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Glossary of Terms

Category Term Definition
Dependency status Married or co- This refers to those who have children and are either
habiting with married or co-habiting.

dependent children

Lone parents This refers to those who have children but are not married
or co-habiting.

No dependent This refers to those who do not have dependent children.
children In this group the person could be married, single or co-
habiting.
Disability status Disabled Those who self-reported a disability in the LFS. A total of

17 categories of disability are recorded in the LFS:
1. Arms, hands

2. Legs or feet

3. Back or neck

4. Difficulty in seeing

5. Difficulty in hearing

6. Speech impediment

7. Skin conditions ,allergies

8. Chest, breathing problems

Yo}

. Heart, blood pressure, circulation
10. Stomach, liver, kidney, digestion
11. Diabetes

12. Depression, bad nerves

13. Epilepsy

14. Learning difficulties

15. Mental illness, phobia, panics
16. Progressive illness

17. Other problems, disabilities

Not disabled Those who did not self-report a disability in the LFS.




Category Term Definition

Economic activity In employment There are two ways of looking at employment: the number
of people in employment or the number of jobs. These
two concepts represent different things as one person can
have more than one job. The LFS counts the number of
people in employment.

The LFS defines employment as those people aged 16 and
over who did at least one hour’s paid work in the
reference week (either as an employee or self-employed);
those who had a job which they were temporarily away
from (on holiday for example); those participating in
government training and employment programmes; and
those doing unpaid family work.

Economically Active For LFS the Economically Active includes those in
Employment and those ILO unemployed. The Inactive
make up the remainder of the Working Age population.

ILO unemployed The "unemployed" comprise all persons above a specified
age who during the reference period were:

(a) "without work", i.e. were not in paid employment or
self-employment ;

(b) "currently available for work", i.e. were available for
paid employment or self-employment; and

(c) "seeking work", i.e. had taken specific steps in a
specified recent period to seek paid employment or self-
employment. The specific steps may include registration at
a public or private employment exchange; application to
employers; checking at work sites, farms, factory gates,
market or other assembly places; placing or answering
newspaper advertisements: seeking assistance of friends
or relatives: looking for land, building, machinery or
equipment to establish own enterprise; arranging for
financial resources; applying for permits and licences, etc.

Economically Inactive  The "population economically inactive" comprises all
persons in the present study who were not "economically
active" i.e. were not employed or ILO unemployed.

Long term Those who have been unemployed for one year or longer.
unemployed




Category

Term

Definition

Ethnic group

Hours and Pay

Eastern Europe

UK and Ireland

Others

Full-time
employment

Part-time
employment

Hours worked per
week

Gross Total Weekly
Pay

This group includes those in A8 countries: Czech Repubilic;
Estonia; Hungary; Latvia; Lithuania; Poland; Slovakia; and
Slovenia. These Central and Eastern European countries
joined the European Union in May 2004.

This group includes those born in the United Kingdom and
Ireland

This group includes those born in all other countries.

Respondents to the LFS self- selected whether they
worked full-time or part-time.

Respondents to the LFS self- selected whether they
worked full-time or part-time.

The hours of work per week relate to the time spent by
persons in the performance of activities which contribute
to the production of goods and services within the general
production boundary as defined by the United Nations
System of National Accounts.

The two types of statistics on hours of work presented in
LFS:

o Hours actually worked
o Hours usually worked

Hours actually worked covers all types of workers,
whether in self-employment jobs or in paid employment
jobs; it may be paid or unpaid and carried out in any
location, including the street, field, home, etc.

The hours usually worked relates to the hours actually
most commonly worked per week by persons in paid and
self-employment.

The total weekly wage/salary before any deductions are
made by the employer in respect of taxes, contributions of
employees to social security and pension schemes, life
insurance premiums, union dues and other obligations of
employees. Earnings should include: direct wages and
salaries, remuneration for time not worked (excluding
severance and termination pay), bonuses and gratuities
and housing and family allowances paid by the employer
directly to this employee.




Category

Industry sector

Inequalities

Term

Gross Total Hourly
Pay

A-B: Agriculture &
fishing

C,E: Energy & water

D: Manufacturing

F: Construction

G-H: Distribution,
hotels & restaurants

I: Transport &
communication

J-K: Banking, finance
& insurance etc.

L-N: Public admin,

education & health

0-Q: Other services

Persistent inequality

Definition

Same as Gross Total Weekly Pay but calculated by the
hours worked per week.

This includes agriculture, hunting, forestry and fishing.

This includes mining and quarrying, electricity, gas and
water supply.

This includes manufacture of food products, textiles and
textile products, leather and leather products, wood and
wood products, pulp, paper and paper products;
publishing and Printing, coke, refined petroleum products
and nuclear Fuel, chemicals, chemical products and man-
made Fibres, rubber and plastic products, non-metallic
mineral products, machinery and equipment not
elsewhere Classified, electrical and optical equipment,
transport equipment etc.

This includes construction; building demolition and earth
moving.

This includes wholesale and retail trade, repair of motor
vehicles, motorcycles and personal household goods and
hotels and restaurants.

This includes land, water and air transport; transport via
pipelines; supporting and auxiliary transport activities;
activities of travel agencies; and post and
telecommunications.

This includes financial intermediation, real estate, renting
and business activities.

This includes public administration and defence,
compulsory social security, education, health and social
work

This includes other community, social and personal service
activities, private households with employed persons and
extra-territorial organisations and bodies

This is an inequality that was consistently evident between
Q1 2006 and Q1 2012.




Category

Term

Definition

Main reason for not
looking for work in
the last four weeks

Marital status

Occupation group

Emergent inequality

Main reasons for not
looking for work

Married, co-habiting
or in a civil
partnership

Single and have
never married;

Previously married
but are now
separated, divorced
or widowed

Managers and Senior
Officials

Professional
occupations

Associate
Professional and
Technical

This is an inequality that did not exist in Q1 2006 but was
existent by Q1 2012.

(1) Waiting for the results of an application for a job/being
assessed by an ET training agent

(2) Student

(3) Looking after the family/home

(4) Temporarily sick or injured

(5) Long-term sick or disabled

(6) Believes no jobs available

(7) Not yet started looking

(8) Doesn’t need employment

(9) Retired from paid work

(10) Any other reason

Those who were married, co-habiting or were in a civil
partnership.

This refers to those who have never been married and are
not currently co-habiting or in a civil partnership.

This refers to those who were previously married but are
now separated, divorced or widowed. This group is not co-
habiting.

This includes corporate managers, managers and
proprietors in agriculture and services.

This includes science and technology professionals, health
professionals, teaching and research professionals,
business and public service professionals.

This includes science and technology associate
professionals, health and social welfare associate
professionals, protective service occupations, culture,
media and sports occupations, business and public service
associate professionals.




Category

Term

Definition

Qualifications

Sector of
employment

Administrative and
Secretarial

Skilled Trades
Occupations

Personal Service
Occupations

Sales and Customer
Service Occupations

Process, Plant and
Machine Operatives

Elementary
Occupations

No Qualification
Rates

Degree or Equivalent
Rates

Public Sector

Private Sector

This includes administrative occupations and secretarial
related occupations.

This includes skilled agriculture trades, skilled metal and
electrical trades, skilled construction and building trades,
and textiles, printing and other skilled trades.

This includes caring personal service occupations and
leisure and other personal service occupations.

This includes sales occupations and customer service
occupations.

This includes process, plant and machine operatives and
transport and mobile machine drivers and operatives.

This includes elementary trades, plant and storage related
occupations and elementary administration and service
occupations.

Proportion of sub group with no qualifications.

Proportion of sub group with degree or equivalent
qualifications, (comprising of those with higher degrees,
NVQ Level 5, First degree and other degree)

In the LFS, the “public sector” is defined as that owned,
funded or run by central or local government.

Except public organisations, everything else is included in
the private sector, including:

- Public limited companies (PLC), companies that are
qguoted on the stock market and have shareholders.

- Limited companies (Itd). Small businesses often owned
by one or more individuals. These may also be referred to
as private limited companies.

- Self-employed individuals; sole traders, or owners of
small shops or businesses.

- Charities, private trusts, housing associations or other
voluntary organisations.

- Trade Unions (employees of).




Category

Term

Definition

Segregation

Statistical terms

Transport

Working age

Horizontal
segregation

Vertical segregation

Distribution

Median

Proportion

Car, van, motor
bicycle

Walk, bicycle

Public transport

Working age
population

The under or over representation of a given group with
regard to industry sector.

The under or over representation of a given group at a
particular occupation level.

The percentage of a particular group that are employed in
a particular industry sector or occupation group. For
example, 18.4% of males who were in employment
worked in the ‘Manufacturing’ industry sector in Q1 2012.

The midpoint in a set of ordered data values.

The percentage of a particular group employed in each
industry sector or occupation group. For example, 92.3%
of those who worked in the ‘Agriculture and Fishing’
industry sector in Q1 2012 were male.

This includes private bus, car, van, minibus, works van,
motorbike, moped, and scooter.

This includes walking and cycling to work.

This includes public bus, coach, taxi, railway train, and
underground train/light railway/tram.

The working age population of concern in this report is 16-
59 years old for females and 16-64 years old for males.

An exception to this is in chapter 4 where the working age
population was taken to be 18-59 years old for females
and 18-64 years old for males. This was because the 16-17
year old age group is in transition from statutory
education.
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Executive Summary

Background

The Employment Research Institute of Edinburgh Napier University was commissioned to carry out
research on employment inequalities in Northern Ireland on behalf of the Equality Commission for
Northern Ireland. The motivation for the research is to inform the work of the Equality Commission for
Northern Ireland in updating the 2007 Statement on Key Inequalities in Northern Ireland, which identified
employment as one of the areas where inequalities exist and need to be addressed. The work investigates
inequalities in employment across the nine equality grounds defined in Section 75 of the Northern Ireland
Act 1998; gender, age, religious belief, political opinion, racial group, disability, sexual orientation, marital
status and dependant status.

Aims of the research

The overall aim of the research was to provide an up-to-date evidence base alongside identification of new
and/or persistent key inequalities in employment in Northern Ireland, including for each of the nine
equality grounds. In addition the research sought to provide an overview of potential barriers and enablers
to labour market participation.

Methodology

The main focus of this report was on each of the nine equality grounds (listed above). For each ground a
literature review was conducted to identify any employment patterns or trends and also barriers and
enablers to participation in the Northern Ireland labour market. Following the literature review an analysis
of Quarterly Labour Force Survey (LFS, Quarter One 2006 to Quarter One 2012) data was undertaken to
report on trends over the period of time. However, the LFS does not contain information pertaining to
political opinion or sexual orientation; where possible alternative data was utilised in these chapters. The
LFS data was supplemented with data from the Annual Survey of Hours and Earnings (Department of
Finance and Personnel Northern Ireland, 2012) and the Census 2011 for Northern Ireland (Northern Ireland
Statistics and Research Agency 2012a; 2013a; 2013b; 2013c). The data analysis sought to present
information on trends relating to: economic status; main reasons for not looking for work; pay; hours
worked; sector of employment; industry sector; occupation group; qualifications; and transport.

Following the analysis of LFS and supplementary data, attitudinal data was discussed and trends over the
time period discerned where possible. Attitudinal data was taken from sources such as: the Northern
Ireland Life and Times Survey (NILTS) (2006, 2010 and 2012) and the Equality Commission for Northern
Ireland’s Equality Awareness Survey (Equality Commission for Northern Ireland, 2012).



In addition, 15 stakeholders who represented organisations with an insight into: the employment
inequalities facing one or more of the groups of interest; and the responses by policymakers and others to
tackling these inequalities were interviewed. Interviews covered a range of issues: labour market
inequalities, the reason for these and the extent to which they reflect long term barriers to employment;
inequalities in education and training and the impact on labour market outcomes; how inequality is
assessed and monitoring could be improved upon; and responses to employment inequalities by
Government and other sectors, and the extent to which these have been effective.

Since the focus of the research was on employment inequalities in Northern Ireland, the population from
which the data was drawn included only those of working age; 16-59 years old for females and 16-64 years
old for males (although in the age chapter 18-59 years old and 18-64 years old are utilised since 16-17 year
olds are largely in transition from statutory education).

As a quality check that the information gained was reliable and accurate, an Engagement Event was held on
the 23™ of May 2013 at the Equality Commission for Northern Ireland. This gave the researchers an
opportunity to present their findings to stakeholders in the area of inequalities, and to gain feedback.

Findings: Key Inequalities

The main findings of the research regarding economic activity highlight noticeable disadvantages and / or
key inequalities for three equality groups:

1. For those aged 18-24 years old, employment rates were low and ILO unemployment rates and
economic inactivity rates were high;

2. Lone parents continued to have lower employment rates, and higher ILO unemployment rates and
economic inactivity rates, than married or cohabiting couples with dependent children or those
with no dependent children; and

3. Disabled people were much less likely to be employed, and much more likely to be economically
inactive, than those without disability.

The evidence presented within this report clearly demonstrates that that those aged 18-24 year old, lone
parents and those with a disability were subject to key inequalities in terms of labour market participation
and outcomes from that participation. The research looked across the main areas of employment, such as
ILO unemployment and median gross hourly pay, to highlight the key inequalities, presented in this
Executive Summary. However, it much be realised that inequalities were exhibited across all nine equality
grounds. These are fully examined within specific chapters for each equality ground and further
summarised within Chapter 13: ‘Summary of key inequalities in employment’.

In 2012, people in the 18-24 years old age group were less likely to be in employment than those aged 25-
49 years old or 50-64 years old. The employment rate in the 18-24 years old age group fell considerably
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between 2006 and 2012 whilst those in the 25-49 years old age group maintained consistently higher than
average employment rates than the other two age groups. Although the employment rate of those aged
50-64 years old was also lower than average it increased slightly between 2006 and 2012. In conclusion,
those 18-24 year olds experienced key inequalities in employment in Northern Ireland.

Employment rates in 2006 and 2012 (Source: LFS 2006 and 2012)

Male

No Dependent Children _90%

Married/Co-habiting
with Dependent...

Single, Never Married 50-64 yrs
esees 2006
- = 2012
Separated/Divorced Protestant
Married/Co-habiting Catholic
Disabled UK & Ireland Born

Not Disabled Eastern Europe Born

Other Born

There was considerable disadvantage for disabled people and lone parents; both of these groups had
noticeably lower employment rates over the period of interest. The employment situation of these groups
was persistently low over the study period; this could therefore be characterised as a persistent inequality,
rather than one that has occurred in response to, or been exacerbated by, the economic downturn. Those
who were married or co-habiting with dependent children, those with no dependent children, and those
without a disability, maintained higher than average employment rates throughout the period of study.

It is worth noting here that the effect of lone parenthood is likely to be confounded to some extent with
age; lone parents with young children (who are likely to be out of work) are also likely to be younger, and
this group is also less likely to be in employment. A similar effect is likely to occur in the single and have
never married group, who have had lower than average employment rates throughout the period of study,
but this group were also more likely to be in the 18-24 years old age group with lower employment rates.
Those who were separated, divorced or widowed also had lower than average employment rates; this
group may be more likely to be in the 50-64 years old age group, which also had a lower employment rate.

There was no change in the employment rate of those classified as UK and Ireland born, which stayed
exactly at the average for the whole period of study (although the fact that they comprised over 98% of the
population means that the ‘average’ employment rate will rarely differ). The picture was different for those
born outside the UK and Ireland; employment rates in these groups were higher than the UK and Ireland
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born group, but both those born in Eastern Europe and those born elsewhere saw a fall in employment
rates between 2006 and 2012.

Subtle differences in employment rates can be seen between those of a Protestant and Catholic
background, with Protestant employment rates (72.1% and 72.2% at 2006 and 2012, respectively) slightly
higher than those of Catholics (65.1% and 67.2% at 2006 and 2012, respectively) at both time periods, but
almost no overall change experienced by either group. The differences between the sexes were also very
slight, with male employment rates (74.1% and 71.6% at 2006 and 2012, respectively) slightly higher than
average!, and female employment rates (64.6% and 67.3% at 2006 and 2012, respectively) slightly lower,
although this gap was smaller in 2012 than it was in 2006.

The proportions of those employed who were in part-time employment for each of the equality groups
appear to have increased between 2006 and 2012, although to varying extents. For males, part-time
employment rose very slightly but was consistently very low; by contrast, although part-time employment
was very rare for those born in Eastern Europe in 2006; the proportion in part-time employment had
increased by 2012. Part-time employment became considerably more common among 18-24 year olds
between 2006 and 2012, and there was also a slight increase among 25-49 year olds, but for those aged 50-
64 years old there was little change over this period. Those with a disability were more likely to work part-
time than those without, although there was an increase in part-time employment among those without a
disability. Most likely to work part-time were lone parents, females, and those aged 18-24 years old;
membership between these groups is likely to overlap considerably.

Proportion in part-time employment in 2006 and 2012 (Source: LFS 2006 and 2012)
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1 The average rates of employment were 69.6% and 69% in 2006 and 2012 respectively
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In general, presumably reflecting the economic downturn, ILO unemployment rates had risen since 2006
for every group apart from those born in Eastern Europe, who saw a fall in ILO unemployment. Those born
elsewhere (i.e. not in the UK, Ireland or Eastern Europe) had a relatively high rate of unemployment; a
considerable increase was seen between 2006 and 2012. Relatively high ILO unemployment rates were
seen among 18-24 year olds, lone parents, and those who were single and have never married; again there
is likely to be considerable overlap between these groups. High ILO unemployment was also seen among
those who were male and those who had no dependent children. There were differences in the prevalence
of ILO unemployment between the sub-groups of most of the equality grounds, but in 2012 there was very
little difference between those of a Catholic background and those of a Protestant background, or between
those with and without a disability.

ILO unemployment rates in 2006 and 2012 (Source: LFS 2006 and 2012)
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Particularly high economic inactivity rates were evident for those aged 18-24 years old, those with a
disability, and lone parents. The high economic inactivity rate of those aged 18-24 years old will be to some
extent due to the fact that many were in education, either still at school, or in further or higher education.
However, the 18-24 years old age group also had high ILO unemployment rates, and therefore the low
employment rates and high economic inactivity rates cannot be merely attributed to this group’s
participation in education. Indeed, as Chapter 4 will explore in more detail, a high proportion of this group
are classified as Not in Employment, Education or Training (NEET); 20.5% of 16-24 year olds in Northern
Ireland are classified as such, which represents an increase of 59% since the year 2000 (Northern Ireland
Executive, 2012). The research confirmed the trend towards even higher economic inactivity rates among
the 18-24 years old age group. Therefore, this is an issue of considerable policy concern in Northern
Ireland, and indeed across Europe, with many other countries faring as badly or even worse. In the 50-64
years old age group, a trend away from retirement amongst this group can be seen, with lower economic
inactivity rates in 2012 than in 2006.
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High economic inactivity rates among those with a disability and lone parents also point to important policy
issues. Although economic inactivity among those with a disability fell slightly between the two time points,
it remained high at 61.2% and 56.3% respectively at 2006 and 2012, respectively; they were the most
disadvantaged group in this respect. The economic inactivity rate of lone parents was 49.6% at 2006 and

increased slightly to 51.1% at 2012.

Economic inactivity rates in 2006 and 2012 (Source: LFS 2006 and 2012)
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For most groups, median gross hourly pay had increased between the two time points. However, for some
groups, pay had fallen or remained stable, and inequalities had widened or even reversed. Those aged 18-
24 years old, who already had lower pay at 2006 than the other two age groups, saw only a small increase
by 2012, and the inequalities between the age groups widened as a result. Those with a disability had a
higher average wage at 2006, but this situation had reversed by 2012. The disparity between those of
Protestant and Catholic backgrounds was very small at 2006, but by 2012 it had widened. Those who were
single and have never married had also fallen further behind those who were married, co-habiting or in a
civil partnership and those who were previously married but are now separated, divorced.

Median gross hourly pay in 2006 and 2012 (Source: LFS 2006 and 2012)
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Chapter 1. Introduction

The Employment Research Institute of Edinburgh Napier University was commissioned to carry out
research on employment inequalities in Northern Ireland on behalf of the Equality Commission for
Northern Ireland. The motivation for the research is to inform the work of the Equality Commission for
Northern Ireland in updating the 2007 Statement on Key Inequalities in Northern Ireland, which identified
employment as one of the areas where inequalities exist and need to be addressed. The work investigates
inequalities in employment across the nine equality grounds defined in Section 75 of the Northern Ireland
Act 1998; gender, disability, age, dependant status, sexual orientation, racial group, marital status, religious
belief and political opinion.

Aims and objectives

The overall aim of the research is:

To provide an up-to-date evidence base alongside identification of new and/or persistent key
inequalities in employment in Northern Ireland, including for each of the nine equality grounds.

The specific objectives are to:

1. Provide a comprehensive and updated picture of patterns and trends in employment and non-
employment in Northern Ireland, establishing any key inequalities (data permitting) evident in
Northern Ireland for each equality ground identified by Section 75 of the Northern Ireland Act 1998;

2. Provide an overview of potential barriers and enablers to labour market participation (entry,
retention and progression), including an assessment of any changing dynamics (e.g. the effect of the
economic downturn) for each equality ground;

3. Involve relevant stakeholders via an expert seminar to explore and refine emerging draft findings of
the research, with a view to informing the final report and associated recommendations;

4. Distil from the above the most substantive/overarching key employment inequalities/dynamics
(across all equality grounds) in Northern Ireland and summarise any relevant wider observations
noted during the project.



