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| WANT MY BOOMERANG BACK: RETAINING AND
SUSTAINING THE OLDER WORKER

Abstract

The past few decades has seen the emergence of a debate as to the impact of the
ageing population and the retirement of the baby boomer generation. While it is
commonly acknowledged that the greying of the population will have major economic and
political consequences, the real implications of an ageing labour force on future
workforce trends appear largely ignored. Indeed, our own Productivity Commission
(2004) suggests that the lack of human resource systems will find organisations

unprepared for the rapid decline in workforce participation.

This paper utilises a sophisticated human resource management (HRM) model, Barney
and Wrightos (199 8)focid Boedbically roraarceuwiad isske underlying
the departure of the baby boomer workforce i the loss of their knowledge. Our results
reveal significant differences between younger respondents (aged less than 45 years)
and older respondents (aged over 45 years) in their views of ageing, preparation for
retirement, knowledge management and attitudes towards HRM ageing initiatives. These
findings suggest that organisations will have to become much more proactive and to do

so quickly if they do wish to retain and possibly regain their baby boomer workers.
Asking these questions in 2009, just as the flood of baby boomer retirements is about to

hit suggests that not only are we never going to get our boomerang back, but that most

organisations are totally unaware of what it is they have actually thrown away.
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Introduction

The past few decades has seen the emergence of a highly publicised contemporary
issue in management for many OECD as to the impact of the ageing population and the
retirement of the baby boomer generation. The baby boomer generation, or those born
between 1945-1964, account for than one quarter of Austr al i ad neopul .
thr ee wor kers ( Hump e IBy 2011 0eb 209,800 haby Ddbheds)will be
65 and eligible for the current age pension while by 2030; all baby boomers will be 65

and over.

Projections of an increasing non working aged population are compounded by a
decreasing rate of younger populace. This is set to reduce from 170,000 to 125,000 new
entrants into the workforce each year by the decade 2020-2030 (Constable, 2003). While
the issue of the reduction of talent pool and retirement of the baby boomer generation
has gained significant attention, few studies have examined the impact of the loss of
knowledge, capabilities and skills these retirements will have on organisations, or their
abilities to retain this knowledge capital. As noted described by See (200 5 , p. 1), A
we donobt know how to cope with an ageing

knowl edge, or we have | ost the knowledge of

The objective of the exploratory research summarised in this report is to fill some of the
gaps in our understanding. By exploring what it is that organisations are actually doing to
retain their older employees, we can also examine the possibilities of differences
between the younger and older employees within the workforce in their views of ageing,
retirement and attitudes towards human resource initiatives established by organisations
to retain them. In doing in so, we can provide an accurate picture of any discrepancies
between the generational cohorts and whether policies of differential treatment of
employees, based on age are an effective means of retaining, maintaining and sustaining
the older worker. To this end, we draw on the strategic HRM literature where it is clearly
identified that it is the knowledge that workers bring to the organisation that provide the

essential elements of organisational competitive advantage. More importantly, this
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literature suggests that there are specific policies and procedural HRM initiatives which
can be applied to capture and share this knowledge. A key theme emerging from the

combined views of HRM, knowledge management and the ageing workforce literatures is

t hat competitive advantage <can be gained

policies and making their workplace more attractive to older workers (Ranzijn et al.,
2006). There is also considerable attention in the literature to the issue of potential
conflict between employers preferring younger workers and extending the working lives
of older employees but research to date fails to examine the extent to which employers
are practically aware of the consequences and implications of an ageing workforce,
including the loss of knowledge capital. This research thus sheds light on the relationship
between:

e age and positive views of ageing

e age and preparation of retirement

¢ views on knowledge management and age

e attitudes to HRM ageing initiatives and age
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Method

The research was conducted by Dr Tui McKeown and Mr Michael Elbaz from the
Department of Management ay Monash University. The study examined the emerging
dimension of knowledge management as well as exploring factors relating to the
difference between the generations in terms of knowledge and views on the ageing
workforce. A quantitative research design was used to allow comparison with previous
research in these areas and the content and sources of the survey items is shown in
detail in Appendix 1. The survey took the form of a structured questionnaire which was
administered in both an on-line and self-administered, hardcopy format. In line with the
ABS definition, the terminology of younger employees used in this study refers to
employees aged 44 and under and older employees refer to employees aged 45 years

and over.

