the list of regesteagencies provided by the
Department of Enterprise Trade and Employment. $ixeagencies identified as
exclusively headhunt/executive search also engagpeisiness other than recruitment

(e.g., management, financial, HRM consulting, etc.)

Services to Employersin the headhunt/executive recruitment segment eSedh

organisations some or all of them provide the feifa services:
* Advertise executive positions on behalf of clients;
+ Maintain a database of candidates;
» Assist with designing a job specification;

» Perform in-depth professional interviews for clertefore submitting a

shortlist of candidates to them:;
* Provide or organise psychometric and medical tgsifrcandidates;
» Follow-up on references;
* Provide support and follow-up, including remunaratnegotiation;

» Advise on introduction of recruit to organisation.

Services to JobseekersSome organisations provide candidates with adeitehe
preparation of their CV and résumé and coach trepetform well in an interview

situation.

Affiliation: The six agencies identified as engaging exclusiirelyeadhunt/executive
search are members of the Executive Selection Mtansies Association (ESCA)
which is in turn affiliated to the Irish BusinessdaEmployers Confederation (IBEC).
ESCA has a code of professional practice whichVioles assurance that recruitment

consulting assignments undertaken by its memberpaorms operate to similar

12



standards of professionalism, objectivity and thigttness which characterise other
management consultancy activities” (ESCA, 2006).

On-Line Services

Again, it is not possible to document accurately ttumber on on-line services for

jobseekers in Ireland as they are growing daigraéxponential rate.

Most on-line services offer jobseekers the follogvin

Services for jobseeker3hese include:
* A database of vacancies;
* CV registration;
o Career advice;

» Links to other services (e.g., career guidance).

Services for RecruitersRecruiters include employers and employment ageneibo

must register with the site. The services providetude:
» Advertising of vacant positions;
* Use of CV database;
* News and analysis on recruitment trends;

e Customer support.

Services for Jobseekers over Feew, if any, on-line service has specific serviftgs
jobseekers over 50. One on-line service, www.gdillscom, offers candidates a
more flexible approach to working by offering thegneater work life balance and the
opportunity to work in their specialist area on rajgct, part-time or on an hourly
basis. lItinvites professionals who have at least ten years experience in their
respective fields and who wish to take a more lilexiapproach to work to register

online by sending a resumejaibs@europlanservices.com

13



Europlan are putting together a register of expege professionals and people with
specialist skills to present to their clients, e tbelief that situations arise where
experience is called for on a short-term basiseyTtiaim they know that there is a
high level of expertise available and they beli¢giwat the retention of these skills

could prove invaluable to business.

Job-sharing and Part-Time Working ArrangementsAnother specialist service

jobshare.ie is “for people seeking flexible workiogtions and for businesses which
understand the benefit of such arrangements” (potesie, 2006). The site has been
designed to help a recruiter find the best possitaif, who are seeking to work either

in a part time role, job share positions or othexible hours a company might offer.

The organisation claims that “in today's world,sany people wish to find a work
life balance. By offering part time or flexible hsua company is more likely to retain
good staff, who in return are more productive i@ lours that they are working so all

round it is a win/win situation” (jobshare.ie, 2006

2.5Equality Legislation

Under the Employment Equality Acts 1998 and 2004is iprohibited to publish,

display or cause to be published or displayed areridement which relates to
employment which indicates an intention to discnate or might be reasonably
understood to indicate such an intention (Equalityhority, 2006).

Under the Acts, employment agencies are precludenh fdiscriminating against
jobseekers on the following nine grounds:

* Gender;

* Marital Status;

* Family Status;

* Sexual Orientation;

* Religion;
* Age;

« Disability;
* Race;

* Member of the Traveller community.

14



Discrimination is defined as the treatment of asparin a less favourable way than
another person is, has been or would be treatacamparable situation on any of the
nine grounds which exists, existed, may exist enftiture, or is imputed to the person
concerned. The instruction to discriminate is gtsohibited (Equality Authority,
2006).

Citing the Equality Authority ADM described the ampt of ageism as follows:

Biological ageing is a continuous process. Howewegietal attitudes,
assumptions and barriers create social ageing ... iRstance, the link
between chronological age and what is, and is agpected of a person

at that age is socially conditiondg. 11).

According to the Equality Authority (2002) charat$écs of institutional practices in

relation to ageism are:
* The use of upper age limits to determine provisioparticipation;

» Segregation where older people are not affordeldctezces to remain

within their communities;

» A failure to take account of the situation, expecie or aspirations of
older people when making decisions, and a failoresdek to ensure
benefit to them as a result of an over emphasiyauth and youth

culture;

» Inadequate provision, casting older people as Imsrde dependants.

There are different types of discrimination covetl®dthe Acts including indirect

discrimination, discrimination by imputation anddciimination by association.

« Indirect discrimination - happens where there &slévourable treatment in
effect or by impact. It happens where people ace, dxample, refused
employment or training not explicitly on account afdiscriminatory reason

but because of a provision, practice or requirenvenith they find hard to
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satisfy. If the provision, practice or requirempunts people who belong to one
of the grounds covered by the Acts at a particdisadvantage then the
employer will have indirectly discriminated, unldbg provision is objectively
justified by a legitimate aim and the means of ecinig that aim are

appropriate and necessary.

« Discrimination by Association - this happens wharperson associated with
another person (belonging to a specified groupjréated less favourably

because of that association (Equality AuthorityQ@0

2.6 Summary

This chapter described the two different sector&clwiprovide employment services
to jobseekers and employers. These are the Stedtpravate sector. The State sector
provides free services to jobseekers and emplojreesddition to offering recruitment
services for jobseekers and employers, FAS providesers information, self-help,
career guidance and information on education amdhitrg. Additionally, the
organisation is responsible for providing trainfiog jobseekers. The LES services are
client-centred and offer services to persons wigodisadvantaged and are or might
become long-term unemployed. Additionally, theyeofservices similar to those
offered by FAS to their clients.

In the private sector three different types of ayéservice were identified. These are
general recruitment, headhunt/executive searchoarthe services. Under the 1971
Employment Agency Act it is illegal for agencies ¢barge a fee to jobseekers;
however, employers pay fees to private employmgenhaies when a job candidate
has been successfully recruited. Additionally, esyets and employment agencies
pay fees to on-line services for advertising jobsteeir websites. This sector (except
for on-line services) is regulated by the Employm&gency Act 1971 and enforced
by the Employment Agency Licensing Section of trepB&rtment of Enterprise, Trade
and Employment. Private employment agencies (géneexruitment and

headhunt/executive search) must register with tepatment of Enterprise, Trade

and Employment on an annual basis.

Both types of private employment agencies offearage of services to employers and

general recruitment agencies also offer a rangseofices to jobseekers. Many on-

16



line services provide information, links to sengand advice for jobseekers on their
websites. Many of both types of agency have afilizs to professional

associations/federations.

Equality legislation prohibits discrimination agsinjobseekers on nine grounds

including age, and employment agencies may notigfubgeist job advertisements.
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3. METHODOLOGY

This chapter describes the methodology employeberpilot study of Jobseekers and

Employment Agencies in Ireland. It comprises figet®ns including this one:

» Section 3.1:provides the rationale for the type of methodolaggd,;

Section 3.2:describes the interview methods used;

Section 3.3:gives details of how the sample of respondentsolitesined;

Section 3.4:describes how the data were analysed,;

Section 3.5:contains the list of references to material citethe chapter.

3.1 Rationale

Because qualitative data collection and analysisbeaquite idiosyncratic, the methods
used to collect and analyse the data from interwievth employment agency personnel
are described in detail. Most research (espeaiigntitative research) is based on the
idea that findings can be generalised to the ptipaldrom which the random sample

has been drawn. Lincoln and Guba (1985) defineteigdisations as ‘assertions of

enduringvalue that areontext-free(p. 110, emphasis in the original). These awghor
pointed out that this assumption is unattainablérestrouble with generalisations is

that they don’t apply to particulars’ (p. 110). dualitative research, according to these
authors, the only generalisation is that thereoiggeneralisation. However, this does
not mean that qualitative research is doomed tesarigption of the world as seen only

by those who took part in the study. Researchave o look at qualitative data in a

different light to data derived by random samplusgd in quantitative methods. We
would remind our readers that the results of treditgive study are not the type which

can be generalised to known or unknown populatibas will be invaluable in

formulating questions of a quantitative naturetfar next phase of the study.