Achieving the aims and objectives

The main data sources for this investigation was the Labour Force Survey, 2006 to 2012 (LFS 2006-2012),
supplemented by data from the Annual Survey of Hours and Earnings, 2007 to 2012 (ASHE 2007-2012), the
2011 Census for Northern Ireland (NISRA, 2012c) and the Northern Ireland Life and Times Survey (NILTS
Devine, 2010). The 2011 Equality Awareness Survey (Equality Commission for Northern Ireland, 2012) and
the Northern Ireland Survey of Activity Limitation and Disability (NISRA, 2007) were also used, along with
relevant reports, to supplement the data sources and provide information on attitudes towards each
equality group. From analysis of these data sources, trends in employment across the nine equality grounds
were identified, including multiple inequalities (i.e. where an individual is a member of more than one
group that experiences disadvantage in the labour market).

In parallel to this, a brief review was conducted of the existing literature (from Northern Ireland and
beyond) on the relevant labour market inequalities, and key stakeholders who work with disadvantaged
groups were consulted. This allowed the identification of barriers to, and enablers of, labour market
participation, and what actions are, or could be, taken to improve or at least sustain labour market
participation. Stakeholders were also asked to provide any information they had on the labour market
outcomes of the groups they worked with, particularly those for whom data was limited. For example, a
key deficiency in the datasets was the lack of information on differences in labour market outcomes by
sexual orientation. Alternative data sources were sought and used where available, but data was not
available for all outcomes across all equality grounds.

Interim findings from the research were presented to stakeholders, participants and experts via a
seminar/workshop, and the feedback from this enabled some refinement of the final recommendations for

policy.

Methods

Analysis of survey data

Whilst all nine equality grounds were investigated in the course of the research, paucity of data on political
opinion and sexual orientation hindered in depth coverage of these two equality grounds.

The prime source of data used in the research was the Quarterly Labour Force Survey (LFS), 2006 to 2012,
for seven of the nine equality grounds (there was no information available in this dataset pertaining to
political opinion or sexual orientation). The data presented here on labour market outcomes, such as
economic activity and wages, are shown mainly from Quarter 1 in 2006 (Q1 2006?) to Quarter 2 in 2012 (Q2
2012), which was the latest data available (see Appendix 1 on data sources). Discussion centres on changes

’Throughout the document each Quarter is referred to as Q followed by the number and year e.g. Quarter one 2006
would read Q1 2006.



over a six year period, therefore, data over the period Q1 2006 to Q1 2012 is discussed in the present
report, unless otherwise specified, although the graphs also show the latest data, i.e. Q2 2012. Care must
be taken with the LFS data for any particular quarter, as it is a survey and so is subject to sampling error,
especially for small sub-groups. Thus, it is important to consider the broad trends rather than a figure for a
single month. However, the LFS is updated each quarter and thus allows for more effective monitoring than
most other data sources.

In this report the focus is on a working age population of 16-59 years old for females and 16-64 years old
for males. This age range was chosen as LFS data, up until August 2010 (where changes were made due to
rises in pension age for females), utilised this age range in its analysis. However, an exception to this is
when age is considered (Chapter 4 focuses on age inequalities in employment). With regard to analyses
relating to age the working age population is taken to be 18-59 years old for females and 18-64 years old
for males. This smaller range was chosen as those aged 16 - 17 years old are in transition between
education and employment and/or further study. Therefore, the inclusion of 16 — 17 year olds would
artificially skew employment rates of the lower age group toward unemployment.

The LFS data was supplemented with data from the Annual Survey of Hours and Earnings (Department of
Finance and Personnel Northern Ireland, 2012), the Census 2011 for Northern Ireland (Northern Ireland
Statistics and Research Agency 2012a; 2013a; 2013b; 2013c), the Northern Ireland Life and Times Survey
(NILTS) (2006, 2010 and 2012), and the Equality Commission for Northern Ireland’s Equality Awareness
Survey (Equality Commission for Northern Ireland, 2012).

Literature review

In conducting the brief literature search, use was made of academic literature databases, libraries, and
Northern Ireland and United Kingdom (UK) Government sources. A search was conducted for literature that
concerns itself with the inequalities in employment pertaining to the nine equality grounds; the relative
difficulties that members of particular groups may face in finding employment, and the inequalities they
face within employment, such as discrimination, harassment and unequal pay. Where possible, literature
that discusses multiple inequalities was utilised i.e. where a person falls into more than one group that
might experience disadvantages within the labour market such as lone parents aged 18-24 years old.

Where possible, literature focusing specifically on Northern Ireland was sought. However, the review also
included literature from Great Britain, the UK and some comparative literature from other European Union
(EU) and Organisation for Economic Co-operation and Development (OECD) member states. The literature
collected was then synthesised and presented for each group under the key themes that emerged.



Stakeholder consultation

Fifteen interviews were carried out with key stakeholders, who represented organisations with an insight
into: the employment inequalities facing one or more of the groups of interest; and the responses by
policymakers and others to tackling these inequalities.

The list of participants can be found in Appendix 2. Each participant was briefed on the purpose of the
study and their informed consent was gained. They were interviewed either face to face or by telephone by
an experienced researcher; interviews lasted in the region of 30-60 minutes.

Interviews were semi-structured in nature, allowing the coverage of common topics across all interviews,
whilst leaving room for useful additional insights. The interviews covered the following issues, (see
Appendix 3 for full schedule):

1. Background of interviewee’s work with groups of interest;

2. Labour market inequalities, the reasons for these, and the extent to which they reflect long term
barriers as opposed to the impact of the economic downturn;

3. Inequalities in education and training, and the impact of this on labour market outcomes;
4. How inequality is assessed and whether/how monitoring could be improved;

5. Responses to inequality on the part of government, community and voluntary sector
organisations, employers, trade unions and other key stakeholders, and the extent to which these
have been adequate and effective;

6. The opportunity to add any further relevant comments not already addressed in the course of the
interview.

Interviews sought to obtain the stakeholders’ perspectives on these issues, based on their experience (e.g.
in providing a service, policymaking, etc.) and on relevant data collected or research carried out by
themselves or their organisation, which we sought to obtain where possible.

Not all of the equality groups are directly represented in this exercise, as it is not clear who in the case of
some areas — such as religion, political opinion or marital status — might have a specific interest in
employment inequalities pertaining to these groups. Some equality areas also received greater attention
than others due to the availability of research data for each equality group.

Engagement event

An Engagement Event was held on the 23™ of May 2013 at the Equality Commission for Northern Ireland.

This gave the researchers an opportunity to present their findings to stakeholders in the area of
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inequalities, and to gain feedback. The event was attended by 12 stakeholders and chaired by Simon
Hookham, Senior Research Officer for the Equality Commission for Northern Ireland. Further information
on this event is presented in Appendix 4.

Report structure

The reader should note that the emphasis of this report is on the collection of quantitative data, supported
by literature review. The report also uses qualitative research, in the form of stakeholder interviews, to
validate and complement the quantitative findings. The report then outlines the policy initiatives
undertaken by government, but does not evaluate the effectiveness of such initiatives. For each chapter,
where data allows, the analysis will adhere to the following reporting structure: Economic Status, Median
Gross Weekly Pay and Hours Worked, Employment by Industry Sector and Occupation Group,
Qualifications, Transport and Attitudes.

The remainder of this report is structured as follows:

e Chapter 2. Overview of Employment in Northern Ireland

e Chapter 3. Gender Inequalities in Employment

e Chapter 4. Age Inequalities in Employment

e Chapter 5. Religious Background Inequalities in Employment
e Chapter 6. Political Opinion Inequalities in Employment

e Chapter 7. Ethnic and Race Inequalities in Employment

e Chapter 8. Disability Inequalities in Employment

e Chapter 9. Sexual Orientation Inequalities in Employment

e Chapter 10. Marital Status Inequalities in Employment

e Chapter 11. Dependency Status Inequalities in Employment
e Chapter 12. Multiple Inequalities in Employment

e Chapter 13. Summary of Key Inequalities in Employment

e References

e Appendix 1. Data Sources Used

e Appendix 2. List of Stakeholders Consulted

e Appendix 3. Interview Schedule

e Appendix 4. Engagement Event 23 May 2013

e Appendix 5. Sample sizes for Labour Force Survey pay estimates



Chapter 2. Overview of Employment in Northern Ireland

The Northern Ireland population

According to the 2011 Census for Northern lIreland, the population of Northern Ireland in 2011 was
1,810,863 (NISRA, 2012a). In total, 79.0% of the population were aged 16 years old and over, and of these
98.8% lived in households and 1.2% in a communal setting. Among those who lived in households, 53.2%
lived as a couple (47.0% of whom were married couples) and the remaining 46.8% did not live as a couple
(4.5%, were still legally married or in a registered partnership but did not live as a couple). The breakdown
of the Northern Ireland population by household composition® is shown in Figure 2.1.

Figure 2.1: Household composition for the population of Northern Ireland aged over 16 years old (Source:
NISRA, 2012b)
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The category ‘Married’ includes those in a registered same-sex civil partnership; ‘Separated’ means those
separated but still legally married or still legally in a registered same-sex civil partnership; ‘Divorced’ means
the marriage relationship or the same-sex civil partnership is now legally dissolved; and ‘Widowed’ includes
being the surviving partner from a registered same-sex civil partnership.

3 This figure shows the household composition for all those over 16 years old, rather than only for the working age
population with which this report is concerned (18-64 year olds), as data on the working age population was not
available when this report was produced.



The changing population composition of equality groups

Trends in the prevalence of the different equality groups in Northern Ireland were investigated using the
Labour Force Survey (LFS), over the period between 2006 and 2012, which corresponds to: before the start
of, and during, the economic crisis. How numbers and proportions in these groups have changed in
Northern Ireland over the time period of investigation is summarised in Table 2.1.* However, these figures
should be viewed with care, as there may be some survey sampling errors, especially where the survey
numbers are small in any particular year.

Whilst the working age population in the LFS changed post August 2010 to 16-64 years old for both males
and females® it was deemed necessary to retain the previous definition for consistency in reporting. The
data presented in Table 2.1, and throughout the study, is therefore based on LFS data on the working age
population pre August 2010 (16-64 years old for males and 16-59 years old females). As previously stated
an exception to this is with regard to analyses relating to age (focused on in Chapter 4) where the working
age population was taken to be 18-59 years old for females and 18-64 years old for males.

From Table 2.1, a number of points were observed from Q1 2006 to Q1 2012:

e The female share of the population decreased and the share of males increased by 0.2 percentage
points;

e There was a slight decrease in the number of those aged 16-24 years old in the population
accompanied by a corresponding increase in those aged 25-64 years old;

e There was a very slight decrease in those with a self-reported disability (0.1 percentage point);

e The share of single and have never married individuals in the population increased by 1.4
percentage points;

e The share of those who were married or living in a civil partnership in the population decreased by
2.1 percentage points;

e The share of married or co-habiting couples with dependent children in the population decreased
by 2.7 percentage points;

e The share of lone parents in the population increased by 1.4 percentage points;

e The share of those without dependents in the population increased slightly by 1.3 percentage
points;

e The ethnic composition of the population in Northern Ireland was predominately white at both
time points and that the white share of the population decreased by 0.6 percentage points;

4 Where possible, all data presented in this report, displays percentages rounded to one decimal place, apart from
currency values which are given to two decimal places. Due to rounding, percentages may not sum to 100%.
5 http://www.detini.gov.uk/introduction_of new_working_age definition.pdf
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e Of the non-whites groups, Asian or Asian British was the largest, this groups share of the
population increased by 0.3 percentage points;

e The share of Other ethnic groups in the population increased by 0.2 percentage points;

Table 2.1: Prevalence of equality groups in the Northern Ireland working age population (Source: LFS, Q1
2006 and Q1 2012)

Population Estimates Percentage
Q1 2006 Q1 2012 Q1 2006 Q1 2012
N N % %

Gender
Male 547,319 573,515 51.5 51.7
Female 515,426 535,937 48.5 48.3
Disability
Disabled 195,616 203,278 18.4 18.3
Not disabled 867,129 906,174 81.6 81.7
Age
16-17 52,147 49,169 4.7 4.4
18-24 174,094 172,609 15.7 15.6
25-49 598,425 624,372 54.1 56.3
50-64 238,079 263,302 25.5 23.7
Dependency status
Married/co-habiting dependent 456,392 445,233 42.9 40.2
children
Lone parent dependent 83,917 103,640 7.9 9.3
children
No dependents 522,436 560,579 49.2 50.5
Ethnicity
White 1,049,786 1,089,231 98.8 98.2
Mixed 2,402 2364 0.2 0.2
Asian or Asian British 5,074 8,765 0.5 0.8
Black or Black British 333 808 0 0.1
Chinese 4,515 4,860 0.4 0.4
Other ethnic group 635 3,424 0.1 0.3
Marital status
Single, never married 415,251 449,070 39.1 40.5
Married, living with 555,837 556,986 52.3 50.2
husband/wife, civil partner
Married, separated from 91,657 103,396 8.6 9.3
husband/wife, divorced,
widowed, separated civil
partner
Religion
Catholic 440,966 479,222 45.5 43.8
Protestant 527,058 615,080 54.4 56.2




Not shown in Table 2.1, but found in the LFS data and relevant here, was that there was evidence of a 1.0
percentage point decrease in the proportion of the population who were children aged under 16 years old
(compared to a 0.6% decrease in Great Britain (GB)), while the share of the older aged (60 + years old for
females and 65 + years old for males) dependent population increased from 15.7% to 17.0% between 2006
and 2012 (the rate of increase in GB was the same; 1.3%).

The young age dependency rate®in Northern Ireland — the rate of the young who are dependent on the
working age population — saw a 1.2 percentage point decrease (NISRA, 2013). However, the share of
households with older people who were dependent on the working age population increased by 2.1
percentage points, from 25.3% to 27.4% during this period. For a comparison, in the rest of the UK, the
decrease in the youth dependency during the same period decreased by 0.6 percentage points, from 30.8%
to 30.2%, while there was an increase of 2.8 percentage points in the older age dependency rate from
29.2% to 32.0%. The Census 2011 for Northern Ireland data shows that the total number of households
with young dependents was 49.2%; the number with older dependents was not available.

The LFS does not include Irish Traveller as an ethnic category, but data from the 2011 Census for Northern
Ireland shows that that the number of Irish Travellers decreased from 1,710 in 2001 to 1,301 in 2011
(Russell, 2013).

Lastly, the Census 2011 for Northern lIreland contained two questions on religion. The first asked
respondents to which religion, religious denomination or body they belonged to. In response to this
question: 40.8% stated that they belonged to the Roman Catholic religion; 41.6% stated that they belonged
to Protestant or Other Christian religions; 0.8% stated that they belonged to another (non-Christian)
religion; and 16.9% either stated that they belonged to no religion’. Those who stated ‘none’ in response to
this first question were then asked which religion they were brought up in. Bringing together religious
affiliation with religion brought up in®, 45.1% of the population were either Roman Catholics or had been
brought up as Roman Catholics, while 48.4% belonged to or had been brought up in Protestant or Other
Christian denominations. A total of 5.6% neither belonged to, nor had been brought up in, any religion. This
distribution in the 2011 Census for Northern Ireland data is broadly consistent with the LFS data in Table
2.1, which suggested a higher proportion stated that they were Protestant (the LFS also contains two
guestions which simply ask: “What is your religious denomination?’ and ‘... what religious denomination, if
any, were you brought up in?’; again the second question is asked if the response to the first is ‘no
denomination’).

Research data on sexual orientation is lacking and it is not included as a variable within either the Census or
LFS. However, the LFS does contain a variable of ‘living with a same sex partner’ which was utilised in the
present study to gain an insight into the Northern Ireland labour market for those living in same sex as
opposed to heterosexual couples. In addition, attitudinal data was reviewed in the present study; such as

6 Estimated as a proportion of population aged below 16 years old compared to the working age population.

7 Census 2011: Detailed Characteristics for Northern Ireland on Health, Religion and National Identity, NISRA, May
2013.
8 The published statistics do not provide a breakdown of the response to the second religion question itself.



the Northern Ireland Life and Times Survey (2006 and 2012) data and the 2011 Equality Awareness Survey
(Equality Commission for Northern Ireland, 2012).

Changes in the Northern Ireland labour market

The main changes in the labour market of Northern Ireland over the study period, based on LFS data, are
summarised in Table 2.2. The figures in Table 2.2 show that whilst the full-time employment rate decreased
from Q1 2006 to Q1 2012 the part-time employment rate increased by the same amount: 3.4 percentage
points. Proportions employed in the private and public sectors were virtually unchanged. In regard to
economic activity, the employment rate did not change from Q1 2006 to Q1 2012, whilst the inactivity rate
decreased. An increase was evidenced in the unemployment rate, which had increased by 2.1 percentage
points from 3.1% to 5.2%. Additionally, there was an increase in the proportion of those with degree or
equivalent qualifications; this increased from 15.4% in Q1 2006 to 19.1% in Q1 2012.

Table 2.2: The labour market in Northern Ireland (Source: LFS, Q1 2006 and Q2 2012)

Q1 2006 Q12012
Hours and Earnings
Usual weekly hours incl. overtime (Mean) 42.9 43.7
Gross hourly pay (Median) £8.05 £8.91
Employed full-time (%) 80.5 77.1
Employed part-time (%) 19.5 22.9
Sector
Employed in private sector (%) 70.3 70.0
Employed in public sector (%) 29.7 30.0
Economic Activity
In Employment (%) 69.5 69.5
ILO Unemployed* (%) 3.1 5.2
Inactive (%) 27.4 25.3
Qualifications
Degree or equivalent* (%) 15.4 19.1
No qualifications (%) 22.8 18.5

*International Labour Organisation

*This category is composed of those with higher degrees, NVQ level 5, first degrees and other degrees)
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Chapter 3. Gender Inequalities in Employment

Introduction

This report provides a picture of patterns and trends in employment and non-employment in Northern
Ireland, establishing any key inequalities (data permitting) that are evident in Northern Ireland for each
equality ground as identified by Section 75 of the Northern Ireland Act 1998. This chapter provides
evidence of inequalities drawn from quantitative data (primarily from analyses of the Labour Force Survey)
which is supplemented by stakeholder interviews and literature review for this equality ground. It is
important to stress that no one individual belongs solely to one equality group, and that everyone has
multiple identities. Consideration was given to multiple identities where quantitative data was available
and allowed for meaningful analyses. Limited analyses across a range of multiple inequalities are reported
in Chapter 12. The distillation of the most substantive / overarching key employment inequalities (across all
equality grounds) in Northern Ireland are summarised in Chapter 13.

This chapter reviews how different gender groups of the working age population in Northern Ireland fare in
relation to the labour market (note that only males and females are considered due to lack of data on
transgender people). Firstly the literature around this topic is considered, focusing on Northern Ireland, but
also considering sources from the UK and wider international context. This is followed by a summary of
labour market trends, over the period 2006 to 2012, across a number of variables; economic activity; hours
worked; median gross weekly and hourly wages; and occupation sector and type. In this analysis the effect
of the economic downturn, which became evident in 2008, is noted. Consideration is also paid to potential
barriers to accessing the labour market; access to transport; qualifications held; and attitudes towards men
and women in the labour market. The chapter then considers the responses of policymakers and various
stakeholders to gender inequalities in employment, draws conclusions and sets forth recommendations.

The main source of data for the analysis is the Quarterly Labour Force Survey (LFS), from 2006 to 2012, the
main advantage of which is that data is available on a quarterly basis making it more suitable for trend
analysis. The Annual Survey of Hours and Earnings ((ASHE) Department of Finance and Personnel Northern
Ireland, 2007 and 2012) is utilised to provide supplementary information about wages. Information
pertaining to attitudes was drawn from the Northern Ireland Life and Times Survey (NILTS) (Devine, 2010)
and the Equality Commission for Northern Ireland’s 2011 Equality Awareness Survey (Equality Commission
for Northern Ireland, 2012).

The general picture reported is of on-going inequalities in the labour market in favour of males. Males, it is
reported, are much more likely to be in full-time employment and in higher quality jobs than females.
Males have higher ILO unemployment rates than females, male unemployment rates in Q1 2012 were
twice that of females. Female inactivity rates are also higher than those of males. However, there is an
emerging gap in full-time hourly pay in favour of females. Gender gaps in employment and job
characteristics cannot be explained by the extent to which these groups hold different qualifications, but
they are greatly influenced by the tendency of women to work part-time. Women working part-time are
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more likely to have caring responsibilities for children, and there are evident differences between females
with and without child caring responsibilities.

Literature review on gender inequalities in employment

Males in Northern Ireland are more likely to be economically active, and in full-time employment.
Economic activity rates are 66.6% for females aged 16-59 years old and 79.0% for males aged 16-64 years
old, while 39.8% of female employees work part-time, compared with just 10.4% of male employees
(Northern Ireland Statistics and Research Agency, 2012b).