The study took place in a large (1000+ employee) service oriented company based in the
South East of Melbourne. Called CompA to preserve anonymity, the organisations 2007-
2008 annual report notes that the ageing population will affect both the populace which it
services as well as the workforce and catchment area from which it employs. Current
workforce data revealed that approximately 38% of their 1000+ workforce are aged 45
and above and females outnumber males by 3 to 1. In terms of ageing initiatives, CompA
implemented programs in both 2008 and 2009 aimed to promote health and wellbeing as
well as to provide information sessions to both employees and clients on relevant ageing

issues.
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Results

The total number of respondents to the survey was 288 providing a 31% response rate
for CompA. A check with the HR manager confirmed that the profiles detailed below do

accurately reflect the general demographics of the organisation.

Background Demographics

Table 1 below shows the age and gender range of the participants

Table 1: Respondents by Age and Gender

Gender

Age Male Female Total
20-24 12 42 54
25-29 12 66 78
30-34 0 48 48
35-39 0 6 6
40-44 6 0 6
45-49 12 6 18
50-54 18 12 30
55-59 0 12 12
65-69 24 12 36
Total 84 204 288

There was a spread of ages with the most frequent being aged 25-29 years. As already
noted, baby boomers are defined as being born between 1945-1964, and therefore the
youngest possible baby-boomer is now aged 45 years. Using this as the lower limit for
baby-boomers and applying it to CompA, Table 2 reveals the generational view which

forms the basis of this study,
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Table 2: The Generational View

Gender
Male Female Total
Younger Employee (16-44 years) 30 162 192
Baby Boomer/Older Employee (45+years) 54 42 96
Total 84 204 288

From Table 2 We find that 67% of CompA respondents were under 45 and thus
classified as young employees, while 33% are baby boomer or older employees. It is
noteworthy that the older employee group reverses the female dominance of the younger

group and males now outnumber females.

Table 3: Generation by Employment Status & Gender

Employment.Status

Gender Full Time Part Time Total
Male Younger Employee (16-44) 30 0 30
Baby Boomer/Older Employee (45+) 42 12 54
Total 72 12 84

Female  Younger Employee (16-44) 114 48 162
Baby Boomer/Older Employee (45+) 18 24 42

Total 132 72 204

As Table 3 shows, CompA shows a reliance on traditional employment practices with the
majority of the sample are full and part time employees, with part time generally being a
female option - although there are indications of part time emerging as an option for older

males.

Table 4 adds to the emphasis on traditional employment practices in CompA with the
view that majority are employed on a permanent basis, as opposed to fixed term
contract, casual or temporary basis. Females again reflect the familiar patterns of a

greater range of employment options that we have come to associate with child and
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dependent care duties. Once again too, older males also emerge as a group who seem
to be opting for a more diverse range of employment options.

Table 4: Generation by Employment Type & Gender

Employment Type

Gender Permanent Casual Temporary Fixed Term Total
Contract

Male  Younger Employee (16-44) 30 - - - 30
Baby Boomer/Older Employee (45+) 36 12 i 6 54
Total 66 12 - 6 84

Female Younger Employee (16-44) 84 18 12 48 162
Baby Boomer/Older Employee (45+) 42 i i i 42

Total 126 18 12 48 204

Table 5 provides more evidence of the employee profile according Australian norms with

the majority being married i especially in the older group.

Table 5: Generation by Marital Status

Marital Status

Single - never Single - Married/
married Divorced/Separated De Facto Total
Younger Employee (16-44) 60 48 84 192
Baby Boomer/Older Employee (45+) 6 12 78 9%
Total 66 60 162 288

As shown in Table 6, respondents were generally well educated, with the majority
having a degree or TAFE diploma as their highest level of education.
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Table 6: Generation by Education

Education
High School Degree/ Bachelor
Diploma Honours Masters Degree TAFE Diploma Total
Younger Employee (16-44) 60 0 0 60 72 192
Baby Boomer/Older Employee (45+) 48 12 12 24 0 96
Total 108 12 12 84 72 288

Lastly, Table 7 shows an even spread data set was found when comparing the salary of

respondents. The most common salary was $40,000-$49,000.

Table 7: Generation by Income

Salary
$40
$20-29,000 $30-39,000 -49,000 $50-59,000 $60-69,000 $80,000+ Total
Younger Employee (16-44) 6 42 84 42 12 6 192
Baby Boomer/Older Employee (45+) 6 24 18 0 36 12 9
Total 12 66 102 42 48 18 288
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Views on Ageing

Part A of the survey examined whether younger and older employees differed in their
views of ageing 1 where older means workers aged 45 plus and thus falling within the
baby-boomer and older generation while younger workers are aged 44 and younger,
falling into Gen X and Y. The questions used to assess these views examined various
aspects of views on ageing including: the impacts an ageing workforce will have on the
respondents workforce, the age a respondent considered old, the age they believed an
employee ceased to contribute to a business, the right age to retire and reasons for

hiring older workers.