3.2 Interview Methods

In this study, individual interviews were used tdlect data.
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Interview Preamble:The interview began with a short brief about théurea of the
interview, including assurances of anonymity andfidentiality. This ‘interview
preamble’ was written by the researcher, commitbesiemory and recited verbatim to
each respondent. This strategy was used in oodexduce the possibility of different
individuals being given slightly different inforniat about what the research is about
and what was required of them. A copy of thisrivieav preamble in contained in

Appendix A to this document.

The Interview TechniqueThe interviews were conducted using a modifiedivarsf
the Emié technique. This technique is in the style devetbpy anthropologists and
adopted by phenomenological sociologists and egisiyohologists (Gregersen, 1977;
Pike, 1954). Researchers using the Emic techratieenpt to shed personal biases and
those derived from their culture to view the watltdlough the eyes of the group or
individual being interviewed. The philosophy behithis technique is that the
description of the form and meaning of a culturesaloculture will necessarily differ
from the description and interpretation of thatun@ by outside observers whose own
culture or subculture has imparted a differentadetalues. Other forms of research
(e.g., those using questionnaires and structuremiviews), may depict a subculture
quite differently from the way its members viewpgssibly placing great importance
on items that the members would normally ignoreilevbverlooking items that the
members would never omit (Clifton, 1968). In otkrds, the Emic interview does
not impose categories on the topic under investigabut allows the cultural system to
generate its own. The interviewer at all timesstrio be a neutral vehicle for the
expression of the system (for descriptions of Emahniques, see Pike, 1967; Berlin,
1970; Goodenough, 1970; Hoebel & Frost, 1976).

This type of interview was used over more structugealitative interview methods
because: (a) the individuals from employment aigsnan which a modified version of
the Emic technique was used are ones about wiilehié known; (b) time constraints

(i.e., given that there was only approximately ®ixeight weeks to carry out the

®Emic’ and its opposite ‘Etic’ both come from thelfl of linguistics. Emic is a foreshortened vensid
the grammatical term phonemic, signifying meaniag, opposed to Etic, from phonetic, denoting
structure.
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gualitative study, researching, piloting and impdsting more structured interview or
questionnaire formats would not have been possible)

In this type of interview, the researcher asksréspondent to tell him/her about her/his
[the respondent’s] particular agency. In this aesle the initial request was ‘Tell me
about the strategies employed in your agernsya visolder jobseekers. Based on the
reply and using only the respondent’s words andcepts as keywords for further
exploration, the interviewer continue¥cdu mentionedkeyword]; can you tell me a
little more about thaP The interviewer persists with this techniquel @it keywords
have been investigated. This strategy potentudfisrs a culturally unbiased worldview
of an individual's frame of reference. In thistarsce several other prompts may be

used to move the interview along. These are:

. Recruitment;
. Training;

. Retention;

. Promotion.

These prompts were used to mirror other reseaiioly benducted simultaneously

with older workers and employers.

All gualitative interviews were conducted by DraRcesca Lundstrém who has training
in clinical psychology and previous research ex®e using the Emic technique in
individual interview situations (Lundstrom-Roche982; Lundstrém-Roche, 1985,
Lundstrom & McKeown, 1994; Lundstrom, 1996, Lundstr in press). When each
interview is completed the respondent was askedcdmplete a demographic
guestionnaire (see Appendix B) giving details abingt agency type, structure and

client base.

Interview transcripts were returned to responddots comment/editing/correction

before they were subsumed into the data and substiyganalysed.

3.3  Sampling

The method which was used in the study, is whatoRaf1980) described as
‘Maximum Variation Sampling’. Using this methodhet data collected includes as

much information as possible on all aspects of egmpent agency’s policies
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concerning older candidates in all its various faraiions and constructions. The
purpose of this type of sampling is to: (a) deta# many specifics that give the
context its unique flavour rather than, at thiggetadevelop generalisations; and (b)
generate the information on which hypotheses cafotmulated and tested (Lincoln

& Guba, 1985).

Maximum variation was achieved by selecting eacmber of the target group only
after the previous member had been interviewed #ied data (especially the
demographic data) thus derived partially analyse8uccessive members were
selected in accordance with the need to extend,atss fill information. Members

within specific groups (e.g., head hunting; exa@search; general recruitment, etc.)
identified as suitable subjects for research, wabéained by nominations (e.g.,

reputational or personal). This method is oftdarred to as ‘Snowball Sampling’.

The methodology which was employed in this studythe interviews was that having
completed an interview with employment agency pemsb they were asked if they
knew of any employment agencies which the researight approach for inclusion

in the study.

3.4 Data Analysis

This section describes in detail the qualitativeadaalysis methodology used in this
research and mentions briefly the methods usednadyse the quantitative data

derived from the demographic questionnaire mentdai®ve.

Qualitative Data Analysis:The data from the interviews were transcribed onto
computer text files, the qualitative data set wasived using three-step data
classification procedure. This entails identifyirig) segments and (b) themes and (c)

variables. Figure 2 shows the structure of théyaisa

21



Level 1 SEGMENT

Level 2 THEMES

Level 3 VARIABLES

Figure 2: Structure of the qualitative data analysis

This framework was used heuristically to imposedtre on the free-flowing, open-

ended nature of the data within the different paftthe interview schedule. Analysis

was conducted in three steps: the first definegifents’—general headings in the data.
These were agency, jobseeker and employer issiressdcond step in the analysis
identified ‘themes'—more specific headings in theeeging data (these were those
derived from the pre-defined promgtsjand the third and final step identified

‘variables’ within themes where the nuanced infdiareemerged. In analysing the

data using this method, it was possible to creadteg@mal structure for the data and
thereby identify elements common to all respondantsthose specific to the different
categories of respondent (e.g., State or privat®ge

Because the qualitative interviews conducted is #iudy are exploratory, the data
analysis is also exploratory. Tukey (1971) cdfis ttype of work exploratory data

analysis (EDA) and uses the analogy of the resealoting like a detective gathering

evidence and questioning assumptions in an attemnmpiake a case that later may be
formally tested in the court of statistical infecen He likens the initial analysis to

using tools which are like jack knives rather thamors. A more sophisticated type of
EDA conducted on Emic-type interview data appeaisuindstrom (1985).

Quantitative Data AnalysisData derived from the demographic questionnaire® watered
into an SYSTAT file and analysed using traditiodata analysis methods.

" Because of the complexity of the data in this stirdgome instances themes were broken down into
sub-themes in order to make a more logical stradturthe data.
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4. THE RESULTS

4.1 Introduction

This chapter provides the results of the fieldwadnducted with employment
agencies in Ireland in the sectors described abtiveonsists of five sections,

including this one, as follows:
* Section 4.2:gives a description of the agencies in this pitotlg;
» Section 4.3:provides quantitative demographic details of thea;
» Section 4.4:.describes the results of the qualitative interviews

» Section 4.5:contains the summary to this chapter.

4.2 The Agencies

Nine in-depth qualitative interviews were conducteith employment agency
personnel on the Southside of Dublin using the Etaghnique (described in the

methodology chapter). Table 1 gives a breakdowrhef number of agencies by

sector.
Sector Type Number
State FAS 2
Local Employment Services 2
Private General Recruitment 2
Headhunt/Executive Seafch 2
On-Line Service 1
Total 9

Table 1: Sectors, Types and Numbers of Employment Agencias Services in

which interviews were conducted

Overall four interviews were conducted in the Statd five in the private sector.