Northern Ireland is unusual with respect to the direction of the gender pay gap. In Northern Ireland,
females earn slightly more with regard to full-time median hourly earnings than males (£11.00 and £11.20,
respectively), while for the UK as a whole, full-time hourly earnings are lower for females, at 90.9% of male
earnings (Northern Ireland Statistics and Research Agency, 2012c). In other words, there is a slight gender
pay gap for full-time workers in Northern Ireland, but it is males who are earning less per hour. However, as
the median hourly earnings of part-time workers are 69.9% of those of full-time workers (Northern Ireland
Statistics and Research Agency, 2012c), and given that females are far more likely to work part-time, it is
this difference that is driving the continued gender pay gap for the labour market in Northern Ireland.

Males are much more likely than females to be self-employed in Northern Ireland, by around 10 percentage
points. However, whilst self-employment remained fairly constant for females over the last decade —3.6%
in 2004 compared to 3.7% in 2012 — but it has declined from 17.0% to 13.0% among males.’ These trends
are at odds with the UK as a whole; where over the same period, male self-employment stayed almost
constant, at 13.0% in 2004 and 13.3% in 2012, while female self-employment increased from 4.6% in 2004
to 5.8% in 2012. Although female self-employment in the UK as a whole saw some increase, much of this
has been in self-employment working less than thirty hours per week (Office for National Statistics, 2013).
A lot of female self-employment in the UK constitutes very short hours — the average number of hours
worked by self-employed females represents 2-3 days per week — and thus may not necessarily represent
entrepreneurial activity or businesses which might grow to create additional jobs (Causer and Park, 2009).
Furthermore, self-employed working-age adults in the UK are more likely to be in poverty than other
working families, and self-employment can be used by employers to avoid National Insurance contributions
and other responsibilities (such as paid holiday and pensions), rather than something that workers choose
in their own interests (Trades Union Congress, 2012a).

It is difficult to isolate the impact of gender on employment from the impact of motherhood, and the
associated ‘choices’ that females have to make in response to childcare responsibilities. For instance,
females who do not have dependent children are more likely to work full-time, with related career
consequences, than females with current or past childcare responsibilities. Dependency status is dealt with
in Chapter 11; here we consider the possible impact of gender itself. It is also worth noting that the issue of
gender inequalities in employment is not simply a case of females being disadvantaged relative to males, as

9 Source: Annual Population Survey 2004-2012, accessed via NOMIS.
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some sub-groups of males may be more disadvantaged than some sub-groups of females. An example of
this complexity can be seen in the comparison of young males and females. Young males are more likely to
be unemployed than young females; in Northern Ireland, the ratio of male to female 18-24 year olds
unemployment benefit claimants is approximately 3:1 (Bennett, 2010). Similarly, in the UK as a whole,
young males are represented in much higher numbers among the unemployed; 62% of the young (16-24
years old) unemployed cohort are male, rising to 70% for long-term unemployment (Lee et al., 2012).
However, young females are more likely to fall into the category of Not in Education, Employment or
Training (NEET); in England, 21% of females aged 16-24 years old are NEET, compared with 17% of males in
the same age group (Allen et al., 2012). It is difficult to obtain a comparable figure for Northern Ireland; this
statistic does not feature in the scoping work carried out in preparation for the Northern Ireland
Executive’s strategy for tackling the issue of NEET young people (Northern Ireland Assembly Research and
Library Services, 2009; Department for Employment and Learning, 2010), and gender does not appear in
the strategy (Northern Ireland Executive, 2012). The intersections between gender and other variables in
understanding employment inequalities are discussed further in Chapter 12.

Occupational segregation

Gender segregation in the labour market may be vertical — i.e. males are more likely to occupy senior
positions — and horizontal — i.e. sectors and occupations tend to be male or female dominated. The
implications of vertical segregation for the gender pay gap are the more obvious of the two; if females are
less likely than males to occupy the well-remunerated jobs; this lowers their average wage relative to
males. In Northern Ireland, only 36% of managers and senior officials are female; therefore 5% of females
compared to 10% of males are employed in manager and senior official positions (Northern Ireland
Statistics and Research Agency, 2012c). Thus, vertical segregation is likely to play a role in any gender pay

gap.

However, if the sectors in which females are more likely to be employed in are those in which wages are
also lower, horizontal segregation can also drive the gender pay gap. The Northern Ireland labour market is
highly horizontally segregated along gender lines. For example, in 2012 92% of female full-time employees
worked in the service sector, compared to 65% of males; a total of 54% of females were employed in the
public administration, education and health sectors compared to 26% of males (Northern Ireland Statistics
and Research Agency, 2012c). In addition, the Northern Ireland labour market is also highly vertically
segregated along gender lines. For example, in 2012 whilst only 5% of females were employed in ‘Managers
and Senior Officials’ occupation groups 10% of males were employed at this high occupation level; 77% of
those who were employed in administrative and secretarial occupations were female, which accounted for
22% of females who were in employment (ibid.).

This horizontal segregation may also be a driver of vertical segregation; working in the public sector
protects employees from downward occupational mobility, but restricts their upward mobility; research
from the UK and across Europe suggests that there are more opportunities to achieve the better-paid
managerial roles in the more male-dominated private sector (Schroeder et al., 2008). Horizontal
segregation may also create gender inequalities in employment outcomes if sectors are differently affected
by cyclical economic fluctuations. The recession had a particularly large impact on the male-dominated
construction industry in Northern Ireland, and the job losses incurred by males were larger than those
incurred by females, as the public sector seemed to remain relatively sheltered (Hinds, 2011). However,
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this conceals more subtle changes to female employment — particularly the reduced hours and worse
conditions that may have forced females to ‘choose’ to leave jobs that no longer allowed them to balance
their work and care responsibilities — and the impact of public spending cuts that may be felt in the future
(Hinds 2011). It does suggest, however, that the issue of gender inequalities in the labour market is
complex, and the impact of the recession on males and females needs to be taken into account.

There are a number of theories as to why females may be paid less in the labour market, apart from
differences in qualifications and experience. It may be that the roles and skills that are valued the highest
are those that have stereotypically ‘masculine’ characteristics — being assertive, analytical and competitive
— rather than the kind of occupations that require stereotypically ‘feminine’ traits, such as caring and
customer service roles (England and Folbre, 1999; Grimshaw and Rubery, 2007; Rake and Lewis, 2009). If
males are concentrated in the former and females in the latter, and the former is systematically better
paid, then this will drive a gender pay gap.

There is no definitive answer as to why occupational segregation exists, and the extent to which it is a
product of choice. Findings from the Women into Non-Traditional Sectors project in Belfast (Potter and Hill,
2009) suggested that, where constraints exist, they are both practical and cultural. A combination of
childcare, transport and mentoring support was shown to help females overcome some of the practical
impediments to accessing training and employment in traditionally male-dominated areas. However,
without organisational change towards a genuine commitment to diversity and work-family reconciliation
across the labour market, females will continue to be effectively excluded from many workplaces.

Transparency and equality

Another potential site of discrimination is in pay-setting, which is usually a secretive process that is open to
a great deal of discretion, and is centred on potentially male-biased ‘performance’ criteria, or at least
criteria that are stereotypically associated with males (Grimshaw and Rubery, 2007). The possibility that
pay setting may be gendered is not generally something that is explicitly acknowledged by employers.
Adams et al. (2009), in a cross sector survey of 900 organisations in Great Britain (GB), found strong
resistance to conducting, and especially to publicising, any analysis of gender pay gaps in the organisation,
particularly in the private sector. Their results confirmed that pay setting in the UK is often shrouded in
secrecy; half of the employers gave their employees no information at all on how their pay compares to
others, and only 4% were fully transparent (the remainder for the most part gave some indication of a pay
band).

In recognition of the role of this secrecy in perpetuating the gender pay gap, the Equality Act 2010 made
pay secrecy clauses unenforceable where pay is disclosed in the context of equal pay discussions, or the
investigation of possible discrimination in pay°. However, these provisions do not apply in Northern Ireland
(Equality Commission for Northern Ireland, 2011). It will be interesting to see whether further differences

10 http://www.equalityhumanrights.com/advice-and-guidance/tools-equal-pay/discussing-pay-with-
colleagues/protected-discussions-with-colleagues-and-others-about-pay/ [Accessed 28/10/13]
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in the gender pay gap emerge between GB and Northern Ireland over time by virtue of this difference in
policy context.

Transgender and employment inequality

A survey of Lesbian, Gay, Bisexual and Transgender (LGBT) staff and students in higher education in
Northern Ireland, England and Wales by Valentine et al. (2009) found that 23% of transgender staff
claimed to have been denied a promotion because of their transgender status. Transgender employees
also identified difficulties changing their personal details on workplace records, and reported being asked
not to use the toilet facilities that correspond to their preferred/correct gender (Valentine et al., 2009).

Case study research from the UK and United States of America (USA) (Barclay and Scott, 2006; Schilt and
Connell, 2007; Metcalf and Rolfe, 2011) has also identified a number of issues faced by transsexuals in the
workplace, and for their managers and colleagues in negotiating the complex legal and intra-personal
challenges posed by a transitioning employee.

A key problem faced by transsexuals at work is isolation; there is unlikely to be more than one transsexual
in a workplace, which makes it more difficult to create any collective force for tolerance and
accommodation within the workplace. This rarity also means that workplaces are unlikely to have any
specific policy on transsexuality as they do not perceive it as a likely issue. The workplace rights of
transsexuals are poorly understood by employers and in turn they are poorly equipped to advise other
employees of their obligations towards their transsexual colleague. Gender transitions can undermine trust
in the workplace, as colleagues may feel that the trans person is not the person they thought they knew.
There may also be hostility towards the trans employee, caused by transphobia, or a perception that the
trans person is receiving special treatment (Barclay and Scott, 2006, Badgett et al., 2007 and Sargeant,
2009).

The problems faced by transgender individuals highlights the gender binary that operates in the workplace.
Males who transition to females report that they suddenly experience the same negative stereotypes about
their competence and commitment as their female colleagues. However, it should be noted that the
transition is not easy in either direction, as the trans person is trying to fit their gender identity, which is
much more fluid and complex than most people’s, into the gender binary that operates not just within the
workplace, but in society as a whole (see Badgett et al., 2007 and Bruni et al., 2005).
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Recent trends in gender inequalities in employment in Northern Ireland

Economic status

A summary of the economic status of males and females at Q1 2006 and Q1 2012 is displayed in Table 3.1.
From this table it is evident that the percentage of females in employment was lower that the percentage
of males in employment. Also shown is that a higher percentage of females tended to be classified as
economic inactivity compared to males, while a greater percentage of males tended to be ILO unemployed.
From Q1 2006 to Q1 2012 employment rates for males have fell by 2.5 percentage points, from 74.1% to
71.6%, respectively while those of females have rose by 2.7 percentage points, from 64.6% to 67.3%,
respectively. For males unemployment rates rose between Q1 2006 and Q1 2012 by 2.4 percentage points,
from 4.4% to 6.8%, respectively, for females the rise in employment was 1.7 percentage points, from 1.7%
to 3.4%, respectively. Economic inactive rates fell for females over the period by 4.4 percentage points,
from 33.7% in Q1 2006 to 29.3% in Q1 2012 while for males the rate of economic inactivity remained
constant at 21.5% for both time points.
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Table 3.1: Economic status by gender (Source: LFS Q1 2006 & Q1 2012)*

Q1 2006 Q12012
Gender In employment ILO unemployed :Enc::tti)vn;ically Total In employment  ILO unemployed :E::;?vn;ically Total
Number
Male 405588 24048 117683 547319 410796 39256 123463 573515
Female 332981 8985 173460 515426 360562 18258 157117 535937
Total 738569 33033 291143 1062745 771358 57514 280580 1109452
Percentage of Population Category
Male 74.1% 4.4% 21.5% 100.0% 71.6% 6.8% 21.5% 99.9%
Female 64.6% 1.7% 33.7% 100.0% 67.3% 3.4% 29.3% 100.0%
Total 69.5% 3.1% 27.4% 100.0% 69.5% 5.2% 25.3% 100.0%
Percentage of Economic Status Category
Male 54.9% 72.8% 40.4% 51.5% 53.3% 68.3% 44.0% 51.7%
Female 45.1% 27.2% 59.6% 48.5% 46.7% 31.7% 56.0% 48.3%
Total 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 100.0%

* Percentages may not sum to 100 due to rounding.
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Figures 3.1 to 3.4 display trends in economic status for males and females in the Northern Ireland working
age population (16-64 years old for males and 16-59 years old for females). The weighted LFS data shows
trends over the period Q1 2006 to Q2 2012.

Employment

Employment rates for the working age population as a whole remained constant at 69.5% at both Q1 2006
and Q1 2012. Figure 3.1 suggests a decline was experienced in early 2009, and was more pronounced for
males, whose employment rate fell from 74.1% in Q1 2006 to 71.6% in Q1 2012. Although females
experienced some decline during the second half of 2008 and the first half of 2009, their employment rate
by Q1 2012 (67.3%) was higher than in Q1 2006 (64.6%). In Q1 2012, males (71.6%) exceeded the average
employment rate by 2.1 percentage points, while lower rates were reported for females (67.3%) of 2.2
percentage points.

Figure 3.1: Employment rate by gender (Source: LFS, 2006-2012)
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Part-time employment

The proportion of all those employed who were working part-time increased, from 19.5% in Q1 2006 to
23.1% in Q1 2012, an increase of 3.6 percentage points. Females were much more likely to work part-time
than men; in Q1 2012, 38.5% of female employees worked part-time — 15.4 percentage points higher than
the average — while 9.2% of male employees worked part-time, a difference of 13.9 percentage points. The
proportion in part-time work for both sexes remained fairly constant from Q1 2006 to Q1 2012, as can be
observed from the relatively flat trends displayed in Figure 3.2. According to initial calculations from the
Census 2011 for Northern Ireland (NISRA, 2012a), males work longer hours than females: some 11.9% of
females who worked did so for less than 16 hours per week (compared with 4.9% of males); 32.5% of
females worked 16-30 hours per week (compared with 9.8% of males); 51.8% of females worked 31 to 48
hours per week (compared with 70.0% of males); and 3.7% worked 49 or more hours per week (15.3% of
males). It should be noted, however, that these figures define a working age population as 16-74 years old,
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as opposed to the definition employed in the present study of 16-64 years old for males and 16-59 years

old for females.

Figure 3.2: Percentage of those employed working part-time by gender (Source: LFS, 2006-2012)
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Unemployment

ILO unemployment among the working age population as a whole increased over the period of interest,
from 3.1% in Q1 2006 to 5.2% in Q1 2012. Male ILO unemployment was higher than the population average
at 6.8% in Q1 2012, while female ILO unemployment was considerably lower at 3.4%. From Figure 3.3 it
seems that males were disproportionately affected by the fall in employment in terms of their ILO
unemployment rate, which had risen more than the female rate.

Figure 3.3: ILO unemployment rate by gender (Source: LFS, 2006-2012)
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For those who were ILO unemployed in Q1 2006, 32.8% of ILO unemployed males and 44.4% of ILO
unemployed females were classified as long term unemployed. In Q1 2012 the percentages were nearly
reversed with 48.3% of ILO unemployed males and 30.5% of ILO unemployed females classified as long
term unemployed.

Economic Inactivity

Economic inactivity rates among the working age population as a whole fell slightly from 27.4% in Q1 2006
to 25.3% in Q1 2012. Female economic inactivity was 4.0% higher than the population average in Q1 2012,
at 29.3%, while male economic inactivity was 3.8% lower at 21.5%. Female economic inactivity fell by 4.4
percentage points between Q1 2006 (33.7%) and Q1 2012 (29.3%), while male economic inactivity changed
very little over the period as a whole (it remained the same at 21.5% for both Q1 2006 and Q1 2012),
although for both genders the latter part of 2008 and early 2009 represented a peak in economic inactivity
(Figure 3.4). The difference between male and female inactivity rates has stayed fairly constant at around
10.0 percentage points, but this has narrowed slightly in recent years. The findings from the literature
review above suggest that these gender differences can be largely attributed to caring responsibilities,
especially for children.

Figure 3.4: Economic inactivity rate by gender (Source: LFS, 2006-2012)
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Main reasons for not looking for work

The reasons for not looking for work given by those classified as economically inactive in the LFS are
displayed in Figure 3.5. Note that great care should be taken in interpreting these figures, as the total
number who answered this question in the survey was less than 800 and therefore may not be
representative of the whole population. However, even though the numbers are small, it is clear that a
major reason for females not looking for work is that they have a caring role. It is also notable that males
are more likely not to be looking for work because they are long term sick or disabled. For both genders
roughly a quarter to a third of both sexes were not looking for work because they were students. Data is
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presented from both Q1 2006 and Q1 2012, and suggests that there are no significant trends in the reasons
given for not seeking work; the proportions are broadly similar at both Q1 2006 and Q1 2012.

Figure 3.5: Main reason for not looking for work in the last four weeks by gender (Source: LFS, 2006 and
2012)
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Median gross weekly pay

Median gross weekly pay for all full-time workers was £346 in Q1 2006 and £385 in Q1 2012, a nominal
increase of £39 (11.3%) per week. Figure 3.6a shows trends in the median weekly gross pay rates for male
full-time workers and female full-time workers. Male full-time workers were paid on average £53 per week
(just over 16%) more than female full-time workers between Q1 2006 and Q1 2012. Whilst the differential
has been fairly constant during this time, towards the end of the period there has been some convergence
in pay. Data from the LFS suggests no pay differential at all in Q1 2012, although this is anomalous with the
surrounding data points, which suggest a trend of a continuing differential. The ASHE Data, which is based
on different samples and methods®, is shown in Figure 3.6¢, and suggests a narrowing but enduring gender
differential in gross weekly pay, which was £38.90 in 2012 (average weekly pay of £479 for men and £440
for women).

1 For a discussion of the relative merits of the LFS and the ASHE for measuring wages and understanding the gender
pay gap, see Leaker (2008).
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Figure 3.6a: Median gross weekly pay for full-time workers by gender (Source: LFS, 2006-2012)

500
450

A

400

350

300
250

200

150
100

Gross Weekly Pay (£)

50

0

Q1_06
Q2_06
Q3_06
Q4_06
Q1_07
Q2 07

Q3 07

Q4 07

Q1 08

Q2 08

Q3_08

Q4_08

Q1 09

Q2 09

Q3_09

Q4_09

Qi 10

Q2_10

Q3_10

Q4_10

Qi 11

Q2 11

Q3 11

Q4 11

Ql 12

Q2 12

== Vlale
== Female

For part-time workers, median gross weekly pay for all workers increased by £5 (4.3%), from £115 in Q1

2006 to £120in Q1 2012. Female part-time workers had on average over the period a gross pay of £22 (or
20%) per week more than male part-time workers, and again there is convergence towards the end of the

period (Figure 3.6b).

Figure 3.6b: Median gross weekly pay for part-time workers by gender (Source: LFS, 2006-2012)
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LFS data suggests a very similar weekly wage of £120 for females and £129 for males in Q1 2012. However,

ASHE data suggests a small and relatively stable gender pay gap in median weekly wages for part-time
workers (Figure 3.6¢) in favour of women by around £15 per week in 2012, so caution is needed when

considering these results.

22



Figure 3.6c: Median gross weekly pay for full-time and part-time workers by gender — ASHE data (Source:
ASHE, 2007-2012)
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Hours worked per week including overtime

The median hours worked per week including overtime changed slightly from Q1 2006 to Q1 2012 for the
working age population as a whole, remaining the same at 44 hours per week in Q1 2006 and Q1 2012 for
full-time workers, and falling from 23 to 22 hours per week for part-time workers over the same period.
Trends in working hours for male and female full-time workers are displayed in Figure 3.7a. This figure
shows that, for most of the period, males worked around 3 hours per week more than females; at its
widest (from Q2 2011 to Q3 2011), the differential is 5 hours per week, although this has since narrowed a
little. Whilst males experienced some fluctuation in the hours worked per week including overtime
between Q1 2006 and Q1 2012, the median hours worked per week was the same at both time points (45
hours per week at both Q1 2006 and Q1 2012). For females, hours fluctuated over the period and
experienced an overall increase of one hour between Q1 2006 (41.5 hours) and Q1 2012 (42.5 hours).
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Figure 3.7a: Median hours worked per week including overtime for full-time workers by gender (Source:
LFS, 2006-2012)

46
45 WH A HW
44

43
v A
41 ¥— Male
40 == Female
39

38
37

Hours worked per week

Q1_06
Q2_06
Q3_06
Q4_06
Q1_07
Q2_07
Q3_07
Q4_07
Q1_08
Q2_08
Q3_08
Q4_08
Q1_09
Q2_09
Q3_09
Q4_09
Q1_10
Q2_10
Q3_10
Q4_10
Q1 _11
Q2 11
Q3 11
Q4 11
Ql_12
Q2_12

Trends in working hours for male and female part-time workers are displayed in Figure 3.7b. Female part-
time workers hours show little variation over time whilst male part-time hours show fluctuations though
this is likely to be due to the small number of male part-time workers in the sample.

