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Something to consider is what comprises inequality. To address this successfully, this essay will refer to a key form of inequality which is age inequality, specifically looking at the impact it has on older individuals within the workplace. Within the essay, key terms will be identified and explained, an introduction to the problem at hand will be provided, examples of how ageism still exists today will be discussed, the policies or laws in place which have an impact on older individuals within the workplace will be looked at, and then ways in which this issue can be prevented or resolved will also be mentioned. In turn, this will provide a clear insight into age inequality and the various ways in which older individuals within the workplace are impacted by ageism.
It is possible for equality to be defined as “equal fairness” (Thompson, 2018, p.6). Despite this definition, it’s important to note that various individuals interpret equality diversely (Thompson, 2018, p.5). The reason for this is because it is considered to be a word that is political (Thompson, 2018, p.5). This point is demonstrated through the fact that Health and Care Professions Council [hereafter HCPC], (2020) puts forward a different definition of equality. For example, the HCPC (2020) mention three components when discussing what equality stands for. The first one involves the eradication of discrimination (HCPC, 2020). The second involves individuals having their requirements fulfilled by being regarded equally (HCPC, 2020). Thirdly, it involves guaranteeing that when it comes to individuals’ desired results, that there is an even chance to attain this (HCPC, 2020). This demonstrates how different definitions of the term ‘equality’ exist within today’s society.
Various discussion has taken place when interpreting inequality, resulting in it being conceived in numerous forms (Warwick-Booth, 2013, p.2). For example, Therborn (2013, p.1) notes that when it comes to inequality, it is an infraction on an individual’s self-worth. In relation to this is the fact that Therborn (2013, p.1) notes that something which manifests in different ways is inequality. Additionally, numerous impacts are caused as a result of inequality (Therborn, 2013, p.1). Examples of these impacts include discrimination, incapacity and mortification (Therborn, 2013, p.1). Adding onto these points, Ellemers (2017, p.17) notes the fact that social inequality is seen to be present by everybody as well as the fact that issues are caused resulting from it. Supporting this point is Hitlin and Harkness (2017, p.27) who note that when referring to social life, something which is a primary aspect is inequality. Hitlin and Harkness (2017, p.27) go onto add that in terms of the instigation, manner as well as outcome of everyday relations, the repercussions of inequality have an impact on these elements. This shows the impact that inequality can have on individuals and their everyday lives.
As the focus of the essay is on ageism experienced by older individuals within the workplace, it is also key to define what is meant by this. In terms of defining what ageism means, it is “prejudice by one age group against another age group” (Butler, 1969, quoted in Ayalon & Tesch-Römer, 2018, p.2). Frequently, ageism is adverse (Ayalon & Tesch-Römer, 2018, p.1). There is also a potential for wrong to be caused to older individuals as a result of ageism (Ayalon & Tesch-Römer, 2018, p.1-2). The reason for this is because an older individual may conduct themselves in a stereotypical manner which is anticipated of them as a result of ageist views that are stereotypical (Ayalon & Tesch-Römer, 2018, p.2).
There is a lack of recognition possessed by individuals when it comes to ageism due to its prominence within society (Palmore, 2015). An example of when the majority of individuals gain awareness of ageism occurs in situations where they are in an occupation and endure discrimination after getting older (Palmore, 2015). Furthermore, it is key to note that according to the Advisory, Conciliation and Arbitration Service [hereafter ACAS], (2019), when it comes to the workplace and unjust treatment, a recurring type is ageism or age-based discrimination. In addition to this, ACAS (2019) adds that within employment, it is possible for a 50-year age difference. An additional definition to consider is to look at what is meant by discrimination. For example, when mentioning discrimination, Sue (2003, cited in Kite & Whitley, 2016, p.16) looks at those within a social group being regarded in another manner compared to other individuals. This leads onto what is meant by an ‘older individual’. In a report carried out by the Chartered Institute of Personnel and Development [hereafter CIPD], (2022), individuals who are 50 years of age or older tend to be classed as an older employee. However, when it comes to age, individuals hold different opinions (Warwick-Booth, 2013, p.33; Gary, 2014, p.3).
It has been mentioned within various studies that worldwide life expectancy is increasing (Wang & Shi, 2024; De Meulenaere et al., 2022; Paleari et al., 2019; CIPD, 2022; Takeuhi & Katagiri, 2024; Gupta et al., 2021, p.33). This is supported by the results of the Census conducted by the Office for National Statistics [hereafter ONS], (2023), which demonstrate that from 2011, the aging population has persisted within Wales as well as England. When comparing the years 2011 to 2021, individuals in the year group of 65+ has risen to more than 11 million from 9.2 million, providing a rise of 1.8 million (ONS, 2023). The ONS (2018) mention how when it comes to society, two principles largely force its maturing and alternating form. For example, the ONS (2018) refer to enhanced longevity as well as lower levels of fertility. 