8 |t should be noted that headhunt/executive seageha@es are not in the business of placing people i
employment. The clients, employers, commission ghagencies to find (headhunt) suitable job
candidates for them. However, in this documenttfar sake of brevity and to avoid confusion all
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4.3 Demographic Details

All agencies were asked to complete a short quastioe to provide demographic
information about: the employment sectors in whible agency specialised; the
number of employeésand the profile, in percentages, of the jobseeker their
databases in relation to age and gender; and firexamate percentage of jobseekers
over 50 years of age placed in employment in tls¢ 12 months. Additionally,
agencies were asked if they engaged in traininggekers and if they provided

employers with a jobseeker psychometric testingiser

Sector Profiles:Only agencies in the private sector provided infation on the

sectors in which they recruited. These sector jg®fre provided in Table 2.

Type of Private Sector Agency

General Headhunt/Executive On-Line
Search
Administration Financial/Banking/ | All categories
Accounts Insurance (executive and non-

Sales & Marketing | Generic Services executive)

Industrial Manufacturing

Banking/Finance Wholesale/Retail/
Distribution
Pharmaceutical/
Medical

Table 2: Employment Sector in which Private Agencies Recroyt Type of Agency

individuals being placed in employment by whatewezans are referred to as ‘jobseekers’, except
when quoting verbatim

® Employment Service Officers (FAS); Job PlacemeetMtor (LES); Consultants/ Recruitment staff
(Private Sector).
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This table demonstrates that the spread of seitaysite heterogeneous. Only one

general recruitment agency was engaged in placamporary staff. All other

agencies and the on-line service only recruitegpéymanent posts.

Agency Staff: Table 3 gives a breakdown of the average numbeEnmbloyment
Service Officers/Job Placement Mediators/ConsudtR&cruitment Staff by type of

agency.

Type of Agency

Average
Number of

Consultants

FAS 8
Local Employment Services 6
General Recruitment 6
Headhunt/Executive Search 11
On-Line Service 150

Table 3: The Average Number of Recruitment Staff Working hih Agencies by

Type

Recruitment staff ranged from 150 in the on-lineviee to one in one general

recruitment agency. One respondent described thefoecruiters thus:

A recruiter may be considered as a kind of ‘matckenawhose role is to
ensure that both candidate and client see eachr athihe most mutually

attractive light(Respondent, Private Sector).

JobseekersTable 4 gives a breakdown by gender for jobsedketse different types

of agencies in percentages.
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Type Gender
%Male | %Female
FAS 60 40
Local Employment Services 60 40
General Recruitment 55 45
Headhunt/Executive Search b3 47
On-Line Service 44 56

Table 4: Average Gender Breakdown of Jobseekers by Typeg#my in

Percentages

This table reveals that except for the on-line iservthe percentage of male

jobseekers is higher than females.

Jobseekers Over 50fable 5 gives a breakdown for the average percerm@d0+

jobseekers by gender and type of agency.

Type +50 by Gender
%Male | %Female
FAS 17 24
Local Employment Services 35 10
General Recruitment 3 2
Headhunt/Executive Search b5 7
On-Line Service d 0

Table 5: Average Percentage of 50+ Jobseekers by GenderTame of Agency

This table shows that in the State sector more wothh@n men jobseekers 50+ years
of age were catered for by FAS where the revers¢hés case for the Local
Employment Services (LES). A very small percentajeworkers over 50 were
catered for by general recruitment agencies, wiketlka headhunt/executive search
agency jobseekers were mostly male. The on-linéicgehad no jobseekers over 50

on their database.
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Agencies were asked to provide information on tippreximate percentage of
jobseekers over 50 years of age who had been placesployment in the last 12
months. Because of the way data are collected, ®AS unable to supply this
information. One LES reported that approximatelyp&d cent of jobseekers over 50
were placed in employment. In the private sectoadtheint/Executive Search placed,
on average, 15 per cent of jobseekers over 50,faatageneral recruitment agencies

was not available and the on-line service had hegekers over 50.

Training: In the State sector both types of agency engagedkilts training
jobseekers. In the private sector, training wavigded in CV, résumé preparation and
interview techniques in one general and both heaifiéxecutive search agencies. The
one general recruitment agency that recruited teampostaff sometimes provides
them with a minimum of training. The on-line sewiprovided articles on CV

preparation, dress codes, and other aspects seghing on their website.

Psychometric TestingPsychometric testing was not provided in the Stettor and
one general recruitment agency conducted its ownhmenetric testing of jobseeker
for employers. It seems that, in general, psychameesting is carried out by

companies specialising in this aspect of recruitnoerbehalf of potential employers.

Summary: From the demographic details supplied by agenaieboth State and
private sectors it is evident that there is a brg@etctrum of types of private agency in
relation to the employment sectors in which theyru#, except for on-line services
more men than women use the services of employagaricies. For jobseekers over
50, there are gender differences in and betweetwiisectors and placing jobseekers
over 50 had a success rate of between 10 and 1&epeiin the private sector. The
State sector is mandated to provide training bet phivate sector only provides
superficial, if any training to jobseekers. Psycletme testing of jobseekers is
generally, but not exclusively, performed by comparspecialising in this service

rather than by agencies themselves.
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4.4The Qualitative Interviews

The method of data analysis is described in thénoaketiogy chapter. In this instance
the segments into which the data are classified Agency issues, Jobseeker issues
and Employer issues. The themes were somewhatebireed (see pre-interview
preamble) in an attempt to reflect research beamglocted simultaneously with older
workers and employers. These themes are: Recruitnieaining, Retention and
Promotion. Other themes arose serendipitously, soméhese are: Redundancy,
Disability, Ageism and the need for flexible jobs( part-time or reduced hours).

Figure 1 gives an overview of the structure ofdhalysis as it relates to this study.

Level 1 SEGMENTS Issues

Agency | Jobseekel Employer

Level 2 Recruitment, Training,
THEMES Retention, Promotion,
Redundancy, Disability, Ageism,

etc.

Level 3 VARIABLES Analysis of Themes and Sub-

Themes

Figure 1: Structure of Data Analysis

Some themes are common across all segments whike soe confined to one

particular segment.

NB: It should be noted that the results reportedisdbcument are the perceptions of
the respondents who took part in the survey and nmyreflect the perceptions pr

policies of their particular sector or agency.
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4.4.1 Agency Issues

The themes that arose in relation to agencies arefollows: demographics,

recruitment, training, promotion, ageism, locatéomd disability.

Demographics:In the State sector, although the services forgekers over 50
currently represent only a small percentage of ttiegnts, this percentage is expected
to increase in the future because of the extensfidhe National Employment Action

Plart® to include those aged over 55.

Recruitment:In the State sector, respondents reported thasaddantaged areas it is
difficult to get jobs for older people because witlanufacturing business moving to
industrial estates on the outskirts of the city traitional work (e.g., warehouse
work, security, general operatives, etc.) is nog&navailable. If multi-national

organisations replace manufacturing industries tlegpire office staff which does

not suit jobseekers who may be educationally disathged.

In the private sector (in general recruitment)rgrolder workers does not seem to be
a problem because currently it is a jobseekers @barkHowever, in the

headhunt/executive search type agencies, placingidam jobseeker, no matter how
well educated, can be difficult. A respondent ihemdhunt/executive search agency

said:

When a candidate gets to a certain age - around %@e chances of
getting a job are very slim, unless s/he is in micreexecutive role or has

highly specialised and rare skills.

Training: In the State sector, services used to be tiedtimthe age bands covered by
the Department of Social and Family Affairs on thesis that people retired at 65.

Recent equality legislation has meant that ther®w no age restriction on attending

9 Described in Chapter 2.
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a FAS or other State training courses. Once a pésstraining towards employment,

it does not matter what age they are when theyntegining.

When a jobseeker is referred to FAS under the Nati@mployment Action Plan,
there is a small budget called the Customised ifrgiRund which means that if a job
seeker has training requirements that are notableilthrough FAS up to €635.00 is
available to fund their training. Sometimes FAS rses may not suit a jobseeker’s
circumstances, so the Customised Training Fundsdive flexibility of being able to
go on a course which may suit their requirementseheThis option is also available

to LES jobseekers.