Figure 3.7b: Median hours worked per week including overtime for part-time workers by gender (Source:
LFS, 2006-2012)
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Median gross hourly pay

Median gross hourly pay for all full-time workers was £8.33 per hour in Q1 2006 and £9.87 per hour in Q1
2012, a nominal increase of £1.54 per hour over the period. Figure 3.8a shows the median gross hourly pay
of male and female full-time workers over this period; it is apparent that there are no substantial
differences between the sexes. Data from Q1 2012 suggests that women earn slightly more than the

median gross hourly wage for all full-time workers, at £10.13 per hour, while men earn slightly less at £9.50
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per hour. However, the surrounding time period (Q2 — Q4 2011 and Q2 2012) suggests a gap in favour of
men.

Figure 3.8a: Median gross hourly pay for full-time workers by gender (Source: LFS, 2006-2012)
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For part-time workers, median gross hourly pay for all workers increased by £1.05 (16.9%), from £6.20 in
Q1 2006 to £7.25 in Q1 2012. Unlike full-time workers, it appears from Figure 3.8b that for part-time
workers there is a gap in favour of females, who for most of the period were paid on average £2.00 per
hour more than males. In Q1 2012, the median hourly pay for female part-time workers was higher than for
all workers at £10.13, while for male part-time workers it was lower than average at £8.70. However, it

should be noted that the number of male part-time workers in the sample was small; care should be taken
in interpreting the estimates produced.

Figure 3.8b: Median gross hourly pay for part-time workers by gender (Source: LFS, 2006-2012)
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Because of the sometimes low sample sizes, basing an understanding of pay differences solely on the LFS
might be problematic, so the wage rates derived here were compared to those reported in the ASHE from
2006 and 2012. Data from the ASHE comparing the median gross hourly pay rates are reported in Table 3.2.

Table 3.2: Median gross hourly wage rates by gender and employment type (Source: ASHE 2006 and
2012)

2006 2012
Gender Employment type Median Hourly Median Hourly
Gross Pay Gross Pay
Female Full-time £9.83 £11.37
Part-time £7.02 £7.96
Male Full-time £10.00 £11.40
Part-time £7.33 £7.14
Percentage Pay Difference
Median female hourly payasa  Full-time 98.3% (-1.7%) 99.7% (-0.3%)
proportion of median male
hourly pay, and the gender pay
gap (in brackets) Part-time 95.8% (-4.2%) 111.5% (+11.5%)

Table 3.2 shows that, in 2006, median gross hourly pay for part-time workers was lower for females than
for males, with a gender pay gap of 4.2% in favour of males, but that this had reversed by 2012 to a gender
pay gap of 11.5% in favour of females. This is broadly consistent with the LFS data, which suggests a gap in
favour of women; although it also suggested that this gap was present in 2006 and has since narrowed. The
ASHE data here is probably a better indicator, as the sample size of male part-time workers in Northern
Ireland as derived from the LFS is small, resulting in a large standard error on the 2012 estimate of the
median gross hourly earnings for males. Among full-time workers, the gender pay gap narrowed, from 1.7%
in favour of males in 2006 to just 0.3% in favour of males in 2012. The finding that male and female full-
time pay was very similar is in agreement with the LFS data.
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Private sector employment

Employment in the private sector!? stayed fairly constant for the working age population as a whole
between Q1 2006 and Q1 2012; it stood at 70.3% in Q1 2006 and 70.0% in Q1 2012. At Q1 2012 males
(79.4%) were more likely to be in private sector employment (including the self-employed) than females
(60.2%), with the difference remaining fairly constant over the period of interest at 21.3 percentage points
on average (Figure 3.9).

Figure 3.9: Percentage in private sector employment by gender (Source: LFS, 2006-2012)
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Industry sector

This section investigates the distribution of employment of males and females across industry sectors,
examining the proportion employed and the median hourly gross pay in each sector for each sex (Appendix
5 Table A5.1 gives the sample sizes for each gender for each industry sector).

The distribution by sex across industry sectors is given in Table 3.3. These numbers demonstrate the way in
which females are concentrated in a small number of industries to a far greater extent than males and
show little change between Q1 2006 and Q1 2012. In both 2006 and 2012, no more than 20.4% of all males
worked in any one industry sector. This compares with over half of all female employment being
concentrated into the ‘Public Administration, Education and Health’ sector (52.6% in Q1 2006 and 51.4% in
Q1 2012); almost three quarters of females were employed in either this sector or ‘Distribution, Hotels and
Restaurants’ (21.9% in Q1 2006 and 22.0% in Q1 2012).

12 |n the Labour Force Survey dataset, ‘Private sector’ is defined as those working for; a private firm or business; a
public company (plc.); or a charity, voluntary organisation or trust. ‘Public sector’ is those working for: a nationalised
industry or corporation; central or local government or the civil service; a university or local authority controlled/grant
funded educational establishment; or a health authority or NHS trust.
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Table 3.3 also shows the high degree of horizontal segregation that exists in the labour market — i.e. the
concentration of males and females in different industry sectors. This is particularly evident in the
‘Construction’ sector where the proportion of females is continuously under-represented in both Q1 2006
(under 45.1%%) and Q1 2012 (under 46.7%*) (6.2% and 6.1%, respectively). It can also be seen in the:
‘Agriculture and Fishing’; ‘Energy and Water’; ‘Manufacturing’; and ‘Transport and Communication’ sectors
(although slight increases were evident in Q1 2012, for all but ‘Manufacturing’). Conversely, of those
employed in ‘Public Administration, Education and Health’, a greater proportion were female in both Q1
2006 (69.8%) and Q1 2012 (68.9%) than male.

Table 3.3: Industry sector of employment by gender (Source: LFS, 2006 and 2012)

Q1 2006 Q1 2012
Male Female Male Female
Row Column Row Column Row Column Row Column
Prop. Dist.%? Prop. Dist.%* | Prop.%! Dist.%?> Prop. Dist.%?
Sector (S1C2007) %! %! %!
A-B: Agriculture &  92.3 5.6 7.7 0.6 87.8 4.7 12.2 0.7
Fishing
C,E: Energy & 93.7 1.4 6.3 0.1 85.2 1.8 14.8 0.4
Water
D: Manufacturing 77.5 19.9 22.5 7.0 78.1 18.4 21.9 5.9
F: Construction 93.8 17.3 6.2 1.4 93.9 15.9 6.1 1.2
G-H: Distribution, 49.3 17.5 50.7 21.9 47.1 17.2 52.9 22.0
Hotels &
Restaurants
I: Transport & 77.0 6.7 23.0 24 79.2 7.4 20.8 2.2
Communication
J-K: Banking, 53.1 9.3 46.9 10.0 48.5 9.8 51.5 11.9
Finance &
Insurance etc.
L-N: Public Admin, 30.2 18.7 69.8 52.6 31.1 20.4 68.9 51.4
Education &
Health
0-Q: Other 52.2 3.6 47.8 4.0 53.4 4.4 46.6 4.3
Services

1 Row: proportion within each sector of sex class (e.g. in 2006 77.5% of those employed in manufacturing
were male). 2 Column: distribution of sex class group across sectors (e.g. in 2006 19.9% of males were
employed in manufacturing)

13 At Q1 2006, 45.1% of those in employment were female.
14 At Q1 2012, 46.7% of those in employment were female.
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Table 3.4 shows the distribution of males and females between industry sectors according to the Census
2001 for Northern Ireland and Census 2011 for Northern Ireland data. This table gives support to the
distributions found in the LFS.

Table 3.4: Industry sector of employment by gender - Census data* (Source: NISRA, 2001; 2011)

2001 2011
Male Female Male Female

Sector (S1C2007) % % % %
Agriculture, hunting, forestry and fishing 4.7 0.9 3.7 0.7
Manufacturing 19.2 8.1 14.4 4.7
Electricity, gas and water supply 1.0 0.3 1.8 0.5
Mining & quarrying and construction 15.9 1.5 14.5 1.9
Wholesale & retail trade, repair of motor 15.9 17.8 17.0 18.1
vehicles

Hotels and catering 3.3 6.0 4.5 6.4
Transport, storage and communication 7.3 3.1 9.7 3.2
Financial intermediation 2.2 4.0 2.7 3.9
Real estate, renting and business activities 8.0 7.7 10.0 9.1
Public administration and defence 10.0 8.5 7.9 8.0
Education 4.8 13.7 5.0 141
Health and social work 4.2 23.2 5.2 23.9
Other 3.8 5.2 3.8 5.5

*Based on a working age population aged between 16 and 74 years old.

Table 3.5 presents the median gross hourly pay for males and females across industry sectors. In Q1 2006,
the top three highest paid sectors for males were: 1. ‘Energy and Water’; 2. ‘Other Services’; and 3. ‘Public
Administration, Education and Health’, whilst for females the top three highest paid sectors were: 1.
‘Banking, Finance and Insurance’; 2. ‘Construction’; and 3. ‘Transport and Communication’ and ‘Public
Administration, Education and Health’ (shared third place). In Q1 2012, ‘Energy and Water’ and ‘Other
Services’ no longer featured in the top three highest paid sectors for males. The top three highest paid
sectors for males had changed to: 1. ‘Public Administration, Education and Health’; 2. ‘Transport and
Communication’; and 3. ‘Construction’. For females, in Q1 2012 the top three highest paid were: 1.
‘Construction’; 2. ‘Other Services’; and 3. ‘Public Administration, Education and Health’.
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In most sectors, males were higher paid than females; exceptions to this were ‘Banking, Finance and

Insurance’ in Q1 2006 and Q1 2012, and ‘Construction’, ‘Other Services’ and ‘Banking Finance and

Insurance’ in Q1 2012.

Table 3.5: Median gross hourly pay in each industry sector by gender and gender pay gaps (Source: LFS,

2006 and 2012)

Q1 2006 Q1 2012
Sector (S1C2007) Male Female | Pay Gap* Male Female | Pay Gap*
A-B: Agriculture & Fishing £10.16 n/a £5.91 n/a
C,E: Energy & Water £20.14 n/a £7.80 n/a
D: Manufacturing £7.83 £7.69 £0.14 £7.69 £6.67 £1.02
F: Construction £9.21 £9.07 £0.14 £10.00 £15.59 -£5.59
G-H: Distribution, Hotels & £6.64 £5.60 £1.04 £8.52 £6.91 £1.61
Restaurants
I: Transport & Communication £9.17 £8.05 £1.12 £10.92 £6.93 £3.99
J-K: Banking, Finance & £8.41 £11.00 -£2.59 £7.86 £8.25 -£0.39
Insurance etc.
L-N: Public Admin, Education & £10.38 £8.05 £2.33 £13.37 £10.10 £3.27
Health
0-Q: Other Services £11.75 n/a £9.46 £11.43 -£1.97

*Pay gap = male median gross hourly pay minus female median gross hourly pay

n/a = No data available

Occupation group

This section explores the distribution and proportion of males and females across occupation groups, and

their relative pay in each group (Appendix 5 Table A5.1 gives the sample sizes for each gender for each

occupation group). Table 3.6 shows that:

e In both Q1 2006 and Q1 2012 the occupation with the highest distribution of males was ‘Skilled
Trades Occupations’ (30.9% and 24.1%, respectively); females were most highly distributed in

‘Administrative and Secretarial’ occupations (22.8% and 21.4%, respectively).

e |n Q1 2012 males were much more often employed in ‘Skilled Trades Occupations’ than females

(24.1% and 2.3%, respectively); this also held true for employment as ‘Process, Plant and Machine

Operatives’ (10.5% for males and 1.9% for females) even though the distribution of males
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employed in these occupations declined in Q1 2012 compared to Q1 2006 (by 6.8 percentage
points for ‘Skilled Trades Occupations and by 4.0 percentage points as ‘Process, Plant and Machine
Operatives’); which could be explained by economic factors.

e Females, compared to males, were much more often employed in Q1 2012 in ‘Administrative and
Secretarial’ occupations (21.4% and 5.5%, respectively), ‘Personal Service Occupations’ (16.8% and
2.7%, respectively) and ‘Sales and Customer Service Occupations’ (11.9% and 4.7%, respectively).

o A degree of vertical segregation, to the detriment of females, was evident at both Q1 2006 and Q1
2012 with regard to ‘Managers and Senior Officials’ occupations; males were over-represented in
these occupations at both time points (i.e. over 54.9%" and 53.3%).

e In Q1 2012, a higher distribution of males were employed as

e The distribution of females was higher than that of males in ‘Professional Occupations’ in Q1 2012
(19.5% compared with 17.9%); a positive increase in the distribution of both males and females
from Q1 2006 to Q1 2012 was also evidenced (7.1 percentage points for males and 5.5 percentage
points for females, respectively);

e  Whilst the distribution of males and females employed in ‘Associate Professional and Technical’
occupations showed little difference between the sexes in Q1 2012 there was a 4.1% decline in the
distribution of females from Q1 2006.

15 At Q1 2006, 54.9% of those in employment were male.
16 At Q1 2012, 53.3% of those in employment were male.
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Table 3.6: Occupation group by gender (Source: LFS, 2006 and 2012)

Q1 2006 Q1 2012
Male Female Male Female
Row Column Row Column Row Column Row Column
Occupation Prop.  Dist.%? Prop. Dist.%> | Prop. %! Dist.%?> Prop. Dist.%?
(SOC10) %!? %? %?
Managers and 64.5 11.4 35.5 7.6 63.2 10.2 36.8 6.8
Senior Officials
Professional 48.3 10.8 51.7 14.0 51.2 17.9 48.8 19.5
Occupations
Associate 46.6 10.2 53.4 14.2 55.4 11.0 44.6 10.1
Professional and
Technical
Administrative 22.7 5.5 77.3 22.8 22.6 5.5 77.4 21.4
and Secretarial
Skilled Trades 92.7 30.9 7.3 2.9 92.3 24.1 7.7 2.3
Occupations
Personal Service 14.4 1.9 85.6 13.9 15.3 2.7 84.7 16.8
Occupations
Sales and 32.7 4.9 67.3 12.3 31.0 4.7 69.0 11.9
Customer Service
Occupations
Process, Plant 88.1 14.5 11.9 2.4 86.3 10.5 13.7 1.9
and Machine
Operatives
Elementary 54.8 9.8 45.2 9.8 62.3 13.4 37.7 9.3
Occupations

1 Row: proportion within each occupation of gender class (e.g. in 2006 35.5% of managers and senior
officials were female)

2 Column: distribution of gender class group across occupations (e.g. in 2006 7.6% of females were
managers and senior officials)

The LFS data also gives figures for self-employed males and females which may influence the figures in
Table 3.6, especially with regard to differences between the sexes. In Q1 2006, a greater proportion of
males than females were self-employed (16.3% and 3.9%, respectively). By Q1 2012, the percentage of self-
employed males fell to 13.3%, whilst the percentage of self-employed females rose to 4.3%. However, the
rise for females was small and provides little indication that females were increasingly likely to be self-
employed from Q1 2006 to Q1 2012. These differences affect the occupational distribution as the self-
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employed, for both sexes, were more likely to be classified as senior managers, although often in very small
organisations, (13.8% for males and 17.8% for females in Q1 2012) and less likely to be classified as
professionals (11.4% for males and 13.1% for females in Q1 2012). Excluding the self-employed, the
percentages classified as ‘Managers and Senior Officials’ or in ‘Professional Occupations’ was 21.9% of
males and 20.9% of females in Q1 2006, a gender gap of 1.0 percentage point; a slightly wider gender gap
of 2.8 percentage points was evident in Q1 2012, where 28.8% of males and 26.0% of females, respectively
were classified as ‘Managers and Senior Officials’ or in ‘Professional Occupations’. Due to small sample
sizes, care should be taken with figures relating to the self-employed derived from LFS data.

Data from the Census 2001 for Northern Ireland and the Census 2011 for Northern Ireland presents a
somewhat similar distribution (see Table 3.7), although it should be noted that census data publications
define the working age population as 16-74 years old, so results are not fully compatible with the LFS
analysis conducted here. The census data suggests relatively more females than males in the combined
‘Managers’ and ‘Professionals’ categories in 2011, although the number of senior managers appears to
have declined for both sexes and the number of professionals increased for both; although more so for
females.

Table 3.7: Occupation group by gender — Census data* (Source: NISRA, 2011)

2001 2011
Male Female Male Female

Occupation (SOC10) % % % %

Manager, directors and senior officials 12.6 8.1 9.8 6.2
Professional occupations 10.1 11.1 14.1 20.4
Associate professional and technical 11.8 13.4 9.7 7.5
Administrative and secretarial 7.2 23.6 7.8 20.8
Skilled trades 25.7 3.2 243 3.0
Caring leisure and other services 1.8 12.7 2.7 16.4
Sales and customer service 3.7 11.7 6.8 13.5
Process plant and machine 15.5 4.1 13.5 2.0
Elementary occupations 11.6 12.0 114 10.2

* Based on a working age population aged between 16 and 74 years old.

Variation in median gross hourly pay across occupation groups for each sex is presented in Table 3.8. For
males and females, in Q1 2006 and Q1 2012 the top three hourly paid occupations were: 1. ‘Professional
Occupations’, 2. ‘Managers and Senior Officials’ and 3. ‘Associate Professional and Technical’. In all
occupation groups in Q1 2006 except ‘Professional Occupations’, males were higher paid per hour than
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females. This pay differential changed in Q1 2012, where males were higher paid per hour in all occupation
groups except for ‘Managers and Senior Officials’ and ‘Administrative and Secretarial’.

Table 3.8: Median gross hourly pay in each occupation group by gender (Source: LFS 2006, 2012)

Q1 2006 Q1 2012
Occupation (SOC10) Male Female Pay Male Female Pay
Gap* Gap*
Managers and Senior £12.50 £10.38 £2.12 £12.31 £12.66 -£0.35
Officials
Professional Occupations £13.85 £15.00 -£1.15 £16.84 £15.18 £1.66

Associate Professional and £11.33 £9.25 £2.08 £13.42 £10.13 £3.29
Technical

Administrative and £9.75 £7.63 £2.12 £8.05 £9.58 -£1.53
Secretarial

Skilled Trades Occupations £7.29 £7.00 £0.29 £7.69 £7.50 £0.19
Personal Service £8.65 £5.91 £2.74 £10.35 £7.00 £3.35

Occupations

Sales and Customer Service £8.90 £5.60 £3.30 £9.72 £6.84 £2.88
Occupations

Process, Plant and Machine £7.83 £6.34 £1.49 £7.50 £5.83 £1.67
Operatives
Elementary Occupations £5.50 £5.50 £0.00 £7.38 £6.25 £1.13

*Pay gap = male median gross hourly pay minus female median gross hourly pay

Qualifications

From Figure 3.10 it is clear that, relative to males, the qualification profile of females is better. In Q1 2006,
16.5% of females and 14.3% of males held a degree or equivalent (this category is composed of those with
higher degrees, NVQ level 5, first degrees and other degrees). By Q1 2012, the proportion holding a degree
or equivalent had increased for both sexes, to 20.3% and 18.0% for females and males respectively; this
increase was slightly greater for males, increasing the gender gap slightly in favour of females from 2.2 to
2.3 percentage points.

The proportion holding no qualifications was 21.6% for females 23.9% for males in Q1 2006 (only a small
gap of 2.3 percentage points). However, a wider gender gap began to develop from Q4 2006; by Q1 2012
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the proportion of females with no qualifications had fallen to 15.5%, while the proportion of males fell to
21.2%.

Qualifications are a key determinant of success in modern labour markets; in the UK, employees with a
degree earn, on average, 85.5% higher median hourly wages than those with GCSE level qualifications, who
in turn earn 7.0% more than those with no qualifications (Office for National Statistics, 2011b). Given the
trends outlined above, one would expect females to earn more per hour than males, for younger females
at least, as they are more likely to hold a degree and less likely to hold no qualifications. Indeed, this may
well explain the emerging pay gap in favour of females in Northern Ireland identified in a previous section
of this chapter. However, it should also be noted that the higher proportion of females with degrees is a
relatively recent phenomenon, and as different types of degrees are related to different earning levels,
current levels of degree holding cannot be straightforwardly connected to trends in overall pay (Ramsey,
2008).

Although the proportion of both males and females without qualifications has decreased, the proportion of
males without qualifications remains noticeably higher than for females. This is an important issue to
analyse and monitor, as a lack of qualifications is highly linked to low pay and unemployment inequalities
(see Dearden et al., 2006; Elliott et al., 2001). To combat inequality with regard to pay, it is important to
gain a greater understanding of factors contributing to educational inequalities in Northern Ireland, and the
relative role played by: variations at the school level; neighbourhood deprivation; and the legacy of conflict
(Ferguson and Michaelsen, 2013; Horgan and Monteith, 2009).

Figure 3.10: Percentage holding a degree and percentage with no qualifications by gender (Source LFS,
2006-2012)
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Transport

There is little difference between males and females regarding mode of travel to work and commuting
times. On average, male travel times to work were a little higher than for females, but only of the order of
two to four minutes. On average over the period 87.0% of males travelled to work by car, van or motorbike,
while for females this rate was 81.2%. On average, around 7.6% of males walked or cycled to work and only
4.4% used public transport; for females these rates were higher at 11.5% and 7.2% respectively. Research
has shown that females with child caring responsibilities in particular have low travel times (McQuaid and
Chen, 2012), suggesting that their responsibilities restrict the time they can spend commuting, and hence
they are likely to have more limited access to suitable job opportunities (ibid.).

