
Everyone knows that the Australian population is ageing ...

... but did you know that the Aged Care Workforce is getting younger?

Compare the Workforce age Profile from 2009-11

... With the Workforce Age Profile from 2017-19.

In 2009-11, the median Aged Care Workforce is dominated by employees aged 
46 to 55 years. 
Fast-forward to 2017-19, and the median Aged Care Workforce is about to hand 
over leadership to employees aged 26 to 35 years.
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Analysis of the insight 

The Aged Care Census Database (ACCD) shows that at the beginning of the decade (2009-2011),  
29.2% of the workforce were under 40 years of age. By the end of the decade (2017-19) over  
44.6% were under 40 years of age. 

Looking at this from the alternate perspective, over the same ten-year period, the percentage of  
older workers (over 40 years of age) decreased from 70.7% to 56.5%. Currently, the majority of  
this 56.5% of older workers are aged over 50 years (32.5%). 

Interestingly the top age bracket of workers (aged more than 60 years) has grown during the  
ten-year period from 8.6% to 9.2%. This can be explained primarily by the decline in the 41-60 age  
brackets during the same period – it partly reflects workers ageing during that period and moving  
from the younger age bracket into the older age bracket. 

So, what does this mean for you as a provider? 

• There is a difference between home care and residential care in terms of  
workforce age profile trends.  
- While the median age of the residential workforce had decreased since 2012 (from 48 years  
   to 46 years in 2016), the community workforce has continued to age  
   (from 50 years to 52 years).1 This is supported by the results from Department of Health’s  
   2016 National Aged Care Workforce Census Report and 2020 Aged Care Workforce Census Report  
- The differences in these trends will affect workforce planning decisions. As a provider, you  
   rely on workers to provide services and support and meet organisational goals. You may need  
   to think about what will happen when your older workers leave. 

• With careful planning and preparation, you can manage the changes that will result from the  
forthcoming generational transfer of leadership when your older workers retire – as well as the  
ongoing changes that occur regularly when key employees leave your organisation. 

• The ideal is to have a balanced aged distribution that allows for a better transfer of expertise  
from one generation to the next2 and a plan to have – at the very least – the same number of  
incoming workers to the expected number of outgoing workers. Refer to Insight 2 for detail  
on recruitment initiatives. 
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