The first section of Part A waandwasmddeupofdy ou

three questions. The first question examinedr e s pondent 0 seightegen ofithe n s

most common fi my t db@bthe negative impacts of an ageing workforce. These views

were rated on a five point Likert scale from Highly Unlikely (1) to Highly likely (5).

As Table 8 below shows, there was a significant difference found in the scores between
younger and older employees with younger employees results supporting the view that
the increase of older employees in the workplace would produce negative impacts such
as increased labour costs, greater resistance to change, an inability to keep up to date
with technology and a decrease in working ability with younger employees. In contrast,
older respondents reported much more positive views on these negative aspects of
ageing. Further, while younger workers did not see knowledge loss as an issue, older

workers identified this as an important issue.

11|Page

0



Table 8: Generational Views on Ageing

Highly Unlikely  Unlikely Neither Likely Highly Likely

Older workers will increase labour costs

Younger Employee (16-44) 6 24 78 66 18

Baby Boomer/Older Employee (45+) 60 18 18 0 0

Total 66 42 96 66 18

Older workers will produce greater resistance to change

Younger Employee (16-44) 6 12 72 84 18

Baby Boomer/Older Employee (45+) 60 18 6 12 0
Total 66 30 78 96 18

Older workers will increase absenteeism

Younger Employee (16-44) 6 6 102 66 12

Baby Boomer/Older Employee (45+) 54 30 0 12 0
Total 60 36 102 78 12

Older workers will increase levels of know-how and experience

Younger Employee (16-44) 6 120 36 30 0

Baby Boomer/Older Employee (45+) 54 12 18 6 6
Total 60 132 54 36 6

Older workers will mean we review the way work is organised

Younger Employee (16-44) - 12 96 78 6

Baby Boomer/Older Employee (45+) _ 6 42 18 30
Total - 18 138 96 36

Older workers will create fewer conflicts in the organisation

Younger Employee (16-44) 18 126 36 12 0

Baby Boomer/Older Employee (45+) 72 12 6 6 0
Total 90 138 42 18 0

Older workers will have a negative effect on the organisations image

Younger Employee (16-44) 12 30 80 60 4

Baby Boomer/Older Employee (45+) 66 6 18 6 0
Total 78 36 102 66 4

Older workers will increase productivity

Younger Employee (16-44) 60 102 30 0 0

Baby Boomer/Older Employee (45+) 60 24 6 6 0
Total 120 126 36 6 0

Older workers will create a less flexible workforce

Younger Employee (16-44) 24 18 48 90 12

Baby Boomer/Older Employee (45+) 66 12 12 0 6
Total 90 30 60 90 18

Highly Unlikely  Unlikely Neither Likely Highly Likely
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Highly Unlikely  Unlikely Neither Likely Highly Likely
Older workers will require more training
Younger Employee (16-44) 12 6 48 114 6
Baby Boomer/Older Employee (45+) ) 6 48 30 12
Total 12 12 96 144 18
Older workers will stifle creativity
Younger Employee (16-44) 24 30 84 48 6
Baby Boomer/Older Employee (45+) 60 12 24 ; ;
Total 84 42 108 48 6
older workers will have increased time off taken for eldercare
Younger Employee (16-44) 24 54 920 24
Baby Boomer/Older Employee (45+) 24 66 6 0
Total 48 120 96 24
older workers will not work well with other generations
Younger Employee (16-44) 6 24 96 66
Baby Boomer/Older Employee (45+) 60 6 30 _
Total 66 30 126 66
older workers will have no disadvantages
Younger Employee (16-44) 42 66 66 12 6
Baby Boomer/Older Employee (45+) 36 12 12 30 6
Total 78 78 78 42 12
older workers will produce aloss of knowledge
Younger Employee (16-44) 30 108 48 - 6
Baby Boomer/Older Employee (45+) ) 6 12 24 54
Total 30 114 60 24 60
older workers will create an increase in sick lea
Younger Employee (16-44) - 12 60 114
Baby Boomer/Older Employee (45+) 12 12 66 6
Total 12 24 126 120
older workers will mean we need to improve working conditions
Younger Employee (16-44) 6 18 108 54 6
Baby Boomer/Older Employee (45+) } 6 36 24 30
Total 6 24 144 78 36
older workers will create less enthusiasm for and/or inability to keep up with new technology
Younger Employee (16-44) 6 18 54 96 18
Baby Boomer/Older Employee (45+) 60 12 18 6 )
Total 66 30 72 102 18
Highly Unlikely  Unlikely Neither Likely Highly Likely