Attitudes

In the NILTS (2006 and 2012) two questions were asked regarding gender attitudes: “Do you think women
are treated unfairly?” and “Do you think men are treated unfairly?” The vast majority of respondents,
including those who were in positions of influence as employers (large employers and senior managers),
did not think that there was unfair treatment of males or females. In 2010, only 4.6% (53 out of 1148) of
respondents thought that there was unfair treatment of females and even fewer (1.3%) thought that there
was unfair treatment of males (15 out 1185 people). For females this was a slight improvement on the 2006
response, in which 5.5% (64 out of 1166 people) perceived that females were unfairly treated. In 2010,
amongst the 20 large employers and senior managers, none thought females were unfairly treated and
only one thought males were unfairly treated.

These findings were supported by the findings of the 2011 Equality Awareness Survey (Equality Commission
for Northern Ireland, 2012), which found that there were slight rises in the percentage reporting positive
attitudes to males and females (positive feelings for males rose from 83% in 2008 to 87% in 2011 and
positive feelings for females rose from 85% to 88%). It was also reported in the Equality Awareness Survey
that hardly anyone thought either males or females were treated unfairly when compared to other equality
groups; the respective percentages were 1.5% and 4.4%. However, 69.1% of all respondents did report that
“we need more women in management positions in the workplace”.

With regard to transgender people 28% of respondents to the 2012 NILTS believed that transgender people
were ‘treated better than 5 years ago’ and 13% that they were ‘treated worse than 5 years ago’. Whilst
38% felt treatment was the same as it was 5 years ago it is important to note that we do not know whether
those respondents felt treatment 5 years ago was positive or negative; over a fifth (21%) did not know
about how transgender people were treated compared to 5 years ago.

The 2011 Equality Awareness Survey also contained questions on transgender persons. It found that
‘negative attitudes existed towards... transgender persons (22%)’. It also found that negative attitudes to
transgender people existed with regard to having a transgender person: as a work colleague (35% would
mind a little or a lot); a neighbour (40% would mind a little or a lot); and as an in-law (53% would mind a
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little or a lot). It would seem from these results that negative attitudes were more prominent when
relationships were closer (i.e. neighbour and in-law).

Policy responses to gender inequalities in employment

Much of the female gender inequality in employment relates to their status as mothers and the changes to
labour market participation after they have children. This is dealt with in Chapters 11 and 12, which
specifically examines employment inequalities for those with caring responsibilities.

However, the Northern Ireland Executive does look beyond childcare responsibilities to some of the issues
of discrimination and low pay identified in the literature review above. The Gender Equality Strategy for
Northern Ireland (Office of the First Minister and Deputy First Minister (OFMdFM), 2006) underpins the
Government’s efforts to tackle gender inequality. This sets out what it sees as its role in tackling gender
inequality, which consists of:

e improving and reviewing the effectiveness of anti-discrimination legislation and protections;
e achieving a balance between males and females in representation and participation;

e the use of gender mainstreaming?’ to identify structural inequalities and take action where
appropriate;

e the use of gender action measures®®, including positive action.

The Government also specifically acknowledges inequalities that males may face relative to females. For
example, the Department for Employment and Learning’s Audit of Inequalities and Action Plan for 2011-
2016 identified that higher education occupancy is 60% female, and as a result is trying to engage young
males by funding programmes that allow universities to develop partnerships in disadvantaged areas.

Improving policy responses to tackling gender inequalities in employment

The Gender Equality Strategy was accompanied by a set of gender equality indicators to measure the
position of males and females in Northern Ireland, and how this had changed since the publication and
implementation of the strategy. It is still quite early for data and commentary to identify whether this has
had an effect, given the lag involved in policy implementation, the collection of good quality data, and the
publication of results from these data. In 2011, OFMdFM published statistics on the gender equality
indicators suggesting that the period immediately following the strategy was characterised largely by
continuity in the slow pace of change that has been occurring for some time with respect to gender gaps

17 Gender mainstreaming is the practice of assessing the gender implications of government activity, such as
strategies, policies, legislation, data gathering and procedures.

18 The Office of the First Minister and Deputy First Minister ‘recognise clearly that treating men and women the same
—that is being ‘gender neutral’-is not the solution to eradicating gender inequality’ (pg. 15)..
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(Office of the First Minister and Deputy First Minister, 2011). Although there has been some convergence in
employment and pay, this convergence has been extremely slight in the case of some indicators, such as
the pay deficit experienced by females, and some of the educational deficits experienced by males, such as
the proportion gaining A-levels and progressing to higher education. The figures presented by OFMdFM
also have some evidence of divergence in the small amount of data available since the recession, for
example in males’ experience of unemployment and homelessness, for which their risk relative to females
is now even greater. OFMdFM acknowledges that it is impossible to quantify the contribution of the
strategy to levels or changes in these aggregate level statistics (Ibid., p5), and it is difficult to see how this
could be achieved.

Attempts to tackle gender inequality may be undermined by changes — or lack of changes — in other areas
of policy. A key factor that has been highlighted by female groups as responsible for holding females back in
the labour market is the lack of affordable, accessible and suitably flexible childcare, or any strategy to
bring such provision about (Women’s Resource and Development Agency, 2012a; 2012b; 2013; Women's
Support Network, 2012; 2013). Another area of concern is some of the proposed changes to employment
laws. The UK Government has a number of proposals to reform employment law, and although the
Northern Ireland Executive does not plan to mirror these exactly, it is undertaking its own review
(Department for Employment and Learning, 2012a). Some of the UK Government’s proposals could have a
negative impact on females, for example proposals to increase the qualifying period for unfair dismissal will
disproportionately affect those with shorter employment tenures, which females are more likely to have by
virtue of their labour market histories being interrupted to care for children (lrish Congress of Trade
Unions, 2012). Extensions to parental leave and flexible working, as per the recent EU Directive: Extension
to Parental Leave Entitlement, are also central to increasing families’ abilities to balance work with care
responsibilities (Northern Ireland Public Service Alliance, 2012), but it is not clear to what extent these will
be embraced in Northern Ireland, with the Department for Employment and Learning projecting costs to
the Northern Ireland government of up to £1.75m, and £100,000 in administrative costs for employers in
Northern Ireland, plus the additional cost of a likely increase in the number of employment tribunals
(Department for Employment and Learning, 2012b).

Both of these issues — childcare and employment law — relate mainly to the issue of females’ differential
participation in employment due to their role as primary carers. As previously stated the role of dependent
care in employment inequalities is discussed in Chapter 11.
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Summary

The key points from the analyses against the equality ground of gender are summarised below. A total of

seven inequalities were identified. These inequalities are presented in the table below; followed by a

summary of the Chapter’s findings.

Please note that due to a lack of data on transgender persons only males and females were included in the

data analysis.

Gender Inequalities in Employment:

Persistent or
Emergent?

> Negative attitudes towards transgender persons were reported both in

general and with regard to the labour market.

» Females had lower employment rates than males.

> Females had higher economic inactivity rates than males.

» Males had higher ILO unemployment rates than females:

(0]

From Q1 2008 to Q1 2012 males consistently had much higher rates
of ILO unemployment;

At Q1 2012 the male rate was twice that of females (6.8% compared
to 3.4%).

» Females had higher rates of part-time employment than males:

(0]

Females consistently had higher rates of part-time employment than
males between Q1 2006 and Q1 2012;

At Q1 2012 the proportion of females who worked part-time was
over four times greater than for males (38.5% compared to 9.2%).

> A high degree of horizontal segregation in the labour market, in respect to

industry sector employed, was observed:

(0]

(0]

Females were under-represented in five of the nine industry sectors;

Nearly three quarters of the female workforce were employed in
only two industry sectors ‘Administration, Education & Health’
(52.6% at Q1 2006 and 51.4% at Q1 2012) and ‘Distribution, Hotels &
Restaurants’ (21.9% at Q1 2006 and 22.0% at Q1 2012), whereas
male employment was more evenly distributed across the nine
industry sectors

> A degree of vertical segregation in the labour market, in respect to

occupation group employed, was observed:

Unknown given data

Persistent
Persistent

Emergent

Persistent

Persistent

Persistent
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0 Atboth Q12006 and Q1 2012, males were over-represented in the
highest level occupation group of ‘Managers and Senior Officials’,
compared to their share of the in employment population (i.e. over
54.9%"° and 53.3%%).

0 Occupation groups such as ‘Skilled Trade Occupations’ and ‘Process,
Plants and Machine Operatives’ employed a large proportion of the
male workforce and a low proportion of the female workforce 30.9%
and 14.5% compared with 2.9% and 2.4%, respectively at Q1 2006
and 24.1% and 10.5% compared with 2.3% and 1.9, respectively at
Ql2012.

0 ‘Administrative and Secretarial’ occupations accounted for 22.8%
and 21.4% of the female workforce in Q1 2006 and Q1 2012,
respectively, compared to 5.5% of the male workforce at both time
points. ‘Personal Service Occupations accounted for 13.9% and
16.8% of the female workforce at Q1 2006 and Q1 2012,
respectively, compared to 1.9% and 2.7%, respectively of the male
workforce. ‘Sales and Customer Service’ occupations also tended to
account for greater proportions of the female workforce at Q1 2006
and Q1 2012 (12.3% and 11.9%, respectively) compared to the
proportions of the male workforce accounted for (4.9% and 4.7%,
respectively).

Economic status

e Males consistently enjoyed higher employment rates than females between Q1 2006 and Q1 2012.

0 The employment rate for males fell between Q1 2006 and Q1 2012 (74.1% and 71.6%,
respectively) whilst that of females rose (64.6% and 67.3%, respectively).

e At Q1 2012, the proportion of females who worked part-time was over four times greater than the
proportion of males who worked part-time (38.5% and 9.2%, respectively); this remained relatively
constant between Q1 2006 and Q1 2012.

e Males were more likely to be ILO unemployed than females.

0 From Q1 2008 to Q1 2012 males consistently had much higher rates of ILO unemployment than
females. At Q1 2012, the male rate of ILO unemployment was twice that of females (6.8%
compared to 3.4%).

e Male were less likely to be economically inactive.

0 Female rates of economic inactivity, whilst showing a decrease from 33.7% in Q1 2006 to 29.3%
in Q1 2012, remained higher than the rates of economic inactivity for males, which was 21.4%
for both Q1 2006 and Q1 2012.

19 At Q1 2006, 54.9% of those in employment were male.
20 At Q1 2012, 53.3% of those in employment were male.
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0 The difference between male and female rates of economic inactivity remained fairly constant
at around 10.0 percentage points (this narrowed slightly in toward the end of the period of
interest).

The main reasons given for economic inactivity were broadly similar at Q1 2006 and Q1 2012:
0 Caring responsibilities for females

0 Long term sickness or disability for males.

Hours worked

Between Q1 2006 and Q1 2012, for those working full-time hours, males consistently worked more
hours per week than females. Males and females respectively worked 45 and 41.5 hours per week in
Q1 2006 and 45 and 42.5 hours per week in Q1 2012.

Wage rates

Male full-time workers were paid on average a gross weekly pay of £53 per week more than female
full-time workers between Q1 2006 and Q1 2012. This represents an average gender pay gap of just
over 16% over the period of investigation.

0 Data from the LFS suggests no pay differential at all at Q1 2012, although this is anomalous
with the surrounding data points, which suggest a trend of a continuing differential.

0 The ASHE Data suggests a narrowing but enduring gender differential in gross weekly pay for
full-time workers, which was £38.90 in 2012, with female average gross weekly pay at £440
compared to £479 for males.

Female part-time workers were paid on average £22 per week more than male part-time workers
between Q1 2006 and Q1 2012. This represents an average gender pay gap, in favour of females, of
20% over the period of investigation.

0 LFS data shows convergence between the sexes by Q1 2012.

0 ASHE data suggested a small and relatively stable gender pay gap for part-time workers in
favour of females of around £15 per week in 2012.

The ASHE data was utilised to compare median gross hourly wage rates by gender.

0 Among full-time workers, the gender pay gap narrowed, from 1.7% in favour of males in 2006
to just 0.3% in favour of males in 2012.

0 Among part-time workers, the gender pay gap switched from being in favour of males (4.2%) in
Q1 2006 to being in favour of females (11.5%) in Q1 2012.
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Industry sector and occupation employment

e Males were more likely to work in private sector employment than females (including self-employed).

0 This difference remained fairly constant between Q1 2006 and Q1 2012 at 21.3 percentage
points on average. In Q1 2012, 79.4% of males and 60.2% of females worked in the private
sector.

e A high degree of horizontal segregation was observed in the labour market in respect to the industry
sector employed; this showed little change between Q1 2006 and Q1 2012.

0 Females were under-represented in the ‘Agriculture and Fishing’, ‘Energy and Water’,
‘Manufacturing’, ‘Transport and Communication’, and ‘Construction’ sectors in both Q1 2006
and Q1 2012.

0 Over half of all female employment was concentrated into the ‘Public Administration,
Education and Health’ sector (52.6% at Q1 2006 and 51.4% at Q1 2012). Consistently, female
representation in this industry sector was higher than that for males (69.8% at Q1 2006 and
68.9% at Q1 2012).

0 Over a fifth of females were employed in ‘Distribution, Hotels and Restaurants’ (21.9% at Q1
2006 and 22.0% at Q1 2012).

0 Male employment was more evenly distributed across all industry sectors, with no single sector
employing more than 20.4% of employed males in either Q1 2006 or Q1 2012.

o A degree of vertical segregation existed in the labour market in respect to occupation group employed.
This showed little change between Q1 2006 and Q1 2012.

0 Atboth Q12006 and Q1 2012, a higher proportion of males than females were employed in the
highest level occupation group of ‘Managers and Senior Officials’ (64.5% and 63.2% of males,
compared to 35.5% and 36.8% of females, respectively). This was an over-representation
compared to their share of the in employment population (i.e. over 54.9%%! and 53.3%%2).

0 At both Q1 2006 and Q1 2012 males (11.4% and 10.2%, respectively), compared to females
(7.6% and 6.8%, respectively), were more often employed as ‘Managers and Senior Officials’.

0 At both Q1 2006 and Q1 2012 males (30.9% and 24.1%, respectively), compared to females
(2.9% and 2.3%, respectively), were much more often employed in ‘Skilled Trades’ occupations.

0 Males were also more often employed in ‘Process, Plant and Machine Operatives’ occupations
than females at both Q1 2006 (14.5% and 2.4%, respectively) and Q1 2012 (10.5% and 1.9%,
respectively).

0 At both Q1 2006 and Q1 2012 females, compared to males, were much more often employed
in: ‘Administrative and Secretarial’ occupations (22.8% and 5.5%, respectively at Q1 2006;
21.4% and 5.5%, respectively at Q1 2012); ‘Personal Service Occupations’ (13.9% and 1.9%,
respectively at Q1 2006; 16.8% and 2.7%, respectively at Q1 2012); and ‘Sales and Customer

2L At Q1 2006, 54.9% of those in employment were male.
2 At Q1 2012, 53.3% of those in employment were male.
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(0]

(0]

Service Occupations’ (12.3% and 4.9%, respectively at Q1 2006; 11.9% and 4.7%, respectively at
Q1 2012).

Therefore, occupation groups such as ‘Skilled Trade Occupations’ (92.7% in Q1 2006 and 92.3%
in Q1 2012) and ‘Process, Plants and Machine Operatives’ (88.1% in Q1 2012 and 86.3% in Q1
2012) were predominantly male in composition. Whereas, ‘Administrative and Secretarial’
(77.3% in Q1 2006 and 77.4% in Q1 2012), ‘Personal Service Occupations (85.6% in Q1 2006
and 84.7% in Q1 2012) and ‘Sales and Customer Service Occupations’ (67.3% in Q1 2006 and
69.0% in Q1 2012) were female dominated occupation groups.

The 2011 Equality Awareness Survey (Equality Commission for Northern Ireland, 2012) found
that 69.1% of all respondents reported that “we need more women in management positions
in the workplace”.

o Male self-employment decreased 3.0 percentage points between Q1 2006 and Q1 2012 (from 16.3% to
13.3%) whilst female self-employed remained low (3.9% and 4.3%, respectively).

Attitudes

e The 2011 Equality Awareness Survey (Equality Commission for Northern Ireland, 2012) found that

hardly anyone thought either males or females were treated unfairly when compared to other equality

groups; the respective percentages were 1.5% and 4.4%.

o Negative attitudes toward transgender persons were reported by 22% of respondents to the 2011

Equality Awareness Survey. In addition, 35% of respondents would mind having a transgender person

as a work colleague; 40% would mind having a transgender person as a neighbour; and 53% would

mind having a transgender person as an in-law.

Barriers and Enablers

e Much of the female gender inequality in employment relates to their status as mothers and the

changes to labour market participation after they have children.

e The Gender Equality Strategy for Northern Ireland (Office of the First Minister and Deputy First Minister
(OFMdFM), 2006) consists of:

(0]

(0]

Improving and reviewing the effectiveness of anti-discrimination legislation and protections;
Achieving a balance between males and females in representation and participation;
Gender mainstreaming® to identify structural inequalities and take appropriate action;

The use of gender action measures?, including positive action.

2 Gender mainstreaming is the practice of assessing the gender implications of government activity, such as strategies,
policies, legidation, data gathering and procedures.

2 Gender action measures include provisions such as ‘positive discrimination’ measures such as all-female shortlists for
election candidates.
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e The Government also acknowledges inequalities males may face relative to females.

0 The Department for Employment and Learning’s (DEL) identified that higher education
occupancy is 60% female. As a result DEL is trying to engage young males by funding
programmes that allow universities to develop partnerships in disadvantaged areas.

e The Gender Equality Strategy was accompanied by a set of gender equality indicators to measure the
position of males and females in Northern Ireland.

0 Statistics on the gender equality indicators suggest that the period immediately following the
strategy has been characterised by continuity in the slow pace of change (Office of the First
Minister and Deputy First Minister, 2011).

0 Convergence in employment and pay has been slight in the case of indicators such as the pay
deficit experienced by females, and educational deficits experienced by males.

0 There has been divergence in males’ experience of unemployment and homelessness, for
which their risk relative to females is now even greater.

e The lack of affordable, accessible and suitably flexible childcare has been highlighted as responsible for
holding females back in the labour market (Women’s Resource and Development Agency, 2012a;
2012b; 2013; Women’s Support Network, 2012; 2013).

e UK Government’s proposals to reform employment law could have a negative impact on females.

0 Increasing the qualifying period for unfair dismissal will disproportionately affect those with
shorter employment tenures, which females are more likely to have (Irish Congress of Trade
Unions, 2012).

Extensions to parental leave and flexible working, as per the recent EU Directive, are also central to
increasing families’ abilities to balance work with care responsibilities (Northern Ireland Public Service
Alliance, 2012), but it is not clear to what extent these will be embraced in Northern Ireland.
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Chapter 4. Age Inequalities in Employment

Introduction

This report provides a picture of patterns and trends in employment and non-employment in Northern
Ireland, establishing any key inequalities (data permitting) that are evident in Northern Ireland for each
equality ground as identified by Section 75 of the Northern Ireland Act 1998. This chapter provides
evidence of inequalities drawn from quantitative data (primarily from analyses of the Labour Force Survey)
which is supplemented by stakeholder interviews and literature review for this equality ground. It is
important to stress that no one individual belongs solely to one equality group, and that everyone has
multiple identities. Consideration was given to multiple identities where quantitative data was available
and allowed for meaningful analyses. Limited analyses across a range of multiple inequalities are reported
in Chapter 12. The distillation of the most substantive / overarching key employment inequalities (across all
equality grounds) in Northern Ireland are summarised in Chapter 13.

This chapter reviews how different age groups of the working age population in Northern Ireland fare in
relation to the labour market. Firstly the literature around this topic is considered, focusing on Northern
Ireland, but also considering sources from UK and wider international context. This is followed by a
summary of labour market trends, over the period 2006 to 2012, across a number of variables: economic
activity; hours worked; median gross wages; and occupation sector and type. In this analysis the effect of
the economic downturn, which became evident in 2008, is noted. There is also consideration of potential
barriers to accessing the labour market: qualifications held; access to transport; and attitudes towards
different age groups in the labour market. The chapter then considers the responses of policymakers and
various stakeholders to the issue of age inequalities in employment, and puts forth conclusions and
recommendations.

The main source of data for the analysis is the Quarterly Labour Force Survey (LFS), from 2006 to 2012, the
main advantage of which is that data is available on a quarterly basis making it more suitable for trend
analysis. The Annual Survey of Hours and Earnings (ASHE) (Department of Finance and Personnel Northern
Ireland, 2012) is utilised to provide supplementary information about wages. Information pertaining to
attitudes was drawn from the Equality Commission for Northern Ireland’s Equality Awareness Survey
(Equality Commission for Northern Ireland, 2012).