Furthermore, it is acknowledged by Takeuhi and Katagiri (2024) that when it comes to older adults and jobs for these individuals, there is an increasing demand within the aging population at present. In relation to this is the fact that Choi et al., (2022) claims that due to monetary requirement, there is a persistence in jobs being sought by a rising amount of older people. Despite this, it is important to point out that over the previous 30 years, something which has progressed significantly is ageism-based academic research (Lagacé et al., 2019). As a result of this, it has assisted with improving knowledge on ageism (Lagacé et al., 2019). However, Kroon et al., (2018) states that when it comes to job sectors in the West, something which continues to be a complicated attribute is ageism, regardless of endeavours with the purpose of disallowing age-based discrimination. This is in line with Naegele et al., (2018, p.74) as they stated that within firms as well as organisations, ageism continues to be common regardless of attempts in restricting actions that is discriminatory within Europe and other places, using laws and work-based policies. Therefore, this demonstrates how ageism continues to be a prominent issue within society. However, as stated by Ellemers (2017, p.33), when it comes to social inequality, it is useful to assess its origin and also its repercussions, despite it being unavoidable. 
Something key to consider is what inequality looks like for older individuals within the workplace. Within a study conducted by Marchiondo et al., (2019), it was shown that when workers get older, something which is usually exacerbated is age-based discrimination and the thoughts held around this. The study carried out by Marchiondo et al., (2019) found that there was a connection between growth in indicators of depression of the older workers and growth in terms of observed age-based discrimination. There was also a connection between declines in the older workers’ work fulfilment and growth in terms of observed age-based discrimination (Marchiondo et al., 2019). Wang and Shi (2024) found from their two pieces of work that when it comes to work quality, something which has a notable adverse effect on it is adverse age stereotypes. Within a separate study, certain outcomes were described in cases where within the workplace, workers felt they were experiencing age discrimination (Yeung et al., 2021). For example, something which was reported by the workers was the fact that colleagues and supervisors issued reduced guidance (Yeung et al., 2021). Therefore, from these studies, it is clear to see what inequality looks like for the older individuals experiencing some form of age inequality within the workplace.
However, another key element to consider is what equality would look like for older workers. ACAS (n.d.) states that impartiality for workers as well as those applying for work and equal work possibilities is what equality in employment stands for. In relation to this, Takeuhi and Katagiri (2024) note that something which is essential is establishing a work setting whereby older employees have the ability to carry on with their occupation and to work in comfort as a result of the belief that there is to be a rise in the amount of older employees. Another point to add is the fact that Age UK (2024) states that when it comes to job applications, underprivileged groups can be inspired through positive actions by employers to apply. This shows the role that employers can play. Overall, these points demonstrate what equality could look for this group.
A key element to discuss are primary examples of ageism in the workplace noted by various pieces of research. Something to acknowledge in relation to this is the fact that there are different types of ageism within employment (Takeuhi & Katagiri, 2024). In addition, Jin and Baumgartner (2023) state that there is a potential that older job seekers, the population and organisations could be mistreated as a result of stereotypes as well as actions within the workplace which are ageist. Therefore, it is evident that it can have an impact on various individuals and groups of people. To support these points further, it is key to look at examples within today’s society. A key study to mention is one that was carried out by Vickerstaff and van der Horst (2022) where part of the results considered the way ageist dialogue was used as a whole between workers and managers. When verbally expressing views on the older employees, comments were made by the managers regarding these employees having reduced motivation (Vickerstaff & van der Horst, 2022). Comments were also made by the managers in relation to the older employees lacking the expertise in technology in comparison to younger employees (Vickerstaff & van der Horst, 2022). In terms of the training, Vickerstaff and van der Horst (2022) noted how when it came to the idea of progressing older workers, its monetary worth was queried by the managers. Furthermore, the idea that extra professional development or alternative prospects were not being sought out by older employees was also frequently mentioned (Vickerstaff & van der Horst, 2022). In terms of the response of the employees in question, it was noted by Vickerstaff and van der Horst (2022) that when it came to the managers, a small percentage of the workers thought that due to their age, opportunities were not offered. Some others believed that it was likely that opinions centred on age were formed by the managers (Vickerstaff and van der Horst, 2022). However, despite this, it was found that among the older workers, inconsistency existed (Vickerstaff & van der Horst, 2022). For example, some workers felt a great sense of determination to advance to a greater extent whereas some workers planned on working until they could retire (Vickerstaff & van der Horst, 2022). This demonstrates the fact that not all the employees were impacted by the beliefs of the managers.