In the private sector, three of the four agenciggaged in grooming jobseekers for

positions with companies that are their clients.

This may involve helping them to make their résumeé® presentable or
coaching jobseekers so that they present theingist points to a client

(Respondent, private sector)

Promotion: In the State sector, many jobseekers with an gidgfile are seen more
often and they may come back some years later héteing secured employment
enquiring about applying for a higher level jobwaanting to move from a contract to

a more permanent job.

Ageism: Three of the four private sector agencies (exclydime on-line service)
reported that anti-ageism policies in their recngint practices were undermined by

employers. One respondent in the private sectdaga the situation as follows:

This agency is restricted in the candidates it gaesent because the
clients it serves will only consider younger carmdé$ ... If the agency
puts a candidate of between 40 and 45 forward,ctlemt will probably

decide not to interview them. At a very senior llexecandidate up to 50

years of age could be put forward but clients prefeople in their 40s
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who are active, enthusiastic, gullible, ‘switched-company men to sell

their souls until they burn themselves out.

It should be noted however that another resporfdemt the private sector claimed:

Neither the organisation, nor their clients can aliminate against a
jobseeker on the grounds of age.... Placing jobse&taardidates over 50
years of age does not come into the equation. Ttnatisn with this

organisation is that they present a short listigéfor six candidates to a
client company which interviews these people ankiesiéhe appointment
of their choice. If an older jobseeker comes to dhganisation and has
the relevant qualifications, they feature on a sl&irand then the client

company will make a decision on the type of petkep want to have.

The on-line service has a section on its websiteecd&quality and Diversity and
there are three sub-sections within it - Multictdiism, Ageism and Disability. The
organisation tries to work with these three grooppeople to ensure equality among
all jobseekers. To counteract ageism, the orgaaisditas taken age off application

forms because it can be seen as discriminatorgkdaa a jobseeker’s age.

Location: It is difficult to get jobs for older people in didvantaged areas, some of
which have changed over the years from having 20800 companies recruiting
directly from the service, to multi-national orgsaions which require office staff
and which offer very few of the traditional jobsathwere available in these areas

heretofore.

Disability: A respondent from the private sector reported fhas a recruiter's
responsibility to uncover something like a jobse®&keanental health difficulties
before recommending them to a client. Not to hameowered such material in

advance discredits a recruiter in the eyes ofemtli
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Summary: The number of themes in the segment ‘agency issihas$’ arose from
prompts or serendipitously were considerably fethean on the other two segments.

Why this is the case is unclear.

It is clear that getting a job for older jobseekei® are educationally disadvantaged
or who are executives is difficult, whereas becanfsthe current jobseeker market it
is relatively easy in the private sector to planeokler jobseeker in a more mundane
job. However, when manufacturing industries moué af an area, this can lead to
older jobseekers with educational disadvantagesgbeifficult, if not impossible, to

place in employment.

Also, in the private sector, it would seem thatisigeon the part of employers,
especially those seeking to fill executive posts a@erride any anti-ageist policies or
measures agencies may aspire to. There is an oousnt recruiters in the private
sector to discover any negative facts about a pghesebefore referring them to a
client. This strategy can lead to jobseekers wisiallities, especially mental health

problems, being excluded from being put forward&guosition.

Because of the shift from age bands by the DepattimfeSocial and Family Affairs,
older jobseekers requiring training may now avaitraining for employment, which

heretofore was not available to them.

4.4.2 Jobseeker Issues

In this segment, because of the complexity of tl¢adthere are themes (e.qg.,
demographics, recruitment, training, retention,npotion and redundancy) and sub-

themes, therefore this segment is structured wsslgyhtly different format.

Demographics

A respondent from the State sector pointed out fhesdple over 50 are not a
homogeneous group, men and women are differentttaaré can be differences in

educational backgrounds and work experience, shinced:

Older people who have had a career and who have Iseecessful in

their career, generally speaking, will find workhéy will find a part-time
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job, possibly through connections. The disadvardagerson is often

doubly disadvantaged because of lack of educatidraming.

Recruitment

This theme has eight sub-themes as follows: getirjgb; ageism; gender issues;

wages; flexi-work; travel to work; career pathsniract work; and disabilities.

Getting a Job:In the State sector older jobseekers who are corfrimg senior

positions in companies or who have been self-engaldind it can take time to get
another position at a senior level. They may bequaified for many positions that
they see advertised and they can feel they aregamst younger people who can

afford to work for less money.

Another issue reported in the State sector fronisaddantaged area is that finding
work for older jobseekers is not easy as the rateghfe job may not be much more
than they are getting on the dole and the jobseekenot see the benefit of working

40 hours a week and getting the same amount asibielgl on welfare.

In the private sector, in headhunt/executive seagencies when a jobseeker gets to a
certain age - around 50 - the chances of gettijodp @re very slim, unless s/he is in a

senior executive role or has highly specialisedrand skills.

Ageism:In the State sector one respondent reported thratecos about ageism are
more likely to come from jobseekers and rarelyevier, come from employers.
Jobseekers applying, especially for a physical tyie may be worried about an
employer asking their age. In this instance theaedent’'s strategy is to advise

jobseekers that employers are not entitled tolaesik age.

Gender: The State sector agencies reported that older rsaally have the most
difficulty in getting employment, especially thogého have previously worked in
construction, production jobs, in general operapesitions or who have worked all

their lives in the trades, (e.g., as carpenterselectricians), but never formally
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gualified. Older men who wish to move away fronysibal work can find it difficult

to find alternative work.

In the State sector there seems to be more oppesifor women who are unskilled.

The popular options are childcare and care work.

Wages:A respondent from the State sector reported thaeware staying quite low
in certain sectors and often older jobseekers findifficult to find wages

commensurate with their experience and previouegs/iag

Men who have performed manual work often commeat they cannot find work
which pays well enough. There are a large numbeeople looking for manual work
and this inevitably keeps wages low. Older men wramt to move away from
physical work can find it difficult to source altetive work. The sort of work they
might look for is something like caretaker or lightiintenance or sometimes driving
jobs. These jobs generally pay around €9 to €16am and that is not enough for

someone who has over 30 years experience in thidavoe.

In the State sector, one agency reported that ¢idess over 50 who have been made

redundant may sometimes be reluctant to take en®atlary in a new job.

Women who opt for childcare or care work are paideglow wages as are starting

salaries in offices.

Flexi-Work Sometimes jobseekers have had negative experiahcesrk and it can
take time for them to feel ready to go back to wdarkey may also prefer to opt for
some sort of flexible working arrangement rathentHull-time work. It can take

longer for more mature job seekers to get work siiés them.

Some older workers want to reduce their workload @mange jobs to something less
stressful even if it pays less money, as theirmioi@ commitments may be less than

those of younger persons.

Older women may look for part-time work if they asi@agle parents, even if there is
family backup. For example, a woman may be out workn the morning and her

daughter would train in the afternoon or visa vensd they share the childminding.
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In the private sector, agencies reported oldergekars’ priorities in life are slightly
different from the younger worker. In a jobseekeweh market jobseekers can now
demand more flexible working arrangements, job eleapart-time work. A company

may often have to agree to jobseeker demandsyifittaat the person badly enough.

Travel to Work: In the State sector one respondent from a disadgadt area
reported that jobseekers are reluctant to traveldistance to work. Additionally, if
the job is badly paid and the employee has to playsaor train fare it is going to eat
up another €10 to €20 out of their, already lowges With the move of industries to
estates in the suburbs, getting a job locally, @sflg manual work, is often not an

option for older jobseekers.

In the private sector also, jobseekers considerldioation of their potential job

important because of the stress of travel to work.

Career Pathsin the private sector a respondent claimed that:

An older middle-management employee who has kejpb-date with
technology and industry trends, ideally, should en@very five years
because a person can stay too long in a companyth®mther hand, if
they move too often they can be viewed as a ‘jgipéo. A candidate

should have a ‘nice career pattern’ which can mtieam marketable.