The general picture reported in this chapter is one of considerable labour market disadvantage facing
young people (those aged 18-24 years old). This group is considerably less likely to be in employment, and
although this is accounted for to some extent by the involvement of this group in full-time study, a high
proportion (around a fifth) of 18-24 year olds in Northern Ireland are not in any kind of employment,
education or training and the difference with older age groups is increasing. Younger workers also have
lower wages on average than their older counterparts, although this is likely to reflect their relative lack of
experience in conjunction with being less represented in high status occupations. In this report it is found
that the 50-64 years old age group experience some labour market disadvantage relative to the 25-49 years
old age group, although not to the same extent as 18-24 year olds. A key issue facing the 50-64 years old
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age group is one of negative stereotypes about older workers, and the perception that it is justified to deny
training and progression opportunities to those who are perceived as close to retirement. The 18-24 year
olds have also been affected by sector changes in occupations in Q1 2006 almost one quarter were
employed in the ‘Construction’ industry; by Q1 2012 this proportion had fallen to one sixth.

Literature review on age inequalities in employment

The literature suggests that the potential barriers and enablers to labour market participation, and the
effects of the economic downturn, vary between different age groups.

Previous research has suggested that the impact of the recession in Northern Ireland has been particularly
marked for those aged 18-24 years old in terms of its impact on the unemployment and economic inactivity
of this group (Bennett, 2010; McQuaid et al., 2010). Workers in the 50-64 years old age group are also less
likely to be in employment than average, and the differential — 8.6 percentage points in 2011 — is larger in
Northern Ireland than in the UK as a whole, for which the differential is 5.4 percentage points (Department
for Work and Pensions, 2011). However, the employment rate of 50-64 years old workers is increasing in
Northern Ireland; in 2011 it was 3.9 percentage points higher than its 2010 level of 55.3%, an increase not
seen in other regions of the UK over this period (Department for Work and Pensions, 2010).

Evidence from Great Britain (GB) suggests that workers aged 25-49 years old have better opportunities in
the labour market than those in the younger (18-24 years old) and older (50 years old and over) age groups.
For example, workers aged 25-49 years old have higher employment rates than those aged 18-24 years old
and 50-69 years old. In Q1 2009, the employment rate for workers aged 25-49 years old was 81%, for those
aged 18-24 years old it was 59.5%, and for those aged 50-69 years old, it was only 56% (Equality and
Human Rights Commission and Department for Work and Pensions, 2009). The 2011 Census for Northern
Ireland confirms the relatively lower level of employment among the 50-69 years old age group (49%)
compared with the 25-49 years old age group (76%) (NISRA, 2013a). An evidence review on pay gaps in the
UK (from the year 2000 onwards) also found that workers aged under 30 years old and over 60 years old
are paid less than those aged 30-60 years old (Metcalf, 2009). The drivers of this pay gap are unclear, but
could be due to: qualifications and skills between age groups; different levels of productivity or perceived
productivity linked to age; different rates of part-time working; and concentrations in low paying sectors
(Ibid.).

Youth unemployment

In Northern Ireland, 20.5% of 16-24 year olds are not in full-time education, government supported
training, or employment (known as “NEET”); this is slightly higher than the UK average of 19.2%, and
represents an increase of 59% since the year 2000 (Northern Ireland Executive, 2012). There is a lack of
data in Northern Ireland on young peoples’ transitions that would enable policymakers to truly understand
the characteristics of NEETs and how to help them. Fortunately, data from elsewhere in the UK can help to
illuminate the probable factors, which include: educational dropout; social, behavioural and attitudinal
problems; being in care or a young carer; drug or alcohol abuse; a criminal record; and poor health
(Northern Ireland Assembly Research and Library Services, 2009). However, the influence of some of these
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should not be overstated; in England, it is estimated that only 38% of young NEETs are characterised by
complex needs and barriers to participation, with the majority not experiencing any substantive barriers to
employment, and many taking time out of work or study by choice (Ibid.).

A significant number of young people in the UK do not make a successful transition from education into
employment, as the youth labour market has contracted and employers have frozen recruitment (Bynner et
al.,, 2002; Oxford Economics, 2010; Office for National Statistics, 2012c). The problem of NEETs is not
unique to Northern Ireland or the UK; this rise in youth unemployment has also been mirrored in the rest of
the Organisation for Economic Cooperation and Development (OECD) countries (Bell and Blanchflower,
2011) and reflects the experience of previous recessions. Until the 1970s in the UK, the unemployment
rates of young people were lower than those of other age groups. However, following the recessions of the
1980s and 1990s, young people found it increasingly difficult to find work (Bivand, 2012). In the 1990s
recession, those aged 18-24 years old were more affected than those aged 25 years old or older in terms of
their employment rate (Equality and Human Rights Commission and Department for Work and Pensions,
2009).

However, there are complexities when interpreting unemployment rates. More young people in the UK in
education now identify as unemployed, thus increasing the unemployment rate for that age group (Bivand,
2012). If one excludes students, currently the levels of unemployment among those aged 16-24 years old in
the UK are lower than the levels following the recessions of the 1980s and 1990s, as more young people
have entered full-time education — although they may still be looking for work to go alongside their studies
(Office for National Statistics, 2012a; 2012c). Underemployment (e.g. in terms of working less hours than
wanted or not using their skills fully) also needs to be considered, as those aged under 25 years old are
most likely to find themselves ‘underemployed’ (UK Commission for Employment and Skills, 2011; Trades
Union Congress, 2012b). In addition young people may be at risk of cycling between unemployment and
low paid work (Shildrick et al., 2010, Bivand, 2012).

The young people facing the greatest problems in finding work are those who obtain the fewest
qualifications at school. In Northern Ireland, there is insufficient data available to link the destinations of
school leavers to their individual characteristics (Department for Employment and Learning Northern
Ireland, 2010), but conclusions can be drawn about the link between academic attainment and subsequent
labour market outcomes from the information in the school leavers survey (NISRA, 2013d). This survey
shows the difference in outcomes between pupils leaving grammar and non-grammar schools. For those
leaving grammar schools (where almost two thirds leave with at least 3 A-levels at A*-C and almost all
obtain at least 5 GCSEs at A*-C), 72% go onto Higher Education and only 1.6% enter unemployment. For
those leaving non-grammar schools (where only 16% obtain A-levels at A*-C and 61% gain 5 GCSEs at A*-C),
the destinations are very different; only 20% go on to Higher Education, and 4.4% go into unemployment.
There are also large differences in the proportion classed as participating in ‘training’, which includes
government programmes aimed at disadvantaged young people; 1.5% of grammar pupils go on to
participate in training, compared with 18% of those from non-grammar schools. These figures suggest a
strong link between schooling (which is linked to a variety of factors) and outcomes at school, and
subsequent paths into and through the labour market. The Longitudinal Study of Young People in England
suggests that just 2% of the NEET group are those who managed to obtain at least 5 GCSEs at A*-C
(Department for Employment and Learning Northern Ireland, 2010).
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In the UK, those aged 16-24 years old are less likely to be unemployed if they leave school with A-levels
than if they only obtained GCSEs; 20.3% of 18 year olds with A-levels who are no longer in full-time
education are unemployed, compared with 26.6% of 18 year olds with GCSEs only (Office for National
Statistics, 2012a). Among those with the same level of qualification, unemployment is lower at the upper
end of this age bracket; for example, 12.8% of 24 year olds with GCSEs who are no longer in full-time
education are unemployed, compared with 25.9% of 16 year olds (lbid.). Unemployment is highest for
those in the UK who have recently left education (Office for National Statistics, 2012d). More generally,
those with lower levels of education are three times more likely to be unemployed or inactive than those
with a higher education (Gomes, 2009). The unemployment rates for 18-24 year olds with low levels of
skills and qualifications in the recent recession are much higher than those in previous recessions (Gregg
and Wadsworth, 2010). ‘Over-education’ has also become an issue in Europe — young people performing
jobs which require fewer skills than they have acquired in initial education (see Quintini and Martin, 2006).
This means that graduates may now be competing for job vacancies previously filled by those with a lower
level of qualification, further marginalising young people with low level skills.

Young people and job search

UK research has shown that there is a variety of mechanisms shaping the opportunities available to young
people. While it should not be assumed that post primary school pupils from disadvantaged areas have low
education and work aspirations (Sinclair et al., 2010; Kintrea et al., 2011), social and parental background
continues to play a role in the opportunities open to young people generally (MacDonald et al., 2005;
Schroeder et al., 2008). Parents especially play an important role in shaping young people’s aspirations
(Kintrea et al., 2011; Schoon and Parsons, 2002). Furthermore, a body of research (including work
undertaken in Northern Ireland) has shown that social networks and attachment to place may mean that
young people are limited in the opportunities for employment and training they believe open to them.
Those young people who have work experience may have broader horizons, looking at potential
employment in terms of the job itself rather than location (Green et al., 2005; Green and White, 2008;
Lindsay et al., 2005; MacDonald et al., 2005; White and Green, 2011).

Research on the job strategies of young people looking for work in England and Wales highlights the
intense competition for jobs and the disadvantage faced by those who do not have internet access and who
do not live near employers (Tunstall et al., 2012). Employers, especially small businesses, may still rely on
informal contacts to find new recruits; younger people do not necessarily have these contacts as these are
usually established over time. In addition others have found that employers often stress the importance of
experience and soft and generic skills (rather than qualifications), but young people do not have these
(Newton et al., 2005, UK Commission for Employment and Skills, 2012). A UK survey asking employers
about the work readiness of those recruited straight from education identified that most thought entrants
were well prepared, although perceptions of preparedness was lower for those recruited at 16 years old
compared to those recruited later on (17-18 year olds, those leaving Further Education and those leaving
Higher Education). However, it should be noted that only a minority recruit straight from education (UK
Commission for Employment and Skills, 2011).
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Finally, transport to work may be a problem for younger people, especially as they have less access to
private transport and jobs requiring, for instance, evening work may be difficult or expensive to reach.

Trends in the employment of older workers

More and more older people are continuing in employment for longer; the trend for early retirement has
declined since the 1990s (OECD, 2011). Across the EU Member States and the OECD, employment rates of
older workers (those aged 55-64 years old) have been less affected by the recession than is the case for
younger (aged 15-24 years old) and middle age (aged 25-54 years old) workers (European Foundation for
the Improvement of Living and Working Conditions, 2012). At the OECD level, compared to previous
recessions, older workers’ employment has not been as badly affected as other groups, or as much as older
workers had been affected by previous recessions (OECD, 2011). However, once older workers lose their
jobs they may find it more difficult to get back into the labour market, as the share of those aged under 50
years old who are long term unemployed is lower than among those aged 50 years old and over (Gregg and
Wadsworth, 2010).

While employers may take steps to retain older workers they may not to the same extent be seeking to
recruit older workers (McNair et al., 2007; Smeaton and Vegeris, 2009; Fuertes et al., 2013). In addition
older workers could face future declines in employment. Workers aged 55-64 years old are over-
represented in the public sector across the EU Member States and so are at risk from public spending cuts
(European Foundation for the Improvement of Living and Working Conditions, 2012). In Q1 2012 UK public
sector employment decreased for the tenth consecutive quarter with the largest decrease in local
government (Office for National Statistics, 2012b). While private sector employers in the UK have
continued to hire new staff, hence cushioning the effects of reduction in the public sector workforce, many
of those who move out of the public sector move into economic inactivity (which may mean that
unemployment as a result of public sector cuts is underestimated) (Brinkley, 2012).

Stereotypes and discrimination against older workers

The UK Government has sought to encourage later life employment through the introduction of age
discrimination legislation — such as the Employment Equality (Age) Regulations 2006, and scrapping default
retirement ages (HM Government, 2006; 2011; Nldirect, 2011). However, research has highlighted the
discrimination and stereotypes faced by older workers. Such stereotypes included the belief that older
workers are unwilling to change their ways or undertake new learning. A 2007 survey commissioned by the
Equality Commission for Northern Ireland, in response to the 2006 Regulations, found evidence that such
stereotypes are held in the population as a whole, although only a small proportion of older workers
reported personal experience of age discrimination (Equality Commission for Northern Ireland, 2008). A
total of 61% of respondents to the 2007 survey agreed that “older workers need younger colleagues for
their fresh ideas and energy”, suggesting some perception of older people as lacking energy and set in their
ways. Nearly a quarter (24%) said they would send a 30 year old man on a training course before a 55 year
old man, although over half (56%) said it would depend; this suggests some limited perception that it is not
worthwhile training older workers in new skills. Only 5% of those aged 65 years old and over perceived that
they had personally experienced age-related unfair treatment from their own employer. However, for 16-
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29 year olds the figure was double this at 10%, suggesting that discrimination may act against younger as
well as older workers. The 2011 Equality Awareness Survey (Equality Commission for Northern Ireland,
2012) also found the youngest age group (16-29 year olds) to be much more likely to perceive unfair
treatment at work (12%) than the group aged 65 years old and over (5%).

Research on this issue conducted in the UK (Loretto and White, 2006a; 2006b; Vickerstaff et al., 2008) and
beyond (Naegele and Walker, 2006) has also offered some evidence that negative stereotypes about older
people exist in the workplace. For example, older workers who remain in work may face inequalities such
as being less likely to participate in skills development and training, or indeed be offered the opportunity to
participate in skills development as perceptions may exist that they are less willing to train (McNair et al.,
2007, Johnson et al., 2009, Devins et al., 2011).

Research conducted on behalf of the Department for Work and Pensions (DWP) in England and Scotland
(Vickerstaff et al., 2008) has shown that many workers who are aged between 60 and 64 years old would
welcome the opportunity to work beyond the normal retirement age. However, older workers face a range
of barriers to employment including health, care giving responsibilities and financial circumstances. Older
workers therefore may want to follow different work patterns to those followed previously, for example
through flexible working, part-time working, self-employment or phased retirement (McNair et al., 2004;
CIPD, 2008). Indeed, older workers are more likely to stay in work longer if they have access to flexible
working (Vickerstaff et al. 2008). Older people may want to continue working but sometimes in different
occupations. However, some may feel too old to initiate change, and for others, employer attitudes and
ageism may not make change possible (Smeaton et al., 2009; McNair 2011). A review of the literature on
older workers (aged 60-64 years old) suggests that they may face disadvantages in employment
opportunities due to work design within organisations, as they desire less stressful working conditions
(Smeaton and Vegeris, 2009).

Recent trends in age inequalities in employment in Northern Ireland

Economic status

In Table 4.1 employment status by age group for Q1 2006 and Q1 2012 is presented. In this analysis 16 and
17 year olds were not included as these are transition years between school and work there was a great
deal of variability quarter to quarter.

For those aged 18-24 years old their employment over the period decreased by 17.9 percentage points,
from 65.0% in Q1 2006 to 47.1% in Q1 2012, while the employment rate of the older age groups increased.
Of those in work, those aged 18-24 years old accounted for 15.3% of those in employment in Q1 2006 and
only 10.0% of those in employment in Q1 2012. The 18-24 year olds had the highest rates of ILO
unemployment at Q1 2006 (6.3%) and Q1 2012 (10.3%). Their economic inactivity rates had also risen from
28.7% at Q1 2006 to 42.6% at Q1 2012. At both time points rates economic inactivity rates fell for those
aged 50-64 years old, who previously had the highest rates at Q1 2006 (36.2%) to less than the 18-24 years
old age group at Q1 2012 (29.2%).
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Table 4.1: Economic status and age (Source: LFS Q1 2006 & Q1 2012)*

Q1 2006 Q12012
Age In employment :JLr?empone d :E::;ti)vrzically Total In employment :JLr?empone d :E::;?vr:ically Total
Number
16-17 9204 1700 41243 52147 5576 1128 42465 49169
18-24 113219 10887 49988 174094 81334 17699 73576 172609
25-49 469132 15456 113837 598425 507050 29731 87591 624372
50-64 147014 4990 86075 238079 177398 8956 76948 263302
Total 738569 33033 291143 1062745 771358 57514 280580 1109452
Percentage of Population Category
16-17 17.7% 3.3% 79.1% 100.0% 11.3% 2.3% 86.4% 100.0%
18-24 65.0% 6.3% 28.7% 100.0% 47.1% 10.3% 42.6% 100.0%
25-49 78.4% 2.6% 19.0% 100.0% 81.2% 4.8% 14.0% 100.0%
50-64 61.8% 2.1% 36.2% 100.1% 67.4% 3.4% 29.2% 100.0%
Total 69.5% 3.1% 27.4% 100.0% 69.5% 5.2% 25.3% 100.0%
Percentage of Economic Status Category
16-17 1.2% 5.1% 14.2% 4.9% 0.7% 1.6% 14.9% 4.4%
18-24 15.3% 33.0% 17.2% 16.4% 10.0% 32.9% 26.1% 15.5%
25-49 63.5% 46.8% 39.1% 56.3% 66.2% 45.5% 32.3% 56.3%
50-64 19.9% 15.1% 29.6% 22.4% 23.1% 20.0% 26.7% 23.8%
Total 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 100.0% 100.0%

* Percentages may not sum to 100 due to rounding.
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Figures 4.1 to 4.4 display trends in economic status for different age groups within the Northern Ireland
working age population as previously defined i.e. 18-64 years old for males and 18-59 years old for females.
In each figure and in most tables in this chapter three age groups are represented: 18-24 years old; 25-49
years old; and 50-64 years old. The weighted LFS data shows trends over the period Q1 2006 to Q2 2012.

Employment

Employment rates for the working age population as a whole remained constant at 69.5% at both Q1 2006
and Q1 2012.

The employment rate of the 25-49 years old age group was consistently the highest of the three age groups
between Q1 2006 and Q1 2012 (78.4% and 81.2%, respectively). It is also evident from Figure 4.1 that the
employment rate of those aged 25-49 years old remained fairly constant over the period at around 80%;
considerably higher than the population average. Employment in the 50-64 years old age group was
consistently less than the employment rate in the 25-49 years old age group over the period of interest. In
Q1 2006 employment in the 50-64 years old age group was 16.6 percentage points less than the 25-49
years old age group at 61.8%, whilst at Q1 2012 the differential fell to 13.8 percentage points, with an
employment rate for the 50-64 years old age group of 67.4%. The employment rate for the 18-24 years old
age group was also consistently below that of 25-49 year olds; the employment rate was 65.0% in Q1 2006,
which was slightly higher than the 50-64 years old age group. However, since Q4 2008, a downward trend
appeared, and the employment rate of the 18-24 years old age group also fell consistently below those
aged 50-64 years old; in Q1 2012 the employment rate of the 18-24 years old age group fell below 50.0% to
47.1%, well below the population average.

Figure 4.1: Employment rate by age group (Source: LFS, 2006-2012)
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Part-time employment

The proportion of all those employed who worked part-time increased over the period of interest, from
19.5% in Q1 2006 to 23.1% in Q1 2012, an increase of 3.6 percentage points.

For both the 18-24 years old and 25-49 years old age groups, part-time working increased over the period
of review (Figure 4.2). In Q1 2006, 17.0% of the 25-49 years old age group worked part-time, and in Q1
2012 it was 20.7%, a slight increase with some fluctuation over the period. However, the increase in part-
time working among the 18-24 years old age group is particularly striking, increasing by as much as 14.3
percentage points from 22.8% in Q1 2006 to 37.1% in Q1 2012. For the 50-64 years old age group there was
some fluctuation over time, but little change between Q1 2006, when 22.1% of those employed in this age
group worked part-time, and Q1 2012, when the proportion was 20.9%.

Figure 4.2: Percentage of those employed working part-time by age group (Source: LFS, 2006-2012)
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Unemployment

ILO unemployment among the working age population as a whole increased over the period of interest,
from 3.1% in Q1 2006 to 5.2% in Q1 2012. Although ILO unemployment rose across all age groups, it is clear
from Figure 4.3 that this rise was experienced disproportionately by the 18-24 years old age group. For this
age group ILO unemployment was already twice the population average in Q1 2006, at 6.3%, and after a
slight drop in the latter part of 2006, it rose dramatically, peaking at almost 14.9% at the end of 2010
before falling slightly to 10.3% in Q1 2012. The 25-49 years old and 50-64 years old age groups saw some
increase from the second half of 2008, but their ILO unemployment rates remained below average over the
period. For those aged 25-49 years old, ILO unemployment was 2.6% in Q1 2006, and 4.8% by Q1 2012,
while for those aged 50-64 years old ILO unemployment increased from 2.1% in Q1 2006 to 3.4% in Q1
2012. The finding that ILO unemployment was experienced particularly badly amongst young people
supports the findings in the literature review.
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Figure 4.3: ILO unemployment rate by age group (Source: LFS, 2006-2012)
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In Q1 2006, 66.6% of ILO unemployed 50-64 year olds were classed as long term unemployed (i.e. had been
ILO unemployed for 12 months or more), compared with 38.2% of those aged 25-49 years old, and 20.1% of
those aged 18-24 years old. By Q1 2012, the proportion of ILO unemployed 50-64 year olds who were long
term unemployed had fallen to 55.8%, but had risen in the 18-24 years old and 25-49 years old age groups
to 28.3% and 53.4%, respectively.