Younger workers also noted that, as a group, older workers are likely to require more

training and there will be a need to improve working conditions. In more detail, the
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highest scoring responses from the younger cohort reveal that they believed it was likely
that the presence of older workers would lead to an increase in time taken off for
eldercare and sick leave. The lower ranking scores in this section reveal that younger
employees believed that is was unlikely that the increasing presence of older employees

would increase productivity or increase levels of know-how and experience.

Overall, this question provides evidence that older employees do not agree with the
negative options linked with an ageing workforce and instead have a positive view. The
younger respondents however produced opposite results and generally had a less
positive view of ageing. It should also be noted that younger employees actually often
indicated that they had no opinion or believed the statements were likely and this may
possibly indicate a lack of knowledge or awareness of the issues associated with an

ageing workforce.

Age & Work

The next question examined age in more detail and consisted of three parts. The first
asked respondents to determine what age they consider a worker old, based on eight

groups. As Table 9 below illustrates, there was a significant difference between the age

that younger employees saw a worker as being old with the majority identifyingfi o | & 0

being at 50-54 or 55-59.

Table 9: Generational Perceptions of Age and Work

What age do you consider a

45-49 50-54 55-59 60-64 65-69 70+ Total

Younger Employee (16-44) 6 78 72 30 6 0 192
Baby Boomer/Older Employee (45+) 6 0 6 12 12 60 9%
Total 12 78 78 42 18 60 288
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This result is in sharp contrast to over 60% of older employees who selected the highest
possible age bracket, 70+ to as the age thatt hey best descr i bRgua

1 provides a stronger visual presentation of this discrepancy.

Figure 1: Generational Perceptions of Age and Work

What age do you
consider a worker
“old”™?

M 45-49
[ 50-54
[55-59
[l 60-64
60 [le5-69
Il 70+

80

Count

207

. [ ]

Younger Employee (16-44) Baby Boomer/Older Employee (45+)

Generation

Overall, examining the differences between the results of the younger and older

employees results, older respondents generally concluded that an age they consider a

Wor

wor ker to be o601l ddé is 70 ybe age sange Aominated lbyo mp a

younger respondents. These results match with those from the SHRM/NOWCC/CED
older worker survey (See, 2006) which found that respondents considered a worker as
0 0| eéteenbb0-54 years (23%) and 55-59 years (28%). They also align with an
Australian survey conducted by Buchan Consulting (2005) found that 65 percent of
senior management respondents classified the age as between 50-60 years. It should
also be noted again that the official ABS classification of an older worker is being 45
years and above. Results from this survey therefore reveal that even though the younger

cohort was less generous in their views of ageing, they are still more generous that the
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ABS classification. The older worker cohort in this survey clearly has a much more
generous view than either younger workers or the ABS.

The second part of this question provided another view on ageing by asking respondents
to state at which age they believed employees ceased to make a contribution to a
business. The results presented in Table 10 again reveal very different generational

views.

Table 10: Generational Perceptions of Age and Contribution to Work

In your opinion, at what age do people cease to make a
contribution to your business?

40-44 55-59 60-64 65-69 70+ N/A Total

Younger Employee (16-44) 0 84 54 18 6 30 192
Baby Boomer/Older Employee (45+) 6 6 12 6 36 30 9%
Total 6 90 66 24 42 60 288

Younger employees cited 55-59 years as the age that workers cease to contribute
whereas older employees identified 70+ or, that the question was not applicable i
generally indicative of the belief that retirement is an individual decision that may not
necessarily be determined by age. The very marked generational views are illustrated in

Figure 2 to more clearly reveal the differences.
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Figure 2: Generational Perceptions of Age and Contribution to Work

In your opinion, at what
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Generation

Figure 2 highlights the fact that nearly 44% of younger employees believed an employee
ceased to make a contribution to an organisation at the age of 55-59 years, followed by
nearly 30% who selected the next age bracket of 60-64 years. The discrepancy in age
may be due to older employees remaining in the workforce for longer and realising that
they are continuing to provide a valuable contribution, as suggested in prior studies by
Duncan, 2003 and Shacklock et al. (2009). Adding to this argument is the suggestion that
because younger employees are further from retirement, they may believe that they
themselves will cease to make contributions at a younger age as they have not been in
the workforce for longer periods of time (Ranijn et al., 2006; Warwick Institute for
Employment Research, 2006).