Paleari et al., (2019) claims that employment-based intergenerational dispute has been given emphasis to as a result of various countries in the West experiencing the latest recessions as well as society getting older. This is demonstrated through various studies, one of these being conducted by Manor and Holland (2024). Within this study, younger residents as well as senior physicians formed the study sample so that the intergenerational relationship between both groups could be assessed (Manor and Holland, 2024). It was identified within this study by Manor and Holland (2024) that when referring to the vast knowledge amassed by seniors, they struggle to come to terms with the fact that this lacks worth and the idea that their position will be filled by younger residents who possess advanced technological skills. Furthermore, in terms of the younger residents, it was believed by 18 of the senior physicians that there is lack of respect from these young individuals in relation to their knowledge as well as vast expertise (Manor & Holland, 2024). The senior physicians also believed that the younger residents did not want to be educated by them (Manor & Holland, 2024). As a result of this, they felt pointless and elderly (Manor & Holland, 2024). However, it is key to note that Manor and Holland (2024) put forward the fact that contempt as well as reciprocal ageism represent their relationship. For example, the younger residents were identified by the senior physicians as being idle and not ideal (Manor & Holland, 2024). Therefore, it is evident that within this study conducted by Manor and Holland (2024) that it isn’t only the senior physicians who are experiencing ageism.
Another key study to look at is one carried out by van Selm and van den Heijkant (2021) who looked at employment advertisements aimed at older job seekers and which demands employers conveyed in contrast to employment advertisements aimed at typical job seekers. An additional element to the research was that the recruitment specialists were interviewed with the purpose of issuing a clarification as well as a description (van Selm & van den Heijkant, 2021). In contrast to the studies previously mentioned, various positive things were noted by the HR experts as well as employment recruiters within the study conducted by van Selm and van den Heijkant (2021). For example, when referring to employment within various divisions, those seen as appealing applicants by the HR experts as well as the recruiters were older job seekers (van Selm & van den Heijkant, 2021). This is supported by the fact that older contenders are identified by the HR experts and recruiters as being outstanding members of a team due to certain characteristics, such as their determination and the fact that when it comes to the older contenders’ accomplishments, they are humble (van Selm & van den Heijkant, 2021). A significant amount of expert knowledge is owned by older contenders as a result of long-standing experience (van Selm & van den Heijkant, 2021). Furthermore, van Selm & van den Heijkant (2021) state that older contenders’ real-world experiences make them good instructors when it comes to junior workmates. However, there is a chance that the expert knowledge of the older contenders could become out of date as described by the recruiters (van Selm & van den Heijkant, 2021). Today’s working methods may be met with doubt and obstinacy, also in the words of the recruiters (van Selm & van den Heijkant, 2021). Therefore, from this study, it is possible to see what the advantages and disadvantages were of employing older individuals.
It is put forward by Burn et al., (2023) that when it comes society getting older, a vital intervention through policy is increasing the length of time individuals must work, of those that can. When it comes to older employees and the improvement of their opportunities, it is through rules as well as resources in which government policies usually pay attention to (Henkens et al., 2018). However, offering a different point of view is Jin and Baumgartner (2023) who acknowledge the fact that ageist stereotypes could bring about policies and actions within the workplace which are considered to be discriminatory. 
Something important to mention when discussing policy in relation to workplace ageism experienced by older workers is section 4 of the Equality Act 2010 whereby age is listed as one of the ‘protected characteristics’. One of the key reasons for the Equality Act 2010 stated in the summary section is for the coordination of distinction law. Another key reason stated within the summary section is to assist the advancement of equality through reinforcing the law (Equality Act 2010). Something in which section 13(1) of the Equality Act 2010 discusses is direct discrimination, and defines it as being when an individual with a protected characteristic is discriminated against by someone else, and therefore when comparing to others, is mistreated. Another type of discrimination mentioned is indirect discrimination whereby it is defined as being when an individual is discriminated by somebody else whereby they apply the individual to “a provision, criterion or practice which is discriminatory in relation to a relevant protected characteristic” (Equality Act 2010, s. 19(1)). However, focusing on employers and their obligations, section 39(1) of the Equality Act 2010 states that when it comes to an individual, they are not allowed to be discriminated against by an employer. In relation to this, section 39(2) of the Equality Act 2010 also states that workers are not allowed to be discriminated against by an employer. Finally, section 39(5) of the Equality Act 2010 states that an employer is obligated to perform reasonable adjustments. However, it’s important to note that Ellemers (2017, p.24) states how the starting point in helping to reduce inequality is legalising and implementing equal rights laws. 
