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1 Introduction 

Age Action thanks the Committee for the opportunity to speak to you today. I am Camille 
Loftus, Head of Advocacy and Public Affairs, and I am accompanied by our Policy and Public 
Affairs Officer, Jennifer Brown. 

We will focus our remarks on the issue of retirement. 

2 Repeal of Pre-Retirement Allowance 

Age Action supports repeal of the Pre-Retirement Allowancei. It is a legacy of a time of high 
unemployment, when ageism towards older workers was perhaps more accepted. 

We oppose mandatory retirement and support the goals of the Roadmap for Pension 
Reformii and argue that better supports are needed to enable longer working livesiii. 

3 Older workers in the labour market 

More older people do want longer working livesiv: over 135,000 people aged 65 or older were 
working at the end of 2025; this number has more than doubled in the past decadev.  

We are Ireland’s leading advocacy organisation promoting equality for us all as we age.

We are on a journey to create change in Ireland by building an inclusive and age-
positive society. We make our vision a reality through advocacy, DIY services in
people’s homes, and education. Everything we do ensures older people’s rights are
respected, their voices heard, and their contributions celebrated. We lead the fight in
challenging ageism, promoting everyone’s agency in older age and finding solutions to
the disadvantages we face as we grow older in Ireland.

We are a national not-for-profit organisation, servicing the needs of older people in
every county in Ireland, with offices in Dublin, Cork and Galway.

The challenges we faces as a society are clear and unavoidable. But the solution is
within our grasp.

Age Action
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Figure A: Number of people aged 65 and older in employment, by sex 

This trend is driven by both by the growth in the older population, as well as increased 
appetite for longer working lives. 

15.7% of older people are labour market active – either working, or actively seeking work – 
an increase of 55% over the last decade. Participation is higher among older men (22.5%) 
than women (9.5%), but is increasing among older women at twice the rate of that for menvi.  

Figure B: Participation rates of people aged 65 and older, by sex 

It should also be noted that workers in the 55+ age group have the lowest rate of health-
related work absencesvii.  

Figure C: Health related absences from work, by age group 

 

At Age Action, we receive a growing volume of queries from older people who want to keep 
working. Some because they need the income, fearing an inadequate pension; some to earn 
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enough social insurance contributions to qualify for a State Pension; others because they 
enjoy work and feel that they can still make a valuable contribution.  

4 Code of Practice on Longer Working 

The 2017 Code of Practice on Longer Workingviii provides guidance on principles and best 
practices for workplace engagement in the run up to retirement, recognising that age positive 
workplaces can “deliver greatest value” to businesses. 

However, although the Code has been in place for nearly ten years, many older people report 
to Age Action that they feel their strong work performance is not valued. 

4.1 Objective justification for compulsory retirement 

Compulsory contractual retirement ages must be capable of objective justification, both by 
a legitimate aim, and evidence of appropriate and necessary means of achieving that aim. 
However, the Code’s criteriaix for a ‘legitimate aim’ can be perceived as ageist. For example, 
compulsory retirement to create opportunities for younger workers, or to create a balanced 
age structure, appears outdated in the context of a tight labour market in which employee 
‘churn’ is comparatively highx. Similarly, many older workers have no “capability issues”, and 
where these arise, they can be addressed via normal supervision and employee management 
processes. 

4.2 Retirement process 

The Code aims to ensure employees can make informed choices about retirement, and 
recommends that employers ensure workers are aware of the company’s retirement 
procedures, sets out recommended process to manage retirement, and suggests best 
practices to support employees in planning for retirement.  

However, in our experience many older people are unaware of their company’s retirement 
procedures, and the practice set out in the Code. Procedures can be difficult for employees 
to negotiate, particularly lower skilled and/or paid employees who do not have access to 
representation. 

For example, from the queries Age Action receives, workers have often not been advised of 
retirement procedures within in 6-12 months of their retirement date. They are not offered 
face-to-face meetings to explore retirement options. They do not know that requests to 
work past retirement age should be submitted at least three months prior their compulsory 
retirement date.  

Many older workers are simply informed that there is a compulsory retirement age, without 
serious consideration of how longer working lives could be facilitated, leaving workers feeling 
unvalued, and depriving workplaces of developed skills and experience.  

What constitutes objective justification is often not clear to employers either and some may 
apply a compulsory retirement age to protect themselves from the risk of discrimination 
casesxi. 

Age Action supports longer working lives for those who want them, and believes the Code 
is overdue review and updating, considering changed labour market conditions, and evolving 
case law. 
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5 Employment services for older workers 

Older workers who pursue alternative employment can find the modern job search 
experience very different to when they last looked for a job, particularly if they retired 
following long service. There is nowhere for them to turn for advice or support in this regard.  

Age Action recommends that a tailored service for older workers (including access to 
training where appropriate) to support those who want them to achieve longer working lives.  
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Notes:  
i We note that the scheme has been closed to new applicants since 2007, and there are 
currently no recipients of this payment.  
ii A Roadmap for Pensions Reform 2018 - 2023. p.37:  
“Government is determined to alter perceptions around retirement age and support a 
positive ageing environment, where older people are, to the greatest extent possible, 
encouraged and facilitated in working, if they wish to, beyond the ‘normal’ retirement age. 
Greater flexibility around working and retirement decisions will empower older people. It will 
allow them to optimise their own arrangements in a way that can improve their financial 
retirement readiness. It will enable our society to continue to benefit from the skills and 
experience of our older workers and it will help sustain the viability of the wider pension 
system”. 
iii Age Action welcomed the Employment (Contractual Retirement Ages) Act, 2025, which 
implemented the Pensions Commission recommendation to align contractual retirement 
ages with the minimum State Pension age. The Act addresses a problem whereby workers 
could be contractually retired at age 65, but unable to qualify for a State Pension until age 
66. 
iv Data from CSO Older Person’s Information Hub, Employment. Available at: 
https://www.cso.ie/en/releasesandpublications/hubs/p-
opi/olderpersonsinformationhub/employment/  
v The number of older people working has increased by increased by 43% since 2020. 
There are more than twice as many older men (91,900) in employment as women (43,400). 
Many older people who choose to remain in work after age 65 reduce their working hours, so 
older workers average 31.6 working hours per week, compared to 35.5 hours for all workers 
aged 15 and older). 
vi Over the last decade, women’s participation has increased at double the rate of men’s (86% 
compared to 42%). 
vii Older people (along with those age 35-44) tend to have a higher number of days absent, at 
19 days, compared an average across all age groups of 16 days. 
viii SI no. 600 of 2017 Industrial Relations Act 1990 (Code of Practice on Longer Working) 
(Declaration) Order 2017 
ix The criteria set out in the Code are:  

• Retiring older workers to create opportunities for younger workers (intergenerational 
fairness) 

• To support motivation and dynamism through the increased prospect of promotion; 
• Creation of a balanced age structure in the company’s workforce 
• Avoiding capability issues with older employees 
• Succession planning 

x CSO data (JCQ01 Job Churn) recorded a ‘job churn’ rate of 12.9% in Q4 2025 
xi The Supreme Court decision in Mallon v The Minister for Justice, Ireland and the Attorney 
General revised the understanding following Donnellan that setting mandatory contractual 
retirement ages does not require case by case or role by role assessment, or that individual 
assessment must be shown to be impractical if a generally applicable retirement age is to be 
justified. Nonetheless, employers must ensure that mandatory retirement ages are objectively 
and reasonably justified by a legitimate aim and the means of achieving that aim need to be 
appropriate and necessary. 