The third part of this question asked respondents at what age they thought an employee
should retire from full time work. The differences between younger and older employees

17|Page



are similar to the results that were found to the first part of the question (what age do you
consider a worker old?), highlighting that employees may believe the age which
constitutes being old strongly correlates with the age of retirement. As Table 11 shows,
the majority of older employees (63%) again listed this age as 70+, whereas the younger
employees listed it as 55-59 (38%) or 60-64 (41%).

Table 11: Generational Perceptions of Age to Retire

what is the right age for a person to retire from full-time employment?

50-54 55-59 60-64 65-69 70+ N/A Total
Younger Employee (16-44) 0 72 78 24 6 12 192
Baby Boomer/Older Employee (45+) 6 0 18 12 60 0 96
Total 6 72 96 36 66 12 288

The very marked differences between the generations are again illustrated graphically in
Figure 3 to highlight the discrepancies.

Figure 3: Generational Perceptions of Age to Retire

In your opinion, what is
807 the right age for a
person to retire from
full-time employment?
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Younger Employee (16-44) Baby Boomer/Older Employee (45+)
Generation
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Overall, the results from younger employees showed that over 78 percent of respondents
believe that the right age to retire is between 55 and 64 years of age. This is a somewhat
generous view, given that 65 is the generally accepted legal age of retirement in
Australia (ABS, 2008). This also matches results from Onyx and Baker (2006) who found
that the mean age at which their survey participants aimed to retire was 58.7 years. Note
also that the upper limits of the age range nominated by younger employees is close to
the Australiangove r nment 6 s pension eligibility age of
range which is soon to be 67 years (Deloitte, 2009). Older employees however, who are
closer to retirement, list that the right age to retire is 70+ years, possibly demonstrating
that retirement may not be so much of an age related decision as one of personal ability

and choice as suggested by Shacklock et al. (2009).

Hiring Older Workers:

The third question this section examinedr espondent 6 s views on the
workers, providing thiteenposi ti ve statements such as 06o0l
experiencesd6 on a five point Li ker't scal e f
reason (5). As Table 12 shows, older employees have principally responded to the
positive items as a good reason for hiring older people while younger employees
generally indicated that they see these as neither a good nor bad reasons. In more detail,

all thirteen statements were agreed with by older employees who provide an overall view

which sees them as very worthwhile and valuable hires particularly due to being more
reliable, having invaluable experiences and a stronger work ethic. Younger employee

ratings do not replicate these positive views and suggest that, as a group, they do not

see older workers as being as valuable in the workplace as them. In examining the
specific attributes which were selected by older respondents focus on reliability,
invaluable experiences and the ability to serve as mentors. These results, particularly

the last point, accord with a study into the reasons for hiring older workers conducted by

See (2005), which found that 34 percent of respondents stated that the greatest

advantage to hiring older employees was their ability to mentor or coach.
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Table 12: Generational Perceptions on Reasons to Hire Older Workers