The ideal career path for an employee is:

. where s/he goes for the high-risk, fast-movingaoisations in the
early years in the hope that s/he will be luckyuggtoto find more stable,

secure organisations to join later gRespondent, private sector)

However, another respondent in the State sectomamted that older jobseekers may

not be looking for a career path because theyustenoving on.
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Contract Work:A respondent in the private sector remarked:

It often suits the older worker to work on contraetd pay their own
fringes because they can make more money, thes joinie challenging
and more varied and they can move around. Additiprihey have more

control of their destiny.

The respondent claimed that contract working iy eattensive in technical roles with
persons contracted to a company through large eagdimg contractors such as Project
Management, Fluor, Jacobs or several other moreia@iged contracting companies

in areas such as validation, training and IT.

Disabilities: A respondent in the State sector reported thatlpemith disabilities can
have difficulties in finding employment. Howevehely also reported that when a
person with a disability is job ready then obstadte employment can be overcome.
In disadvantaged areas, people with disabilitieyy mat an exemption from the
Department of Social and Family Affairs to go oif€ammunity Employment (CE)
scheme. Permission is based on whether the wdherapeutic and not manual (for
those with back problems). Jobseekers with mergalth difficulties find it difficult

to get placements. In the private sector one redgrunsaid they would be loath to

recommend a jobseeker with mental health diffieslfior a job.

Training

This theme contains the following sub-themes: ageiad gender differences.

Ageism: A respondent in the private sector, in relationato employer refusing an

employee training on the grounds of their age,:said
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The opportunity of leaving and moving to anothempany is not an
option for an older worker because they might rett @nother job and if
they do they might think they would have probledijsisting to a new
work situation. So in a way an employer has a hidsick, knowing the

older worker is unlikely to leave because s/he tmgth get another job.

Gender DifferencesVery often older male jobseekers who come fromaliaataged
backgrounds believe they are too old to learn, edemwomen who have raised their
children and are 50ish believe they are just sigutineir careers. Additionally, some
men are illiterate and pretend they have forgottezir glasses if asked to read
something or fill in a form. Very often they havacdha very negative experience in
school that affects their confidence. Men may bearioghtened at this stage of their
life to do anything new and they are much more urfoatable about entering an

educational environment.

Older women jobseekers have more job options thein inale counterparts. Many of
them are keen to do a computer course, train umgarid work as a receptionist or in
an office. Women are very nervous about trainingasa much more excited about it.

One respondent in the State sector commented:

The women who come to the LES are often educaijotishdvantaged.
Many times they say they want to go back to wotksaggest they take a
job as a care assistant or a home help becauseishathat they have
done all their lives. However, if the Mediator daedit of exploration
with them and starts to get them to look beyondéhgabecause now it is
time for them to look after themselves after baincarer all their life,
they embrace education and it is wonderful to desirtgrowth and
development and the power that having some morayttiey can call

their own gives them

Many women from disadvantaged backgrounds try tdrgaing for jobs in an office

environment. However, although many of them becwewy skilled at computers,
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they do not necessarily have good English. Howéwerre can be problems with their

choice of career according to a State sector resgran

To become a successful person working in an affieehas to have good
English. They have deficits in grammar and copfeor. example, if they
are writing about their Leaving Cert on their CVethwill write down
‘Leaving Cert’ because they do not know to writewdo‘Leaving
Certificate’. Sometimes they use local slang f@ ttame of the school
they attended. Little things like that show uphi¢ tclient has not had

broader experience which is also a disadvantage.

Retention

Very little was said about this theme. This is ustendable because by its very
nature it is not a relevant topic for employmeng¢rages. Once a jobseeker is placed

in employment the agency’s role is complete.

According to a respondent in the State sector, Ipeoyer 50 who get jobs do retain

them because they have a stronger work ethic thanger people.

Promotion

People in their 50s with a good work ethic andfierdble can get promotion.

Some people who started off as car park attendanporters, tidying up
outside or general maintenance become superviddiere are quite a

few success storigRespondent, State sector).

In the private sector a respondent remarked thderojobseekers who have
experienced a redundancy are interested in promdterause they may still have
considerable financial commitments. In the privegector another respondent

reported:
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Once an older worker gets into a company, if sthgaod s/he does have
a chance of promotion. A bit of maturity is veryportant as it brings
with it a more mature sense of values. To havéla bit of cop-on is no
harm in a company. In some instances older peapiebe looked up to in
a company and younger members of staff go to themhdlp, they
become mentors. A company with an age and seXewafiich mirrors
the working age range of 16 to 65 in the local camity. This benefits
the company greatly because of stronger employedilist and

contentment.

Redundancy

This theme contains three sub-themes as follovestrduma of redundancy, gender

differences and finances.

The Trauma of RedundancyMany respondents commented on the trauma becoming
redundant caused in an employee’s life. In thegpeivsector a respondent said she
always counselled jobseekers in this situation wieze experiencing self-esteem
problems that it was the job not the person tha made redundant and not to take it

personally. A State sector respondent commented:

If somebody has got the news of being made redursiatdenly it is
often a great shock to them. Often they will demthe house or do
repairs and that will keep them busy for six weakso. Then they may

decide that they do not want to be doing this tyjpiing every day.

Additionally, for men in disadvantaged areas redunmay comes as more of a shock

because as a State sector respondent explained:

When you are working in a job for a considerablenbver of years and all
your friends are there it is a shock to lose ya, jespecially those who
only have their job and their home and no hobbies.
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Another respondent in the State sector suggestddstime workers who are made
redundant are pleased to have been forced to mesieear change, especially if they
have a comfortable redundancy package. At thisestagny people who are made

redundant avail of FAS training (e.g., computers).

Gender Differencesin this situation also, women find alternative wanlore easily
than men, according to a respondent in the Stat®rse Men from disadvantaged
areas who have been made redundant are reluctamiloof counselling or training.

However:

Those who are more skilled and have a differeritudtt get jobs quite
quickly because of their long association with viegk and being

amenable to chang&espondent, State sector)

Finances:Jobseekers who have lived off a redundancy paclkageyear or two can

be under a lot more pressure and are more anximug &énding a job.

Summary

It must be borne in mind that older jobseekers reoea homogeneous group and
demographic variables such as education, gendsatidm, work experience, etc. all
play a part in whether they are easily placed mad fiifficulty being placed in the job

market.

In both State and private sectors the educatiordilgdvantaged as well as better
educated jobseeker seems to find it more diffitaltfind employment than those

jobseekers in between these two ends of the jadxstrsn.

Ageism can be something internalised by jobseekdrs may be fearful about
revealing their age in case they would be discrat@d against. This is especially true

for men looking for manual work.
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There are gender differences in the State sectoeravolder men, especially those
with the minimum of qualifications, find it morefticult to find jobs than do their

female counterparts.

Low wages can be a disincentive for jobseekersriegtemployment. If the income
from a job is similar to or less than the dole maider jobseekers will not be willing
to take on work. Older workers often prefer fleark, although it can be hard to
find. Travelling distances to work is not generallglcomed by jobseekers, especially

those from disadvantaged areas.

Career paths, especially for those who are or speiag to be executives have to be
carefully managed, especially those who are oldewever, some older workers are
not interested in career paths, just a job. Anrétidve to staying on as an executive

in a company is to work on contract which can both employee and employer.

Some people with disabilities, when they are joadgedo overcome obstacles and
find work. Those in disadvantaged areas can avaloonmunity Employment on the

receipt of an exemption.

On-the-job training may not be an option offeredolder workers. Additionally,

because of their age they may not be willing tagreso try to get another job.

In the State sector, many older male jobseekergednetant to engage in training
whereas older women embrace training and seem toetter than men on the job

market having availed of training.

When older jobseekers do find employment they seemetain them because they
have a better work ethic than younger jobseekenss Fategory of jobseeker often
will get promotion, especially if the employer vatutheir maturity and cop-on and

their co-workers look up to them as mentors.