Something additional to consider is looking at what needs to happen in relation to the practice of ageism against older people within the workplace. Palmore (2015) claims that as society is entrenched with ageism, this acts as a prominent issue in the endeavour of lowering ageism. Despite this, it is put forward by Palmore (2015) that when it comes to decreasing ageism, growing recognition of ageism is an initial action. For example, Therborn (2013, p.168) states that something which is essential are trials and campaigns in order to make a difference. However, offering an alternative viewpoint is Ellemers (2017, p.37) who claims that only through the acknowledgement of unequal prospects for all provides a solution in tackling social inequality. Therefore, there are different perspectives on how ageism can be resolved. This is supported by Warwick-Booth (2013, p.172) who states that in terms of perspectives on ideology, all individuals are in possession of these perspectives. Warwick-Booth (2013, p.172) goes onto state that when it comes to social inequalities, individuals’ viewpoints and stances on the most effective methods for them to be addressed, are affected by perspectives on ideology. 
Another element to mention are interventions with the purpose of addressing ageism against older individuals within the workplace. For example, in the study by Jungmann et al., (2020) an up-to-date training was created to be used by leaders. One key consequence of the training proposed by Jungmann et al., (2020) was the fact that when it came to the leaders that had been trained, there was a decrease in relation to the degree of age prejudice between these leaders.  An additional consequence of the training carried out by Jungmann et al., (2020) was the idea that following the training, less team dispute was communicated by the leaders that had been trained. This links to the fact that something which was demonstrated was the team attainment which after a while consistently improved as a result of the teams experiencing a rise in forward-thinking actions (Jungmann et al., 2020). This shows how the training presented by Jungmann et al., (2020) had a positive impact on those who took part. 
Another intervention to look at is included within a paper put forward by Schloegel et al., (2016) who in order to cause a decrease in stereotypes within the progression of software, put forward as well as contrasted two interventions. Results of this study conducted by Schloegel et al., (2016) found that through awareness-based interventions within China, it is possible for a decrease in older workers experiencing stereotypes. Furthermore, it was found that in terms of the junior and older workers, they experienced a decrease in bias as shown in the workshops which were cooperation-based (Schloegel et al., 2016). This is another example of how inequality could potentially be resolved.
The final aspect to mention is the fact that van Selm and van den Heijkant (2021) state that something which is required are procedures which lower possible threats with the purpose of employers being catered for so that they can employ older contenders. In terms of these threats, they are largely built upon the ongoing and stereotypical views in relation to older contenders’ health and efficiency (van Selm & van den Heijkant, 2021). Something that would heighten the number of older contenders being employed as stated by the recruiters would be laws or schemes (van Selm & van den Heijkant, 2021). These would have the purpose of a trial period being given or reimbursing employers in relation to potential health insurance threats (van Selm & van den Heijkant, 2021). Therefore, it could be argued that this would result in more older workers being employed.
To conclude, this essay has discussed what comprises inequality through using age inequality experienced by older individuals within the workplace as an example. Key terms have been defined and explained. Context to the problem at hand has also been provided. To highlight how ageism occurs within the workplace as experienced by older individuals, key studies have been discussed (Vickerstaff & van der Horst, 2022; Manor & Holland, 2024; van Selm & van den Heijkant, 2021) For example, Manor and Holland (2024) highlighted the ways the senior physicians felt at the hands of the younger residents. However, it was noted that ageist views were also possessed by the senior physicians towards the younger residents (Manor & Holland, 2024). The Equality Act 2010 was also mentioned whereby it was found that within sections 39(1), 39(2) and 39(5), employers have certain obligations. However, this poses the question as to why age inequality within the workplace continues to persist despite the Equality Act 2010 being in place. The final element explored within this essay are ways in which ageism can potentially be resolved or prevented. For example, certain studies were analysed (Jungmann et al., 2020; Schloegel et al., 2016; van Selm & van den Heijkant, 2021). The training presented by Jungmann et al., (2020) was shown to have positive outcomes. Overall, it is evident that age inequality experienced by older individuals persists within the workplace despite policies and the Equality Act 2010. However, it is possible that through certain interventions, such as the training proposed by Jungmann et al., (2020) that age inequality can be prevented.
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