Economic Inactivity

Economic inactivity rates among the working age population as a whole fell slightly over the period of
interest, from 27.4% in Q1 2006 to 25.3% in Q1 2012, a fall of 2.1 percentage points. Figure 4.4 presents the
trends in economic inactivity rates over this period by age group. As one would expect, economic inactivity
was higher for the 50-64 years old age group than the 25-49 years old age group, as some of this age group
may have been retired. Economic inactivity among the 50-64 years old age group was 36.2% in Q1 2006,
but fell slightly after 2008, and was 29.2% in Q1 2012 (which is linked to both increased employment and
unemployment). Economic inactivity in the 25-49 years old age group had been consistently lower than the
population average, falling slightly over the period from 19.0% in Q1 2006 to 14.0% in Q1 2012. Perhaps
surprisingly, since Q3 2011 the 18-24 years old age group showed a tendency to have the highest inactivity
rates since; this group saw a considerable increase of 13.9 percentage points over the period, from 28.7%
in Q1 2006 to 42.6% in Q1 2012.
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Figure 4.4: Economic inactivity rate by age group (Source: LFS, 2006-2012)
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Main reasons for not looking for work

Figure 4.5 shows the main reasons for not looking for work in the last four weeks, as reported by the
different age groups.

For the 18-24 years old age group, the most common reason for not looking for work (73.7% in Q1 2006
and 73.9% in Q1 2012 of the age group) was because they were still studying. However for those aged 25-
49 years old, caring responsibilities, being long-term sick or disabled were cited as the major reasons for
not looking for work. For those aged 50-64 years old, disability emerged as the main reason, looking after
family/home and early retirement appeared as other reasons for not looking for a job for this group.
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Figure 4.5: Main reason for not looking for work in the last four weeks by age group (Source: LFS, 2006
and 2012)
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Median gross weekly pay

Median gross weekly pay for all full-time workers was £346 in Q1 2006 and £385 in Q1 2012, a nominal
increase of £39 (11.3%) per week over the time period. The median gross weekly pay for the different age
groups for full-time workers is illustrated in Figure 4.6a. For the 25-49 years old and 50-64 years old age
groups, weekly pay levels were similar and showed a slight rise over the period. Those aged 25-49 years old
saw an increase from £367 per week in Q1 2006 to £385 in Q1 2012, and those aged 50-64 years old saw an
increase from £346 to £462 over the same period. The 18-24 years old age group had generally been paid
less than the population average; there was little change over the period of study for this age group, with
weekly pay at £248 in Q1 2006 and £280 in Q1 2012.
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Figure 4.6a: Median gross weekly pay for full-time workers by age group (Source: LFS, 2006-2012)
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For part-time workers, median gross weekly pay for all workers increased by £5 (4.3%), from £115 in Q1
2006 to £120 in Q1 2012. Figure 4.6b shows the median gross weekly pay for the different age groups for
part-time workers. Although this figure suggests a great deal of fluctuation of part-time wages over the
period of interest, care should be taken in drawing conclusions in this respect, as the sample size in each
qguarter of wage data for part-time workers may be quite small. As with the wages for full-time workers, the
data suggests comparable wages for the 25-49 years old and 50-64 years old age groups, with lower than
average wages for the 18-24 years old age group. Although it was difficult to identify any particular trends,
there may be some downward trend from Q3 2009 for the 18-24 years old age group, with some recovery
after Q3 2010.

Figure 4.6b: Median gross weekly pay for part-time workers by age group (Source: LFS, 2006-2012)
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Hours worked per week including overtime

With regard to the working age population as a whole, the median hours worked per week including
overtime remained the same at 44.0 hours per week in Q1 2006 and Q1 2012 for full-time workers but fell
slightly from 23.0 to 22.0 hours per week for part-time workers over the same period. Figure 4.7a shows
the median number of hours worked by each age group, for full-time workers.

Figure 4.7a: Median hours worked per week including overtime for full-time workers by age group
(Source: LFS, 2006-2012)
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Figure 4.7a suggests a tendency towards slightly longer working hours among the 25-49 years old age group
for full-time workers. In both Q1 2006 and Q1 2012, the average working hours for this group was 44 hours
per week, with a small amount of fluctuation between these two time points. At the start of the period,
both the 50-64 years old and 18-24 years old age group workers had a slightly lower average at 43 hours
per week, but since 2011 there seems to have been convergence, with 18-24 year olds working 44 hours
per week in Q1 2012 — the same as the 25-49 years old age group — and the 50-64 years olds working
slightly longer at 45 hours per week.

For part-time workers (Figure 4.7b), there were even fewer differences between the different age groups.
The most notable trend was towards lower than average hours for the 18-24 years old age group; in Q1
2006 this group worked on average 25 hours per week, similar to the other age groups, but by Q2 2010 this
had fallen to 10 hours, although some recovery to 20 hours per week was observed by Q1 2012. Many of
this age group were students, and their lower work hours are likely to reflect the fact that they may be
combining a part-time job with studying. There was little change over the period in the hours of part-time
workers in the 25-49 years old and 50-64 years old age groups. For 25-49 year olds, hours decreased
slightly, from 24.0 hours in Q1 2006 to 22.5 hours in Q1 2012, while for the 50-64 years olds there was a
slight increase from 23.0 to 25.0 hours per week over the same period.
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Figure 4.7b: Median hours worked per week including overtime for part-time workers by age group
(Source: LFS, 2006-2012)
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Median gross hourly pay

Median gross hourly pay for all full-time workers was £8.33 per hour in Q1 2006 and £9.87 per hour in Q1
2012, a nominal increase of £1.54 per hour over the period. Figure 4.8a shows the variation in hourly pay
rates over the period of interest for full-time workers in the different age groups. The 18-24 years old age
group had an hourly wage lower than average, which is unsurprising given that they have limited
experience, and pay scales generally reflect length of service. However, what is also notable is that this age
group seemed not to have experienced the same upward trend in hourly pay experienced by the 25-49
years old and 50-64 years old age groups. Hourly pay for 18-24 year olds was £6.53 in Q1 2006, and £6.94 in
Q1 2012, whereas hourly pay increased from £9.07 to £10.00 for 25-49 year olds and £8.33 to £10.93 for
50-64 year olds over the same period.

Figure 4.8a: Median gross hourly pay for full-time workers by age group (Source: LFS, 2006-2012)
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For part-time workers (Figure. 4.8b), median gross hourly pay for all workers increased by £1.05 (16.9%),
from £6.20 in Q1 2006 to £7.25 in Q1 2012. As with full-time workers, the 18-24 years old age group had
the lowest hourly pay among part-time workers, although the difference is less pronounced. In Q1 2006,
18-24 year olds working part-time had an average hourly wage of £5.40, and this had increased slightly by
Q1 2012 to £6.13. For part-time workers aged 25-49 years old, median hourly pay was £6.96 in Q1 2006
and increased slightly to £7.19 in Q1 2012, although the data suggests some fluctuation between these

time points. Part-time workers in the 50-64 years old age group saw some increase in hourly pay, from
£6.93in Q1 2006 to £9.45 in Q1 2012.

Figure 4.8b: Median gross hourly pay for part-time workers by age group (Source: LFS, 2006-2012)
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To highlight recent pay differentials, data on gross weekly pay, hours worked and median hourly pay is
taken from the ASHE, 2012 and shown in Table 4.2. The reporting age groups are different, but the picture

presented here is consistent with the figures used above and supports the idea that younger workers are
paid less.
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Table 4.2: Median gross weekly pay, median hours worked per week, and median hourly pay, by age

group and gender (Source: ASHE 2012, provisional figures)

All Male Female

Full-time Part-time Full-time Part-time
Median Weekly Gross Pay
All £360.20 £478.90 £139.00 £440.00 £153.80
18-21 years old £117.70 £244.00 £96.10 £240.90 £87.90
22-29 years old £308.70 £358.90 £133.60 £344.80 £139.80
30-39 years old £407.60 £480.30 £132.70 £458.60 £188.50
40-49 years old £427.80 £569.20 £170.60 £529.40 £176.10
50-59 years old £417.00 £559.70 £166.30 £477.50 £173.40
60+ years old £308.50 £489.70 £209.40 £430.60 £116.3

Median Total Hours Worked per Week

All 37.0 39.6 18.0 37.5 18.8
18-21 years old 20.0 37.0 16.0 37.9 13.9
22-29 years old 37.5 39.8 19.7 37.5 18.4
30-39 years old 37.1 40.0 16.0 37.3 20.0
40-49 years old 37.0 39.8 18.5 37.5 20.0
50-59 years old 37.0 39.0 17.9 37.3 20.0
60+ years old 32.5 39.0 19.9 36.6 15.0
Median Hourly Gross Pay
All £10.10 £11.50 £7.10 £11.40 £10.10
18-21 years old £6.10 £6.50 £6.10 £6.20 £6.50
22-29 years old £8.30 £8.90 £6.50 £8.80 £8.50
30-39 years old £11.10 £11.60 £7.50 £12.40 £10.90
40-49 years old £12.10 £13.60 £8.90 £13.90 £11.10
50-59 years old £11.50 £13.60 £8.50 £12.10 £10.70
60+ years old £9.70 £11.40 £9.30 £11.50 £9.28

61



Private sector employment

Employment in the private sector stayed fairly constant for the working age population as a whole over the
period of interest; it stood at 70.3% in Q1 2006 and 70.0% in Q1 2012. Figure 4.9 shows the proportion in
each age group employed in the private sector over the period of interest. As with the trend for the
population as a whole, the proportion of each age group employed in the private sector was fairly
consistent over the period. The 18-24 years old age group was more likely than the working age population
as whole to be employed in the private sector; private sector employment averaged at 86.4% for the 18-24
years old age group, compared with 68.2% and 64.9% for the 25-49 years old and 50-64 years old age
groups, respectively. In Q1 2006, 85.4% of 18-24 year olds were employed in the private sector, and this
was similar in Q1 2012 at 88.3%. Private sector employment was very similar for the 25-49 years old and
50-64 years old age groups; in Q1 2006 it was 68.4% for 25-49 year olds and 63.4% for 50-64 year olds, and
in Q1 2012 it was 68.8% and 64.6%, respectively.

Figure 4.9: Percentage in private sector employment by age group (Source: LFS 2006-2012)
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Industry sector

This section investigates the distribution of employment of the working age population by age group,
across industry sectors, examining the proportion employed and the median hourly gross pay by sector and
age group.

The distributions of the different age groups across industry sectors are laid out in Table 4.3. The industry
distributions for the 25-49 years old and 50-64 years old age groups are very similar, with the largest
proportion of these age groups employed in ‘Public Administration, Education and Health’ in both Q1 2006
(36.6% and 39.7%, respectively) and Q1 2012 (35.5% and 41.5% respectively). The largest proportion of 18-
24 year olds, on the other hand, were employed in ‘Distribution, Hotels and Restaurants’ in both Q1 2006
and Q1 2012 (34.2% and 37.6%, respectively).

62



The distribution across sectors within each age group remained broadly similar between the two time
periods, particularly for the 25-49 years old age group, for which virtually no change occurred. Since 2006
the distribution of the 50-64 years old age group employed in ‘Manufacturing’ has reduced by 4.8
percentage points while their distribution in employment in ‘Construction’ increased by 2.4 percentage
points. The distribution of the 18-24 years old age group employed in ‘Distribution, Hotels and Restaurants’
increased by 3.4 percentage points over the study period, while the proportion of those employed in
‘Manufacturing’ and ‘Construction’ fell by 2.8 and 2.1 percentage points, respectively.

At both Q1 2006 and Q1 2012, the 18-24 years old age group was over-represented (i.e. over 15.3%% at Q1
2006 and over 10.0%%*at Q1 2012) in three industry sectors in Q1 2012: ‘Distribution, Hotels and
Restaurants’; ‘Construction’; and ‘Other Services’. Those aged 25-49 years old were over-represented (i.e.
over 63.5%% at Q1 2006 and over 66.2%2% at Q1 2012) in four of the same industry sectors at both Q1 2006
and Q1 2012: ‘Manufacturing’; ‘Transport and Communication’; ‘Banking, Finance and Insurance etc.’; and
‘Public Administration, Education and Health’. In addition, those aged 25-49 years old were also over-
represented in the ‘Energy and Water’ industry sector at Q1 2012. Those aged 50-64 years old were over-
represented (i.e. over 19.9%% at Q1 2006 and over 23.1%*°at Q1 2012) in three of the same industry
sectors at both Q1 2006 and Q1 2012: ‘Agriculture and Fishing’; ‘Energy and Water’; and ‘Public
Administration, Education and Health’. Whilst those aged 50-64 years old were over-represented in
‘Manufacturing’ at Q1 2006, this was not the case in Q1 2012 where those aged 50-64 years old were over-
represented in two further industry sectors (than those already listed): ‘Construction’ and ‘Other Services'.

2 At Q1 2006, 15.3% of those in employment were aged 18-24 years old.
% At Q1 2012, 10.0% of those in employment were aged 18-24 years old.
27 At Q1 2006, 63.5% of those in employment were aged 25-49 years old.
2 At Q1 2012, 66.2% of those in employment were aged 25-49 years old.
2 At Q1 2006, 19.9% of those in employment were aged 50-64 years old.
30 At Q1 2012, 23.1% of those in employment were aged 50-64 years old.
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Table 4.3: Industry sector of employment by age group (Source: LFS, 2006 and 2012)

Q1 2006

Q1 2012

Sector (SIC2007)

A-B: Agriculture & Fishing

C,E: Energy & Water
D: Manufacturing

F: Construction

G-H: Distribution, Hotels &

Restaurants

I: Transport & Communication
J-K: Banking, Finance & Insurance etc.

L-N: Public Admin, Education &

Health

0-Q: Other Services

18-24

Row Column

Prop.%' Dist. %

4.5 1.0
16.4 0.9
11.6 10.8
24.9 16.7
26.4 34.2
11.6 3.7
15.9 10.1
8.0 18.0
18.6 4.7

25-49

Row Column

Prop.%' Dist. %2

55.6 2.9
60.2 0.8
66.1 14.6
56.5 8.9
56.4 17.2
70.4 5.3
66.6 10.0
68.6 36.6
62.8 3.7

50-64

Row Column

Prop.%' Dist. %>

38.1 6.3
234 1.0
22.3 15.7
14.1 7.1
14.9 14.5
18.0 4.3
16.9 8.1
23.3 39.7
17.3 3.3

18-24

Row Column

Prop.%' Dist. %>

7.6 2.1
6.3 0.7
6.5 8.0
16.6 14.6
19.8 37.6
6.9 3.4
8.7 9.1
5.4 18.2
15.0 6.4

25-49

Row Column

Prop.%' Dist. %>

50.3 2.2
69.9 1.2
73.3 13.9
58.8 8.0
61.5 18.1
75.3 5.7
71.4 11.7
67.2 35.5
55.7 3.7

50-64

Row Column

Prop.%' Dist. %>

37.5 4.6
23.9 1.2
20.2 10.9
24.6 9.5
16.9 14.2
17.8 3.8
19.9 9.3
27.5 41.5
26.4 5.0

1 Row: proportion within each sector of age class (e.g. in 2006 11.6% of the manufacturing sector were occupied by 18-24 year olds)

2 Column: distribution of age class group across sectors (e.g. in 2006 10.8% of 18-24 year olds worked in manufacturing)
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The median gross hourly pay in each industry sector for each age group, and the pay gap between age
groups, is displayed in Table 4.4. Note here that the estimates for several of the age sector combinations
are rather unreliable as a consequence of low sample sizes (see Appendix 5 Table A5.2), and should
therefore be treated with caution. For example, in Q1 2006, 50-64 year olds are indicated to have a median
gross hourly pay of £57.80; however, this is based on a sample size of only four; therefore, even where this
appears to be the largest, this figure will not be quoted with regard to pay gaps. Furthermore, caution
needs to be applied when considering the top three highest paid industry sectors, given that data was
available for one year of interest only for some industry sectors.

In Q1 2006, the top three highest paid industry sectors for the 18-24 years old age group were: 1.
‘Transport and Communication’; 2. Banking, Finance and Insurance’; and 3. ‘Construction’ and ‘Energy and
Water’. This picture changed somewhat in Q1 2012 to 1. ‘Public Administration, Education and Health’; 2.
‘Banking, Finance and Insurance’ and ‘Other Services’; and 3. ‘Construction’; therefore excluding ‘Transport
and Communication’ and ‘Energy and Water’ for which no figures were available in Q1 2012. The lowest
paid industry sector at both time points was ‘Manufacturing’.

The top three highest paid industry sectors in Q1 2006 for the 25-49 years old age group were: 1. ‘Energy
and Water’; 2. ‘Banking, Finance and Insurance’; and 3. ‘Agriculture and Fishing’. None of the highest paid
industry sectors from Q1 2006 remained in the top three in Q1 2012, although this is unsurprising with
regard to ‘Energy and Water’ as no figures were available for Q1 2012. For Q1 2012 the three highest paid
industry sectors were: 1. ‘Other Services’; 2. ‘Transport and Communication’; and 3. ‘Construction’ and
‘Public Administration, Education and Health’. The lowest paid industry sector in Q1 2006 was ‘Other
Services’, which became one of the top three highest paid industry sectors in Q1 2012. Conversely,
‘Agriculture and Fishing’ not only lost its top three highest paid positions in Q1 2006 but became the lowest
paid industry sector in Q1 2012.

Only one industry sector remained in the top three highest paid for the 50-64 years old age group between
Q1 2006 and Q1 2102, despite all being represented at both time points: ‘Other Services’. The Q1 2006 top
three highest paid industry sectors were: 1. ‘Energy and Water’; 2. ‘Banking, Finance and Insurance’; and 3.
‘Other Services’. This changed to: 1. ‘Construction’; 2. ‘Other Services’; and 3. ‘Public Administration,
Education and Health’ in Q1 2012. The lowest paid industry sector for Q1 2006 was ‘Distribution, Hotels
and Restaurants’, which due to an increase in median gross hourly pay lost its last place position in Q1 2012
to the ‘Agriculture and Fishing’ industry sector.

In Q1 2006 the largest pay gap between the 18-24 years old and 25-49 years old age groups was in ‘Energy
and Water’, but in Q1 2012 (note no figure was available for ‘Energy and Water’) this had changed to ‘Other
Services’ (both pay gaps were in favour of the 25-49 years old age group). The largest gap between the 18-
24 years old and 50-64 years old age groups in Q1 2006 was in ‘Banking, Finance and Insurance’, but in Q1
2012 the largest gap was in ‘Construction’ (both pay gaps were in favour of the 50-64 years old age group).
In Q1 2006 the largest pay gap between those in the 25-49 years old and 50-64 years old age groups was in
‘Other Services’, but by Q1 2012 the largest gap was in ‘Construction’ (both were in favour of the 50-64
years old age group).
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Table 4.4: Median gross hourly pay in each industry sector by age group and pay gaps between age groups (Source: LFS 2001 and 2012)

Q1 2006

Q1 2012

Sector (SIC20007)

A-B: Agriculture & Fishing
C,E: Energy & Water

D: Manufacturing

F: Construction

G-H: Distribution, Hotels &
Restaurants

I: Transport &
Communication

J-K: Banking, Finance &
Insurance etc.