Redundancy is a traumatic event in the life of ayker and may take from weeks to
years before that person is again job ready. Howeedundancy for some workers
provides them with the opportunity to avail of hiaig or make a career change.
Women seem to find alternative work more easilyttia men.

Some jobseeker case studies are contained in amdiggo this chapter.
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4.4.3 Employer Issues

This section contains five themes including: retoneint, training, retention,
promotion and contract work. As in the jobseekezgnsent the data are more
complex than in the agency segment and theref@tustured in a similar way to the
abovementioned segment. It is noteworthy that eypgplissues were more likely to
arise and more numerous from respondents in theatprisector that in the State

sector.

Recruitment

This theme contains five sub-themes, including:egairecruitment; ageism; attitudes

towards older workers; disincentives to employitdgoworkers and flexi-work.

General Recruitmentin general recruitment hiring older workers does seem to
be a problem. Employers are more interested injdhseeker’s abilities rather than
his/her age. However, there may be issues congera@muired injuries in older
workers, especially those with back problems.

Ageism:According to a respondent from the State secterbtbgest problem with

employers is that they do not have the opennessifoy an older person.

We need to change the mindset in Ireland becaudeawe become a very
young culture. It is the ageist mindset of emplsyeaot the government,
which has to change in favour of seeing the valuéhe older worker
(Respondent, State sector).

A respondent in the private sector claimed therg beaa modicum of ageism related
to recruitment in some employment sectors. For g@ansales where an employer
may want a young, possibly male, employee to ptdjee company’s image as a

youthful and vibrant enterprise.
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Another explanation was given for some employermfuatance to hire older
jobseekers:

Companies are not normally interested in older peaphom they say
‘carry too much baggage’. ... Clients prefer to ratrsomebody who is
green and enthusiastic and who can be pointed éright direction

(Respondent, private sector)

However, another respondent from the private squorted out:

With the new equality law, employers are realisititey cannot
discriminate on the grounds of age. This is supgmbriby the Equality
Authority and Age Action Ireland, so people aredreimg more aware

that it is not acceptable to discriminate againsbple who are over 50.

A respondent in the State sector, in relation teisag of the part of employers,

recommended:

Employers should be encouraged to take [older] peopn. The
legislation has changed over the last years and leyeps are not
familiar with it and they are wary about ‘what hagyps if ...?’

Attitudes towards Older WorkersSeveral respondents in both State and private
sector reported that they knew of employers whdepred more mature applicants
because they are more reliable, have a better wthic (e.g., are not absent as
frequently as younger workers, do not come to wioukg over and have better

customer relations skills). One respondent in tiageSsector commented:

Research in the US on production line employeesyst that the older

worker, even though retired from other jobs, worlkedter, slower, but
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they were more productive because they had few&rdsys, they were
more committed to their job and the end product betser.

Disincentives to Employing Older WorkersA respondent in the private sector
explained how an older worker can cost more mowehite and maintain than a

younger worker:

The older a full-time employee is, the more thepaomg has to contribute
to his/her life assurance. As part of an employnpmatkage companies
pay life assurance cover of up to four times safarysenior employees.
The older the employee is, the greater the risart@ssurance company
and therefore the higher the premiums they changeeimployer. This is
particularly the case where an employee has a naédiistory such as

heart, blood pressure or diabetes.

This and other disincentives (e.g., cost of sickfdsability schemes, pension fund
contributions and ‘Top Hat' schemes) make hiring an older jobseeker lessctittea
than a younger, perhaps more healthy one.

Another disincentive to hiring older workers is aating to a private sector

respondent because of Government policy on pensions

Sixty-five is when a person retires and that isna lof deadline of when a
person’s career is over. So, if a jobseeker istB8y are only five years
away from retirement and that can be a problem.aBee we are all
living longer, if the government were to change risrement age to 80,

65 would not be seen as that old any more.

1 Some companies operate these schemes for thér ssecutives which guarantee employees, two-
thirds of their salary at retiring, irrespectiveyafars of service.
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Flexi Work: Most employers require full-time staff and therefoexcept for people
who work in accounts in small enterprises, they rad have flexible working

arrangements. However, in manufacturing industties situation is somewhat
different with employers offering shift work whiatan fit into the need for parents to

have flexible working hours.

Training

Little was mentioned about training relative to éoyprs, however, a respondent in
the private sector claimed that if older workers aearing retirement the employer
may consider that they are going to be retiringnsand they will not be willing to

spend money training them.

Retention

According to one respondent in the State sectopl@mrs can be very loyal to their
older employees. Some have been treated very wdlhave been kept on and only

let go as a last resort.

A private sector respondent claimed that:

Company philosophies vary considerably and theeeraany companies
which are shareholder-driven and which do not hawsufficiently long-
term view or approach. They cannot see and do lzot peyond the end

of the next financial quarter or year.

The respondent claimed that US companies gendrllynto this category whereas
some European and most Japanese companies takeealang-term view. The

respondent continued:

In a typical Japanese company a person stays Wélsame company for
their full working life. Companies such as these &etter focussed to

coping with short-term trading difficulties and théon’'t need to ‘flex’
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their workforces as do the US companies. Terms sagh'profit
preservation’ and ‘expendability of the workforca’e not part of their

everyday vocabulary.

A private sector respondent comparing younger daer avorkers commented:

Young graduates who are recruited usually only stayn their first job
for a year, ditch it and move on to the next onecaise there are more
job opportunities now they do not worry where tlextnpay cheque is
going to come from .... In some situations emplogester to hire older
workers, especially in a customer service enviramme.. In many
instances in customer services employers get muack mileage out of
an older worker if the role fits.

According to this private sector respondent:

Best practice in retaining older workers in empl@nnis for them to

reduce their workload and start enjoying life amiore as they get older.

Promotion

A private sector respondent claimed:

A good employer, a people-oriented company wittmg4erm plan and a
mature, philanthropic outlook will award older eropkes with promotion
where due. Company philosophies vary considerabtythere are many
companies which are shareholder-driven and which it have a
sufficiently long-term view or approach, they dd pan beyond the end

of the next financial quarter or year.



Redundancy

One respondent in the State sector said that wheongpany is making people
redundant they are required to notify the Departmein Enterprise Trade and
Employment which in turn notifies the local FAS ©&. FAS contacts the employer
and offers them their services (e.g., they can ctmtalk to the workers who are

being made redundant).

In the private sector when multi-national companietocate to other countries
workers with a considerable number of year's exee may find themselves
redundant. In this instance certain individuals dther companies) will view that

person as being a bit old.

Unfortunately, although the older jobseeker hasvikiedge; ambition,
drive, coming up with new fresh ideas is mostlyriaed to younger
jobseekers although this is not always true becamart ways around

things are often born out of experier{€&spondent, private sector)

Contract Work

As an alternative to hiring older workers two resgents in the private sector

suggested that contract working was a better oftioemployers.

Companies are quite happy to employ good older grarbn a contract
basis. The worker operates on a self-employed tatuss or that of a
limited company. It suits the company because tmtract is only for a
specific time, for example, six months renewable e employer does
not have to worry about making contributions to @mployee’s pension

or life assurance premiunfRespondent, private sector).
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Summary

An employer, who is a client of a general recruitiregency is more concerned about
any disabilities a jobseeker may have than hisesrdge. This is not the case for

jobseekers in headhunt/executive search agencies.

Ageism is a mindset with many employers mirrorihg general youth culture that
has developed in Ireland. This may be more prevaleareas like sales where the
jobseeker will be expected to project a youthfuhga for the company. However, in
some instances the value of employing older workel®ginning to be accepted by

some employers.

Except in manufacturing industries, flexi-work istran option employers currently

offer older jobseekers.

There are cost disincentives to hiring older exgest This is exacerbated by

Government policy in having a pensionable age of 65

Some employers are adopting US short-term polimesrds trading which in tern
affects its workforce. A good employer will havelang-term policy and plan and
value its whole workforce, including older workeveo may be looked up to and seen
as mentors.