A very good A good A bad A very bad

Older workers... reason reason Neither reason reason Total

...are more willing to work flexible schedules

Younger Employee (16-44) 6 6 78 84 18 192

Baby Boomer/Older Employee (45+) 60 24 12 0 0 26
Total 66 30 90 84 18 288

...are more willing to serve as mentors

Younger Employee (16-44) 6 18 114 42 12 192

Baby Boomer/Older Employee (45+) 66 24 6 6 0 96
Total 72 42 120 48 12 288

...have invaluable experience

Younger Employee (16-44) 6 12 108 54 12 192

Baby Boomer/Older Employee (45+) 60 30 6 0 0 96
Total 66 42 114 54 12 288

...have a stronger work ethic

Younger Employee (16-44) 1 17 78 72 30 192

Baby Boomer/Older Employee (45+) 65 25 6 0 0 9
Total 66 42 84 72 30 288

...are more reliable

Younger Employee (16-44) 2 18 77 72 24 192

Baby Boomer/Older Employee (45+) 63 25 7 0 0 96
Total 65 43 84 72 24 288

...add diversity of approach/thought

Younger Employee (16-44) 12 5 71 36 12 192

Baby Boomer/Older Employee (45+) 60 19 19 6 0 96
Total 72 24 90 42 12 288

...are more loyal

Younger Employee (16-44) 1 5 121 66 0 186

Baby Boomer/Older Employee (45+) 59 19 17 0 0 96
Total 60 24 138 66 0 282

...take work more seriously

Younger Employee (16-44) 6 30 119 36 0 192

Baby Boomer/Older Employee (45+) 60 18 13 6 0 26
Total 66 48 132 42 0 288

...have established networks

Younger Employee (16-44) 4 5 65 114 0 192

Baby Boomer/Older Employee (45+) 62 13 19 1 5 96
Total 66 18 84 115 5 288




A very good A good A bad A very bad
Older workers... reason reason Neither reason reason Total

...have higher retention rates

Younger Employee (16-44) 6 18 103 65 0 186
Baby Boomer/Older Employee (45+) 66 12 11 7 0 96
Total 72 30 114 72 0 282

...are committed to quality work

Younger Employee (16-44) 5 6 96 85 0 192
Baby Boomer/Older Employee (45+) 61 12 18 4 0 96
Total 66 18 114 89 0 288

...can be counted on in a crisis

Younger Employee (16-44) 6 12 66 102 0 192
Baby Boomer/Older Employee (45+) 66 24 6 6 0 96
Total 72 36 72 108 0 288

...get along well with co-workers

Younger Employee (16-44) 0 6 132 42 12 186
Baby Boomer/Older Employee (45+) 54 24 12 6 0 96
Total 54 30 144 48 12 282

Based on the above findings, it appears that increasing age provides individuals with
increasingly positive views on ageing and work. Not only do views as to what age
actually constitutes being foldo become more generous but the notion of the ability to
provide a valuable and ongoing contribution to the workplace also increase with age. The
fact that younger employees generally do not share these views may provide evidence of
either the potential for conflict between generations or simply, be indicative of the lack of

intergenerational contact within the workplace and the need for education and training.

Views on Preparation for Retirement

Part B of the survey investigated retirementi n a secti on called O0you

and was broken down into 6 parts and nine questions.
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Intent to Retire:

This question asked respondents to determine which age bracket they believe best
describes the age at which they intend to retire from both their current organisation (Part
A) and then, from paid employment (Part B). Respondents were given six possible age
brackets of 45-49, 50-54, 55-59, 60-64, 65+ or unsure. The second part of this question
then asked respondents to indicate the number of years before they intended to retire
from their current organisation (Part A) and then, from paid employment (Part B). Table
13 presents the results of plans to retire from the current organisation and, as Figure 4
highlights graphically, it appears to be a question the majority of younger employees
have not thought about.

Table 13: Generational Views on Current Organisation Retirement

Which age group best describes the age at which you intend to

retire from this organisation?

45-49 50-54 55-59 60-64 65+ Unsure Total
Younger Employee (16-44) 18 12 48 12 0 72 162
Baby Boomer/Older Employee (45+) 12 0 6 24 30 6 78
Total 30 12 54 36 30 78 240

Figure 4: Generational Views on Current Organisation Retirement

so0—| Which age group best

describes the age at

which you intend to
retire from this
organisation?

W 45-49
H 50-54
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The most commonly selected age for younger employee retirement was 55-59 while
older employees selected 65+ and then, 60-64.

Another aspect of retiring from the current organisation is that of planning and can be
assessed in terms of the number of years away respondents see their departure as
occurring. As Table 14 reveals, it is hardly surprising the younger employees nominate
20+ years as the most common time period but, this long timeframe is also somewhat
surprising given the much vaunted lack of commitment and increased mobility from

employer to employer ascribed to younger employees.

Table 14: Generational Views on Organisational Retirement

~ many years from now do you intend to retire from this organisation?

2toless b5toless 10toless 15toless 20 or
Lessthan than5 than 10 than 15 than 20 more Unsure/

2 years years years years years years  Uncertain Total
Generation 18 12 0 6 6 84 36 162
Younger Employee (16-44) 6 18 24 0 6 6 18 78
Baby Boomer/Older Employee (45+)
Total 24 30 24 6 12 90 54 240

What is also surprising is the numbers of both younger and older employees who are
unsure of the actual number of years before they retire from the organisation i this is

highlighted more clearly in Figure 5 below.
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Figure 5: Generational Views on Organisational Retirement
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Retiring from the current organisation is not necessarily the same as retirement from all
work and the next question examined the age at which respondents intended to retire
from all paid employment. As Table 15 reveals, the average younger employee
nominated that they would retire from all paid employment at a younger age bracket (55-
59 years) compared to that of older employees (60-64 years).