L-N: Public Admin,
Education & Health

0-Q: Other Services

Median Gross Hourly pay

18-24
yrs old

n/a
£7.00
£4.60
£7.00

£5.50

£9.20

£8.40

£5.90

n/a

25-49
yrs old

£10.20

£20.10
£7.90
£9.10

£6.70

£8.50

£11.00

£9.80

£6.30

50-64
yrs old

n/a
£57.80
£8.30
£9.20

£5.60

£6.80

£13.10

£8.10

£9.80

25-49
yrs old -
18-24
yrs old

n/a
£13.10
£3.30
£2.10

£1.20

-£0.70

£2.60

£3.90

n/a

Pay Gap*

50-64
yrs old-
18-24
yrs old

n/a
£50.80
£3.70
£2.20

£0.10

-£2.40

£4.70

£2.10

n/a

50-64
yrs old -
25-49
yrs old

n/a
£37.70
£0.40
£0.10

-£1.10

-£1.70

£2.10

-£1.70

£3.50

Median Gross Hourly pay

18-24
yrs old

n/a

n/a

£5.90

£7.00

£6.10

n/a

£7.30

£8.00

£7.30

25-49
yrs old

£7.20
n/a
£7.90
£10.70

£8.40

£10.90

£9.60

£10.70

£11.40

50-64
yrs old

£5.90

£7.80
£10.90
£18.70

£9.90

£6.90

£8.30

£11.20

£12.30

25-49
yrs old —
18-24
yrs old

n/a

n/a

£2.00

£3.70

£2.30

n/a

£2.30

£2.70

£4.10

Pay Gap*

50-64
yrs old-
18-24
yrs old

n/a

n/a

£5.00

£11.70

£3.80

n/a

£1.00

£3.20

£5.00

50-64
yrs old —
25-49
yrs old

-£1.30
n/a
£3.10
£8.00

£1.50

-£4.00

-£1.30

£0.50

£0.90

* Pay Gap = median gross hourly pay in age group 1 minus median gross hourly pay in age group 2; n/a = No data available
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Occupation group

This section explores the distribution and proportion of each age group across occupation groups, and their
relative pay. Table 4.5 shows that:

e In Q1 2006, the most common type of occupation for all age groups was ‘Skilled Trades
Occupations’. This also remained the most common type of occupation for 50-64 year olds in Q1
2012.

e The stability of the 50-64 years old age group within ‘Skilled Trades Occupations’, and the
proportions employed in this occupation may reflect the different educational path of this cohort,
and the different nature of the labour market when they entered it as compared to the current
youngest cohort.

e At both Q1 2006 and Q1 2012 the 25-49 years old age group workers made up most employees
within all occupation groups. At both time points those aged 25-49 years old were over-
represented (i.e over 63.5%%” in Q1 2006 and over 66.2%2% in Q1 2012) in the top three highest
level occupation groups: ‘Managers and Senior Officials’; ‘Professional Occupations’; and
‘Associate, Professional and Technical’ occupations. In Q1 2012 the most common occupation of
the 25-49 years old age group was ‘Professional Occupations’ (20.9%).

e An over-representation (i.e. over 19.9%%* at Q1 2006 and over 23.1%° at Q1 2012) of those aged
50-64 years old was evident at both Q1 2006 and Q1 2012 in the highest level occupation group:
‘Managers and Senior Officials’. In addition, at Q1 2012 those aged 50-64 years old were over-
represented in two mid level occupation groups: ‘Administrative and Secretarial Occupations’ and
‘Skilled Trades Occupations’.

e Whilst at Q1 2006, the over-representation of those aged 25-24 years old in ‘Professional
Occupations’ was more pronounced than the over-representation of those aged 50-64 years old, at
Q1 2012 this had reversed; the over-representation of those aged 50-64 years old in ‘Professional
Occupations’ was more pronounced.

e Over a quarter (26.4%) of 18-24 year olds were employed in ‘Skilled Trades Occupations’ in Q1
2006. However, in Q1 2012 this was no longer the most common occupation for this age group,
with employment in this category falling to 18.1%, and being overtaken by ‘Sales and Customer
Services Occupations’ (22.8%) and ‘Elementary Occupations’ (20.2%).

e Despite the change in proportions within occupation groups for those aged 18-24 years old, at Q1
2006 and Q1 2012 this age group was over-represented (i.e. over 15.3%% in Q1 2006 and over
10.0%% in Q1 2012) in the same four mid to lower level occupation groups: ‘Skilled Trades
Occupations’; ‘Personal Service Occupations’; ‘Sales and Customer Service Occupations’; and
‘Elementary Occupations’. This is consistent with the position of this younger group at the entry
level of the labour market, or still completing their education.

The LFS also gives figures for those who are self-employed. In Q1 2006 the rate of self-employment was
11.6% for the 25-49 years old age group and 12.8% for the 50-64 years old age group. By Q1 2012, these
proportions had reduced by 1.4 percentage points for 25-49 year olds (10.2%) and remained the same for

50-64 year olds (12.8%). However, those aged 18-24 years old had a rate of self-employment in Q1 2006
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that was only 5.1%, and by Q1 2012 this had fallen 4.0 percentage points to 1.1%. Clearly the 18-24 years
old age group found it difficult to enter or sustain employment, either by working for someone or as self-
employed.
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Table 4.5: Occupation group by age group (Source: LFS, 2006 and 2012)

Q1 2006 Q12012
18-24 yrs old 25-49 yrs old 50-64 yrs old 18-24 yrs old 25-49 yrs old 50-64 yrs old

Row Column Row Column Row Column Row Column Row Column Row Column

Prop. Dist. %% | Prop. Dist. %> | Prop Dist. %> | Prop. Dist. %% | Prop. Dist. %> | Prop. Dist. %>
Occupation (SOC10) %! %! %! %! %! %!
Managers and Senior Officials 4.6 3.0 74.0 11.3 21.4 10.4 4.1 3.5 66.5 8.7 29.3 11.0
Professional occupations 8.7 7.1 71.9 13.8 194 11.9 4.1 7.5 74.1 20.9 21.8 17.6
Associate Professional and Technical 6.4 5.1 73.2 13.8 20.4 12.3 1.5 1.5 77.7 124 20.9 9.5
Administrative and Secretarial 11.9 10.5 69.3 14.5 18.4 12.3 6.9 8.7 64.5 12.6 28.2 15.7
Skilled Trades Occupations 21.8 26.4 55.1 15.8 20.6 18.9 13.4 18.1 54.3 114 323 19.4
Personal Service Occupations 20.1 9.8 59.6 6.8 19.1 7.0 15.3 13.9 63.3 8.9 20.1 8.1
Sales and Customer Service 34.3 18.8 50.8 6.6 10.1 4.2 29.0 22.8 59.5 7.3 10.2 3.5
Occupations
Process, Plant and Machine 8.7 5.2 63.9 9.1 27.4 12.4 6.2 3.9 70.2 6.9 23.6 6.6
Operatives
Elementary Occupations 21.9 14.2 55.2 8.4 21.8 10.7 18.0 20.2 61.9 10.8 17.2 8.5

1 Row: proportion within each occupation group of age class (e.g. In Q1 2006 4.6% of Managers and Senior Officials were 18-24 year olds)

2 Column: distribution of age class group across occupation groups (e.g. In Q1 2006 3% of 18-24 year olds were Managers and Senior Officials)
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Median gross hourly pay rates for each occupation by age group, and the pay gaps between the age groups,
are presented in Table 4.6. Note that small sample sizes compromise reliability in analysing the estimates
presented in Table 4.6, see Appendix 5 Table A5.2.

In Q1 2006, the top three highest paid occupations for the 18-24 years old age group were: 1. ‘Managers
and Senior Officials’; 2. ‘Process, Plant and Machine Operatives’; and 3. ‘Professional Occupations’. In Q1
2012 no figures were available for ‘Managers and Senior Officials’, the top three highest paid occupations
were: 1. ‘Professional Occupations’; 2. ‘Administrative and Secretarial’ and ‘Personal Service Occupations’;
and 3. ‘Skilled Trades Occupations’. The lowest paid occupation at Q1 2006 was ‘Associate Professional and
Technical’; no values were available for this occupation in Q1 2012, where the lowest paid occupation was
‘Process, Plant and Machine Operatives’ where median gross hourly pay reduced from £9.20 in Q1 2006 to
£5.60in Q1 2012.

For those aged 25-49 years old and 50-64 years old the top three highest paid occupations in Q1 2006
were: 1. ‘Professional Occupations’; 2. ‘Managers and Senior Officials’; and 3. ‘Associate Professional and
Technical’ occupations. For the 24-49 years old age group these remained the top three highest paid
occupations in Q1 2012; with the exception that ‘Managers and Senior Officials’ and ‘Associate Professional
and Technical’ occupations switched ranking. With regard to the 50-64 years old age group in Q1 2012 the
top two occupations remained the same; ‘Personal Service Occupations’ took third place in the rankings.
The lowest paid occupations for the 25-49 years old age groups were ‘Elementary Occupations’ in Q1 2006
and ‘Sales and Customer Service Occupations’ in Q1 2012. The lowest paid occupation for 50-64 year olds in
Q1 2006 was ‘Personal Service Occupations’; in Q1 2012 it was ‘Elementary Occupations’.

As might be expected given the trends in hourly pay identified above, pay gaps tend to be to the advantage
of the 25-49 years old age group, with the 18-24 years old age group most likely to have a negative pay gap.
The largest pay gap between the 18-24 years old age group and the 25-49 years old age group was for
‘Associate Professional and Technical’ occupations in Q1 2006 (£7.10), but by Q1 2012 this had changed to
‘Professional Occupations’ with an estimated pay gap of £9.70. The largest pay gap between those in the
18-24 years old age group and those in the 50-64 years old age group was in ‘Associate Professional and
Technical’ occupations in Q1 2006 and in ‘Professional Occupations’ in Q1 2012. In Q1 2006, the largest pay
gap between the 50-64 years old and 25-49 years old age groups was also in ‘Associate Professional and
Technical’ occupations, although this was to a much lesser extent than those reported above; 50-64 year
olds were £3.70 better off. In Q1 2012, although the largest pay gap (£3.90) was still in ‘Associate
Professional and Technical’, the direction of the gap had reversed in favour of the 25-49 years old age

group.
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Table 4.6: Median gross hourly pay in each occupation group by age group and pay gaps between age groups (Source: LFS 2006 & 2012)

Q1 2006

Q1 2012

Median Gross Hourly pay

18-24 24-49 50-64 25-49 -
yrs old yrs old yrs old 18-24

Occupation (SOC 10) yrs old
Managers and Senior £9.80 £10.40 £13.70 £0.60
Officials

Professional occupations £8.20 £15.10 £15.00 £6.90

Associate Professional and £2.70 £9.80 £13.50 £7.10
Technical

Administrative and £7.30 £8.10 £8.20 £0.80
Secretarial

Skilled Trades Occupations £7.00 £7.50 £8.30 £0.50

Personal Service £5.70 £7.60 £5.60 £1.90
Occupations

Sales and Customer £5.50 £7.50 n/a £2.00
Service Occupations

Process, Plant and £9.20 £7.80 £7.00 -£1.40
Machine Operatives

Elementary Occupations £5.10 £5.80 £6.30 £0.70

Pay Gap*

50-64—
18-24
yrs old
£3.90

£6.80

£10.80

£0.90

£1.30

-£0.10

n/a

-£2.20

£1.20

50-64-
25-49
yrs old
£3.30

-£0.10

£3.70

£0.10

£0.80

-£2.00

n/a

-£0.80

£0.50

Median Gross Hourly pay
18-24 24-49 50-64
yrs old yrs old yrs old

n/a £12.30 £12.20

£8.00 £17.70 £16.70

n/a £12.50 £8.60

£7.30 £9.60 £10.10

£6.60 £7.80 £7.70

£7.30 £7.20 £10.50

£6.10 £6.90 £9.90

£5.60 £7.50 £7.80

£6.10 £7.50 £6.50

25-49 -
18-24
yrs old

n/a

£9.70

n/a

£2.30

£1.20

-£0.10

£0.80

£1.90

£1.40

Pay Gap*

50-64 —
18-24
yrs old

n/a

£8.70

n/a

£2.80

£1.10

£3.20

£3.80

£2.20

£0.40

50-64-
25-49
yrs old
-£0.10

-£1.00

-£3.90

£0.50

-£0.10

£2.30

£3.00

£0.30

-£1.00

* Pay Gap = median gross hourly pay in one age group minus median gross hourly pay in another (as defined in column headings); n/a = No data available
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Qualifications

Figure 4.10 clearly shows that people in the 50-64 years old age group had a higher likelihood of having no
qualifications; however, this differential decreased over time. In Q1 2006, 40.2% of those aged 50-64 years
old had no qualifications, but by Q1 2012 this had fallen to 29.8%. There was also a decrease in the
proportion of those in the 25-49 years old age group with no qualifications, but it was much smaller, from
17.6% in Q1 2006 to 13.5% in Q1 2012. The 18-24 years old age group did not see much change overall over
this period; although some fluctuation was evident, the proportion with no qualifications was 11.7% in Q1
2006 and 10.7% in Q1 2012. However, results for this age group should be considered with caution as many
may still be completing education and possibly in the process of obtaining a qualification or degree.

Figure 4.10 Percentage with no qualifications by age group (Source: LFS, 2006-2012)
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Transport

There is little variation in travel to work times: on average those aged 18-24 years old travelled a little over
21 minutes; those aged 25-49 years old travelled longest for around 23 minutes; and those aged 50-64
years old travelled for around 22 minutes. The main travel mode to work by age group is displayed in Table

4.7.
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Table 4.7: Travel to work mode by age group (Source: LFS, 2006 and 2012)

18-24 yrs old 25-49 yrs old 50-64 yrs old
% % %
2006 2012 2006 2012 2006 2012
Car, van, or motorcycle 76.4 61.8 86.5 88.3 83.9 86.0
Walk or bicycle 15.7 25.5 7.9 7.7 10.5 7.5
Public transport 7.9 12.7 5.6 3.9 5.7 6.5

At both Q1 2006 and Q1 2012, private motorised transport (i.e. car, van or motorcycle) was the main mode
of travel to work for all age groups. However, the 18-24 years old age group was less likely to use this form
of transport than the 25-49 years old and 50-64 years old age groups at both Q1 2006 (difference of 10.1
and 7.5 percentage points, respectively) and Q1 2012 (difference of 26.5 and 24.2 percentage points,
respectively). Consequently, the 18-24 years old age group walked, cycled and used public transport more
than the other age groups. A lack of access to private transport may restrict the job opportunities to which
this group have access, and this might help to explain some part of the younger group’s lower employment
rates.

Attitudes

In the 2011 Equality Awareness Survey (Equality Commission for Northern Ireland, 2012), age was the
second most common response when respondents were asked what they felt was the important equality
issue, although the question was asked in a general sense rather than specifically related to employment
inequalities. Respondents were also asked, again in general, how positive or negative they felt towards
particular groups. A total of 77% reported a positive feeling towards young people (aged under 25 years
old) and only 5% reported a negative feeling towards this group, and feelings towards older people (70
years old and over) were even more positive, at 81% positive and 4% negative.

The survey included some direct questions about unfair treatment at work. Some 10% of respondents
thought that people under 25 years old were treated unfairly in general (5% said this group were treated
the most unfairly — a decrease of 1 percentage point since 2008), and of these, 40% said that this unfair
treatment occurred at work, suggesting a low perception of unfair treatment at work. Although 15%
thought that people aged 70 years old and over were treated unfairly, this was more likely to be in relation
to access to public services. A total of 12% of those aged 16-29 years old and 5% of those aged 65 years old
and over reported personal experience of unfair treatment at work.
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Stakeholder views on age inequalities in employment

Stakeholders3! highlighted education as a key barrier for young people trying to enter the labour market.
Young people not in employment, education or training (NEETs) tend to leave school with few qualifications
and poor standards of basic literacy and numeracy. The problem is reported to begin with a lack of school
readiness at the start of primary school, leading to a long lasting impact that this has on pupils’ experience
of the education system.

However, although a lack of qualifications has an impact on the job opportunities open to school leavers,
the problem is not just a simple lack of qualifications on paper, but also the factors associated, or perceived
by employers to be associated, with their failure to obtain any. Low attainment is associated, among other
things, with socio-economic disadvantage and chaotic family backgrounds. Outcomes are particularly poor
for those who have been in the care system, particularly residential care; their unstable upbringing means
care leavers also have a higher likelihood of having mental health issues or addiction problems (Mallon,
2005).

Another issue is engagement with the youth justice system and the on-going impact of this. The rise of
criminal background checks as part of recruitment processes means that a person’s past record can have an
impact on their job prospects throughout their working life. A criminal record makes it difficult to get a job
within Northern Ireland, and also makes it harder to take advantage of opportunities to emigrate to
countries such as Canada and Australia that have many relatively low skilled, high paid jobs in certain
sectors such as mining.

Stakeholders believed that the increase in the proportion of young people who are NEET was notable after
the year 2000, well before the present economic downturn, and therefore the root causes of the problem
pre-date the recession. However, that is not to say that present conditions are not making it harder for
young people to enter the labour market. As more experienced workers, and those who do have
qualifications, are losing their jobs, they are downshifting into the kind of jobs that might traditionally have
been taken by a school leaver with few formal qualifications, such as entry level retail and hospitality work.
Increasing casualization and part-time working also makes it difficult to establish a strong employment
history, which further damages future employment prospects. The economic downturn has also
accelerated the decline of industries that less academic young males might previously have pursued
vocational paths in, and fewer employers are able to offer apprenticeships. Young males leaving school may
find themselves unable to pursue the occupations they wanted to, such as joinery or bricklaying, and find it
difficult to identify an alternative. They are less likely to contemplate non-stereotypical alternatives unless
specifically encouraged to do so, but such encouragement is not always forthcoming from parents, teachers
or peers. At this stage it is difficult to determine if some of these changes are purely cyclical (and will
reverse when the economy becomes more buoyant) or whether they represent long term structural
changes.

31 While providing very useful insights, the number of stakeholders interviewed was limited, so conclusions from these
interviews need to be treated with some care.
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Young people in rural areas in particular face a lack of opportunities, particularly with the decline of
industries such as construction, although they also face less competition for the opportunities that do exist
than their urban counterparts. However, a key problem for rural youth is transport to access employment
or training. Even if they can afford to cover fares, or are participating in a programme that covers such
costs, there may not be public transport at suitable times. High car insurance costs for young people (in
addition to the high cost of fuel) also makes driving a less accessible option; the location of some jobs are
often easier to access by car. For a programme to successfully recruit and retain young people, it may be
necessary to improve access to different means of transport.

Policy responses to age inequalities in employment

The Northern Ireland Executive’s overarching strategy for tackling the issue of young people not in
education, employment or training (NEETs) is Pathways to Success®?, which was launched in May 2012. The
starting point for the strategy is that being NEET is caused by personal and social factors more than the
prevailing economic conditions, and it stresses early year’s provision, family support and educational
outcomes as the key solutions to this, as well as more effective multi-agency working across the sector. The
strategy also outlines a number of measures that will be necessary to support its implementation; these
include better childcare provision, better transport and access for young people in rural areas,
opportunities for creative and sporting activities, and reintegration of young people with experience of the
criminal justice system or at risk of becoming involved. There is also a Collaboration and Innovation Fund®,
to fund initiatives that help meet the strategy’s objectives.

Pathways to Success was devised in conjunction with the NEET Strategy Forum. This forum is comprised of
organisations that work with NEET young people, and allowed them to have input into the work of the
inter-departmental group in government who were developing the strategy. Post-publication of Pathways,
this forum will continue to exist, in order to facilitate the collaborative approach that the strategy aims for,
allow for continued representation of young people, and to oversee implementation. It is too early to draw
any conclusions about the success or otherwise of the strategy as it is very much in its infancy; stakeholders
consulted in the course of preparing this report are optimistic that it is a move in the right direction,
although they expressed some doubts over the efficacy of any such strategy in a time of weak labour
demand (see below).

While various policies were targeted at the disadvantaged young (e.g. NEETs) particularly, it was argued by
policy stakeholders consulted in the course of this research that most employability programmes were
‘equalities blind’ in that all people can apply for most of them. However, this ignores that the way some
programmes are marketed or implemented may discourage certain groups from applying or remaining in a
programme. Examples of employability programmes aimed specifically at young people in Northern Ireland
are:

32 http://www.delni.gov.uk/es/index/successthroughskills/pathways-to-success.htm
33 http://www.delni.gov.uk/collaboration-and-innovation-fund
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e Training for Success® guarantees a training place to 16 and 17 years old school leavers, with
support to keep participants engaged; enhanced training fees and disability supplements are paid
to training suppliers to provide any additional resources needed. Eligibility for this is extended up to
age 22 years old for those with a disability, and up to age 24 years old for those leaving care.*®

e Youth Employment Scheme® is aimed at those aged 18-24 years old. This programme initially
focuses on employability skills and additional support needed to become work ready, and then
offers work experience in charitable, private or social economy organisations, followed by longer
placements that allow participants to gain qualifications while they work. Employers are offered
subsidies to take on young people in this final stage.

For 16-19 year olds who stay in school, go to FE College, or participate in Training for Success, an Education
Maintenance Allowance® is available. This scheme has existed since 2004, and is currently a means tested
payment of up to £30 per week. From the start of the academic year 2013/14, the scheme will operate
slightly differently, reducing coverage to the most disadvantaged families, with the £10 and £20 bands
withdrawn and the annual bonus reduced from £300 to £200.38

There are also some programmes aimed at encouraging older people to re-enter or remain in employment,
such as Step Ahead 50+*°, which provides temporary employment to those aged 50 years old and over who
have been claiming benefit for one year or more, in order to provide them with recent work experience and
a recent job history.

Improving policy to tackle age inequalities in employment

Stakeholders had a cautiously positive response to the Government’s NEET strategy. On the positive side, it
was agreed that such a strategy was much needed, and the youth sector had not necessarily been very
effective in the past, particularly statutory programmes, which had a high dropout rate. The move towards
more collaborative working was welcomed, and it was also deemed to be positive that the strategy has
been (and its implementation continues to be) steered by a strategy group drawn from across the sector. It
is also important that the strategy is cross-departmental, as no single department can tackle the issue
within its own remit. It was certainly apparent that many of the issues raised by stakeholders around the
causes of NEET seem to be at least acknowledged in the strategy.

34 http://www.delni.gov.uk/trainingforsuccess

35 The European Union has strongly supported the concept of a Youth Guarantee: "Youth guarantee'
http://eur-lex.europa.eu/LexUriServ/LexUriServ.do?uri=COM:2012:0729:FIN:EN:PDF

36 http://www.delni.gov.uk/youthemploymentscheme

37 http://www.nidirect.gov.uk/education-maintenance-allowance-ema

38 DEL Oral Statement: Future of the Education Maintenance Allowance, Tuesday 12 February 2013.
39 http://www.delni.gov.uk/es/stw-step-ahead-50
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However, some caution was also expressed. Firstly, no matter how effective the strategy is, there is unlikely
to be a substantial fall in the proportion of NEET young people without the economy picking up as the lack
of suitable jobs is an issue. Secondly, the aims of the strategy are in some ways contrary to the wider
direction of policy under welfa