Older workers who have been made redundant anchate considerable experience
are not being re-employed because employers cong&m@vledge, ambition and

drive to be attributes of younger workers.

Offering contract work to older jobseekers is atiawpoften preferred by employers.
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4.5Summary

The results of the nine interviews with employmeagency personnel, four in the
State and five in the private sector yielded a vieim of information both quantitative
and qualitative. The qualitative information is &don the views of the respondents

and may not reflect those of the sector or agelmayeémploys them.

Quantitative Results

The spread of employment sectors in which the privagencies recruited is quite
broad. The State sector did not respond to thestipn because they are mainly
jobseeker driven and therefore do not specialigeeft for the on-line service, the
numbers of recruitment staff were quite small iraglencies in both State and private
sector. Only in the on-line service did the peragatof women jobseekers outweigh

men.

In the private sector, only 15 per cent of jobseskever 50 were placed in
employment. Because of the way data are currertlieated in the State sector,
equivalent data were not available, except from ldB8 which placed 10 per cent of

jobseekers over 50.

The State sector provided many and various typésawiing from CV preparation to
long-term courses as required by their mandatedltbinot engage in psychometric
testing. The private sector provided only supeafitiaining to jobseekers and all but

one did not engage in psychometric testing of jekees.

Qualitative Results

The qualitative interviews revealed that threeesswere relevant to agencies in both
sectors. These are those that relate to the ageti@enselves, to jobseekers and to

employers.

Agency IssuesThe most striking agency issue is in the privatgtaewhere it was

perceived that employers may use agencies in ampttto evade equality legislation
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by screening out older jobseekers from shortli§isloseekers submitted by agencies.
Other agency issues are, in the State sector,itfieutty of placing older workers
from disadvantaged areas who have educational idefio the private sector in
general recruitment there is currently a jobseekaesket and as long as older
workers are fit for the job (physically and/or pegtogically) they will be employed.
In the headhunt/executive search agencies it isdifficult to get companies to hire a

jobseeker who is over 45 years.

Jobseeker IssuesThe most striking finding in this segment is thautnatic impact
redundancy can have on workers. Being made redumda cause low self-esteem
and depression. The State sector has a manda#getofor workers who have been
made redundant but there are few, if any, psychcdbgprovisions for those

experiencing the trauma of redundancy.

Because of ageist attitudes in Irish society, sheeekers worry about being turned
down for jobs on the grounds of age. Ageism is alsdssue which relates to training
older jobseekers and workers in both State andhf@igectors. Some older workers
and jobseekers can be denied training on the geahdge. There are gender issues
also related to training in the State sector: oiden are reluctant to engage in training

whereas women embrace the idea with enthusiasm.

The background (location, educational, type of ey employment, gender) from

which an older jobseeker is coming from determihesease with which they will get

employment. Additionally, rates of pay offered aljebseekers may not be enough
for them to meet their financial commitments. I tBtate sector in disadvantaged
areas by the time travel to work and other expeasegactored in, wages may be the
same or less than social welfare allowances, wiaiatis to a reluctance on the part of
jobseekers to accept a low paid job. Many oldesg@iers, clients of both State and
private sectors, prefer to have flexi-work arrangata which can be difficult to find.

A growing trend in the private sector, especiadly iell-educated older jobseekers is
for them to be hired on a contract basis. Thisssbdth employer and jobseeker for

different reasons.
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Employer IssuesAgeism is an issue for employers and their attisuehiring older
jobseekers, who might not fit in with their companyprofile. On the other hand,
some employers are discovering that older workek&e ta better work ethic and are
better in the area of customer relations than gminger counterparts. Unfortunately,
there are disincentives to hiring older jobseekpssticularly those seeking higher
executive positions. The reason for this is thd ltigst to employers of life assurance,

sickness/disability schemes, pension fund contiobstand top hat schemes.
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Appendix to Chapter 4
Case Studies

Two women in their 60s who had a broad experiefidiéeavere both doing a FAS
Return to Work course and both wanted part-timekwdhe LES Mediator suggested
to both women that rather than doing a computerseofor the kinds of jobs they did

not want they should explore their interests furthe

Woman #1: Jenny? had been in the beauty business and was very
glamorous and sophisticated. The respondent sweghsse might use her
experience to train groups because there were af IGE schemes where
women are returning to the workforce and might fiefimm somebody
talking to them about grooming, personal hygiend presentation. She
was interested but she did not have the confidéma® it - or maybe she
just did not want to go to that much trouble. Shdesl up going for being a
receptionist in a beauty salon, which was ideahfer

Woman #2:Mary had been a hairdresser and ran her own bussines
home. Her interest was in art and for work expegeshe got a placement
in an art gallery in town. They kept her on andhfiyshe got the offer of a
job and she is working there part-time guiding peoground in an art
gallery in the city.

Although both these women when first encounterethbyMediator were doing FAS
computer courses, neither would have benefited takimg a job in this line of work.
The reason they were on the course is because FASwavily into providing
computer training for jobseekers as a potentiat@wof a job but using a computer
may only be needed as a tool for a job and camp@dance is essential in dealing
with this type of client

12 All case study names used in this document atiéidigs.
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Man #1: Joe was 58 and had been unemployed for a few yidarsad had
his own business and had been very successful wiechad sold. He
wanted to go back to work for financial reasons.w#e looking for a very
high-flying job in a senior sales position and haswot getting anywhere.

Eventually, he got a job with the Central Statstffice as a supervisor.

Many people who work as census enumerators are marere and often retired and
sometimes they are offered other opportunities.gxample some people do pricing

for the consumer price index.

Man #2: Oliver who is in his 50s was put forwaod & job as a bank teller
by his employment agency. The bank was very retidi@ consider him

for the post because of his age. In the long resabse of pressure from
higher up in the bank, and with great reluctancehef manager, he was
hired. He was a great success in terms of cust@m®erice and was
preferred by many customers to the younger, pertegssaccommodating,
tellers.

Man #3: Frank is 63 and redundant for three yedes.was looking to
return to training. He had a period of ill headttber redundancy and was
on Disability payment. He went to FAS and the Btaent Officer deemed
that he had enough experience but needed to add shilts and put his
name on the waiting list for a computer course. thlen applied for an
exemption from the Department of Social and Faraitfairs as he was
required to do. He had all the documentation fiwisr doctor who was
recommending that he return to part-time employméig was refused an
exemption and thought that he could do no more diddhot appeal the

decision in the required 14 days.

One month later, Frank came to an LES office forical The Mediator
considered that he had been refused training orgitvends of age. She

requested all documents relating to his applicatioder the Freedom of
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Information Act and found that a medical assessad Written in hand
writing that he did not believe that this courseuldolead to full-time
employment in a 64 year old man. The Mediator foasarded all of the

paperwork to the Equality Authority.
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5. DISCUSSION

This chapter discusses the implications of theifigsl of the research and suggests

hypotheses to be tested in the upcoming natiomaégu

The most striking finding in this study common tgeacies, jobseekers and employers
and, by inference, Irish society is that ageismresent in many aspects of the hiring
of jobseekers. Why this should be in the light géi&ity legislation may point to the
need for more vigilance on the part of agencieqsgekers and employers.

Additionally, the matter needs urgent attentiomfriegislators and policymakers.

It was not anticipated that respondents would mentssues affecting agencies,
jobseekers and employers. However by doing thig pinevided added structure to the

study.

The more jobseeker-centred nature of the Statersiscteflected in the large number
of topics and sub-topics they mentioned concerjobgeekers and the relatively few
they had concerning employers. On the other handatp sector respondents were
more likely to discuss employer issues than théeStector respondents. This finding
makes sense because the private sector relieseineimployer clients for their
income, whereas the State sector, do not.

Although many of the findings are striking, they revegenerated by only nine
respondents from State and private sector employragencies. However, the
information they provided will be crucial to inforthe questions to be asked and

subsequently the hypotheses to be tested in aitpiaset national survey.