Table 15: Generational Views on Retirement

Which age group best describes the age at which you intend to
retire from paid employment?

50-54 55-59 60-64 65+ Unsure Total
Younger Employee (16-44) 6 108 24 6 18 162
Baby Boomer/Older Employee (45+) 0 6 o 30 18 78
Total 6 114 48 36 36 240

Figure 6 reveals more dramatically the significant differences that were found for the

years in which respondents intended to retire from all paid employment.
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Figure 6: Generational Views on Retirement
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As with plans for retirement from the current organisation, some degree of planning can
be deduced by asking respondents to nominate plans for retirement from paid
employment. The results are shown in Table 16 below. On average, older employees
intended to retire from all paid employment in 10 to less than 15 years, compared to

younger employees who desired to retire in 15 to less than 20 years.

Table 16: Generational Views on Retirement from Paid Employment

How many years from now do you intend to retire from paid
employment?

2-5 5-10 10-15 157 20 20+ Unsure  Total
Younger Employee (16-44) 0 6 6 12 126 12 162
Baby Boomer/Older Employee (45+) 18 30 0 6 6 18 78
Total 18 36 6 18 132 30 240
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Looking at the graphical presentation of the data in Figure 7, the uncertainty as to
retirement from the current organisation (refer back to Figure 5) for younger employees

has substantially lessened while it remains the same for older employees.

Figure 7: Generational Views on Retirement from Paid Employment
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Overall, this section found some agreement in regards to the age range nominated at
which they aim to retire from the organisation, with both groups generally agreeing that

60-64 years was the desired age to retire from the CompA.

However, the discrepancy in generational views continued when examining the age at
which the younger and older employees intended to retire from all employment however.
Older employees stated they wished to retire much later (around 65 years) compared to
younger employees (55-59 years). Other studies have suggested that older employees
stating they wished to retire at a later age may be due to the fact that they are in the later
stages of their employment (Quine & Carter, 2006) and have may either have realised
t he necessity of wor king beyond Aldusnpet &1 i a o
O6 Dwy er , Otl@® @uWgest that they may enjoy working and desire to continue

working for as long as possible. Both of these are reflective of the push and pull views of
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retirement widely cited in the literature (see for example Accenture, 2009; Buchan
Consulting, 2005; Constable, 2003). Younger employees, who are obviously further away
from retirement, may not yet have unrealistic expectations of the age they will be able to
retire (Shacklock et al., 2007).

Working Past Retirement Age:

This question examinedr e s p o n d e nt absut wopkinghbeyond ¢he legal retirement
age. Respondents were required to state the reasonability of seven possible alternatives
to work past retirement on a five point Likert scale from 1 being &\ very good reasond to 5
b ei Aygerybadreasond

As Table 17 shows, there are again marked differences between the results of younger
and older employees. When examining the reasons put forth by older employees to stay
past retirement, it was to be the highest ranked options. Younger workers however, gave
a lack of enough superannuation as the highest ranked reason to delay retirement.
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Table 17: Generational Views on Working Beyond Retirement Age

A very good A good A bad A very bad
reason reason Neither reason reason Total
I f | donét have enough superannuati on
Younger Employee (16-44) 78 84 6 12 12 192
Baby Boomer/Older Employee (45+) 54 12 18 12 0 96
Total 132 96 24 24 12 288
Because | like to keep busy
Younger Employee (16-44) 6 42 126 18 0 192
Baby Boomer/Older Employee (45+) 66 30 0 0 0 96
Total 72 72 126 18 288
Because my services are valued by my employer
Younger Employee (16-44) 6 42 102 42 0 192
Baby Boomer/Older Employee (45+) 48 24 18 6 0 96
Total 54 66 120 48 0 288
Because work is the most important source of contact with others
Younger Employee (16-44) 0 0 102 78 12 192
Baby Boomer/Older Employee (45+) 36 18 42 0 0 96
Total 36 18 144 78 12 288
Because work is important to my self-esteem
Younger Employee (16-44) 0 18 112 60 0 192
Baby Boomer/Older Employee (45+) 48 30 14 6 0 96
Total 48 48 126 66 0 288
Because | want to contribute to the community
Younger Employee (16-44) 0 24 132 36 0 192
Baby Boomer/Older Employee (45+) 72 0 18 6 0 96
Total 72 24 150 42 0 288
Because my only income is the age pension
Younger Employee (16-44) 18 84 48 36 6 186
Baby Boomer/Older Employee (45+) 8 18 12 12 0 96
Total 26 102 60 48 6 282
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Overall, older employees thought the reasons provided were all generally very good
reasons to stay beyond retirement while, once again younger employees on average
selected lower scores and generally saw the options as neither good nor bad. The older
employee results also suggest that they are likely to be more proactive in their decisions
to remain employed within the organisation, as demonstrated through their greater
responsiveness to issues of retaining employment. The fact that older employees rated
reasons such as liking to keep busy and work being important to their self-esteem much
more highly than younger employees accords with a wealth of psychological and
sociological literature about the value of work in society today and suggests
organisations should be aware of when trying to retain baby boomers (Constable, 2003;
Leonard, 2005). Lastly, these results clearly provide support for the view that increasing
age also sees increasing preparation for retirement. This was looked at in more detail in

