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BACKGROUND / RATIONALE

e Ageism is stereotypes (thinking), prejudice (feeling) and discrimination (acting) based on age—affecting
any age, often harming older adults. Coined by Butler (1969), definitions (WHO; APA; OHRC; Age UK;
CfAB) include self-directed ageism and structural, age-exclusive practices.

e Hospitality’s “youthful” image sustains stereotypes of older workers, especially around adaptability
and tech.

e Rapid digitalisation can exclude without age-inclusive training and support.

e Hospitality’s “young industry” bias persists. In the UK: 1in 5 over-50s feel seen as less capable; ~50%
expect disadvantage when applying (CIPD & CfAB, 2020). CfAB (2021): 36% expect disadvantage, 17%
were rejected due to age; among affected jobseekers, ~%4 lost confidence, 43% reported health impacts.

e A multi-method, cross-cultural approach (UK-China) reveals what drives ageism and which practices
improve wellbeing and engagement.
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