Some of the hypotheses to be tested in the natsumedy are as follows:

Agency Issues:

« Some employers use employment agencies to circumsgumality

legislation on ageism;

* It is often difficult to place an older jobseekem Bppropriate

employment because of the ageist attitudes of socie
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Jobseeker Issues:

* The more well educated an older jobseeker is thee rdificult it is

for him/her to find employment;

* Less well educated male jobseekers are reluctabeteetrained in

order to find employment;

» Less well educated women jobseekers are willingetaetrained and

have a tendency to do well in employment;

» Older jobseekers want flexibility of hours and npagfer part-time to

full-time work;

e Older jobseekers who have been made redundant &en o

traumatised by this event;

* Many older jobseekers prefer to have a more flexjpbb than those

usually on offer;

* Older jobseekers are not prepared to travel lostadces to work.

Employer Issues:

* Employers seeking executives are generally reltictanhire an

employee over 45 years of age;

» Age is not an issue for employers seeking workersldwer level

jobs;

» Employers are unwilling to employ jobseekers witisadilities

especially those with mental health problems.

Demographic details on agencies, based on thenfisdn this study will include the

following:
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* Type of agency (e.g., executive search, generdinenstate sponsored,

etc.);
* The number of staff employed (including job titesd gender);
» The sectors in which it recruits;

* The gender and age of the jobseekers which thelf déh over the

previous year;

* The number of jobseekers which they dealt with Wwad previously been

made redundant;

» Reasons why older people are seeking employmegt, (edundancy,
Social Welfare requirements, acquired disabilitytarmge of lifestyle,
health, etc.);

* The success rate for placing older jobseekers;

* The success rate for placing older jobseekers vdwb greviously been

made redundant;

 The percentage of jobseekers placed in permanedt tamporary
employment; the type of employment sought by gerfday., part-time,

full-time, job sharing, etc.).

When this national survey of employment agencieoiapleted, the findings of this
very small study will have been tested in the cairstatistical inference and will

enable measures to be taken to redress issues millitte against older jobseekers.
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APPENDIX A

Pre-Interview Contact and/or Preamble

Hello, my name is Francesca Lundstrom and | aneatisr working for Age Action
Ireland. Age Action Ireland is engaged in a resiegroject about older workers
calledSenior Select Retain and RetraifSSRR). My brief is about older workers

and employment agencies in Ireland.

Age Action Ireland is the national network on ageing and older pedjde Action

promotes better policies and services for all ofgple and an ageing society.

This research is EU funded under the EQUAL InNi@tand is being conducted with

partners in the Czech Republic, France, Hollaredaird and Sweden.

The EQUAL Initiative is a laboratory for new idelastheEuropean Employment

Strategyand theSocial inclusiorprocess. Its mission is to promote a more inchkisiv

work life through fighting discrimination and exslon based on sex, racial or ethnic
origin, religion or belief, disability, age or seatwrientation. EQUAL is implemented

in and between Member States and is funded thrtwBuropean Social Fund

Your name was giventome by ....................... of il /h& suggested
your agency would be a good source of informatiothe subject of older workers

and employment agencies.

If you agree to do an interview for me neither yoame nor the name of the agency
will ever be revealed to anybody and the infornratioll be treated as strictly private
and confidential. The data derived from the inms with employment agencies

will be used to inform the research about employinagencies and older workers.

The interview should take in the region of haltlicee-quarters of an hour and |

would be willing to come to your premises at a tiamel date that would suit you.
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APPENDIX B

STRICTLY PRIVATE AND CONFIDENTIAL
SSRR EMPLOYMENT AGENCY INTERVIEW FORMAT
Demographics
1. Type of employment agency:

* Exclusively Head hunt/Executive search

* General recruitment

* On-line service

+ FAS

* Local Employment Service

If ‘other’ please describe your agency below:

2. Number of Recruiters working in your agency

3. The age and gender profile of this agency’s jobsexis as follows:

Gender Age

% %18-29| % 30-49 % 50+

Men

Women

4. Approximate percentage of candidates over 50 yedrsage placed in

employment in the last 12 months.
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5. The agency’s employment sector profiles are asvial

Sector % Permanent

% Temporary

6. Does agency engage in training of recruits?

7. Does agency engage in psychometric testing of its@ru

60



REFERENCES

Area Development Management (2008ye and Change: A Community Development

Approach to Working with Older PeopBublin: Author.

Area Development Management (2008¢rvices for the Unemployed: A Model of
Good Practice Dublin: Author.

Bergman, L. & Magnusson, D. (1983). The Developmait Patterns of
Maladjustment, Report from the project ‘Individual Development and
Environment No. 50 Stockholm: Department of Psychology, Stockholms

universitet.

Berlin, B. (1970). A Universalist-Evolutionary Apgach in Ethnographic Semantics,
in A. Fischer (Ed.)Current Directions in Anthropologypp. 3-18, Washington,
DC: American Anthropological Association.

Clifton, J. A. (1978)Invitation to Cultural AnthropologyBoston: Houghton-Mifflin.

Department of Enterprise, Trade and Employment§2@mployment Agency
Licensing Section Legislative Basietrieved 26 July 2006 from

http://www.entemp.ie/employment/rights/agencies.htm

Executive Selection Consultancies Association (2086out ESCARetrieved 28

July, 2006 from http://www.esca-ireland.com/nav.htm
Equality Authority (2002)Implementing Equality for Older PeoplBublin: Author.

Equality Authority (2006)The Equal Status Acts 2000, 2004 Information Leafle
Dublin: Author.

FAS (2006)Building on our Vision: FAS Statement of Strate@§&2009 Retrieved
29 September, 2006 from

http://www.fas.ie/information and publications/st@y/sos eng/section 2.htm#it

em 2

Goodenough, W. (1970).Description and Comparison in Cultural Anthropology
Chicago: Aldine.

Government of Ireland (1971mployment Agency Act 19Dublin: Author.

Government of Ireland (198Tpbour Services Act 197Dublin: Author.

61



Government of Ireland (2000)he Equal Status Act, 200Dublin: Author.

Gregersen, E. A. (1977). Linguistic Models in Amtpology, in W. C. McCormack &
S. A. Wurm (Eds.)Language and Thoughpp. 87-95. The Hague: Mouton.

Hoebel, E. A. & Frost E. L. (1976Cultural and Social Anthropolog\WNew York:
McGraw-Hill.

Lincoln, Y. S., & Guba, E. G. (19839)\aturalistic Inquiry Newbury Park, CA: Sage.
Lundstrém, F. (1996). Evaluation of Care Trainingu&e for the Home Helps in the
Darndale/Coolock Home Help Service from the Perspeof the Course

Participants. Unpublished manuscript.

Lundstrom, F. (In pressetting the Boundaries RighDublin: IWA & NDA.

Lundstrom, F. & McKeown, K. (1994)Home Help Services for Elderly People in

Ireland. Dublin: National Council for Ageing and Older Bens.

Lundstrom-Roche, F. (1982Dur Lives: The Attitudes of Mentally Handicapped
Adults to their Quality of Life Dublin: International Year of Disabled Persons

Committee.

Lundstrom-Roche, F. (1985Women in Prison: Ideals and RealStockholm:

Stockholms universitet.

National Recruitment Agency (200&bout.Retrieved 26 July 2006 from
http://www.nrf.ie/about-us.aspx

Patton, M. Q. (1980)Qualitative evaluation method®Newbury Park, CA: Sage.

Pike, K. (1967)Language in Relation to a Unified Theory of theuSture of Human

Behavior(rev. ed), The Hague: Mouton.

Pobal (Spring, 2006alNewsletter Retrieved 7 September 2006 from

http://www.pobal.ie/media/InclusionNewsletter

Pobal (Spring, 2006b).ocal Development Social Inclusion ProgramrRetrieved 5
September 2006 from http://www.pobal.ie/live/LDSIP

Southside Local Employment Service (2006jormation LeafletDublin: Southside

Partnership.

Tukey, J. (1975)Exploratory Data Analysig3rd ed.), Reading, MA: Aldine.

62