the next item of the survey.

Retirement Income:

In order to assist in determining whether or not age had an effect on the preparation for
retirement, the next set of questions specifically examined the differences in intended
sources of income and financial planning of individuals. Respondents were asked to
indicate which of the seven possible answers would be their sources of income after

retirement (multiple responses allowed).

The results shown in Table 18 reveal that, regardless of age, both groups indicated that
the pension would be their main source of income, with 91 percent of younger
respondents and 100 percent of older respondents stating this. Income from savings was
the second highest group with 53 percent of younger employees and 88 percent of older
employees stating this would also be a source of income post retirement. Respondents
were also required to list which of the options would their main source of income, in
which 81 percent of younger employees stated this would be the pension. Older
employees had various results, and although the pension was the highest (38%), both

income from savings and capital gains (both 31%) closely followed.
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Table 18: Generational Views on Sources of Retirement Income

Younger Employees

Older Employees

(N=32)
N % N %

Sources of Income

The Pension 174 91 96 100

Income from savings 102 53 84 88

Insurance 0 30 31

Special Compensation or other income 0 30 31

Capital gains (investment etc) 48 25 78 81

Operating own small business 36 19 36 38

Living expenses paid by children 6 3 0 0
Main Source of Income

Pension 26 81 6 38

Income from savings 3 9 5 31

Capital gains (investment etc) 1 3 5 31

Operating own small business 2 6 0

Missing 1 3 0

Interestingly, while both groups stated the pension would be a source of income, 81

percent of younger employees stated it would be their main source, in comparison to only

38 percent of older employees. This suggests that while all employees see the pension

will be an important income source, older employees seem less reliant as their only

source of income. As some researchers suggest, this may be due to being more realistic

about the true cost of living and the inadequacy of the pension to cover these costs

(Morgan Research, 2009). This is supported in our results where older employees also

list that a main source of income will be: income from savings (31%) and capital gains

(31%). This reveals a broader range of sources post retirement, rather than sole reliance

on the pension.
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Adequacy of Retirement Income:

In line with the above and adding a reality check to the survey, respondents were further
asked if they believed the sources they stated in the previous question would be
adequate in retirement on a scale of mo§ §esdor wnsured It was found that while the
majority of older employees believed these sources would be adequate, the majority of
younger employees were unsure (refer to Table 19).

Table 19: Adequacy if Retirement Income

Do you think your income from all these sources

will be adequate for you in retirement?

No Yes Unsure Total
Younger Employee (16-44) 0 24 156 180
Baby Boomer/Older Employee (45+) 12 60 o 96
Total 12 84 180 276

Figure 8 below reveals the nature of the difference more dramatically and raises
concerns about the actual knowledge and planning for retirement, or lack thereof, which

seems to characterise the younger employee group.
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Figure 8: Adequacy of Sources of Retirement Income

A total of 87 percent of younger employees stated they were unsure if these sources
would be adequate, and only 13 percent said they would. In comparison, 63 percent of
older employees stated they would be adequate. This further demonstrates the view
provided by Morgan Research (2009) that older employees appear to have greater and

more accurate knowledge on these important issues subsequent to retirement.

Detailed Financial Knowledge:

Whilst the previous questions explored the age at which respondents aimed to retire,
reasons to remain employed and sources of income post retirement, the next section
examined knowledge of superannuation, its adequacy and if they were financial planning.

As displayed in Table 20, discrepancies between the groups emerged.
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