I Want My Boomerang Back? When rhetoric fails in Retaining and sustaining the older worker

ABSTRACT
Purpose - 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, Australia’s Productivity Commission (2004) suggests that the lack of human resource systems will find organisations unprepared for the rapid decline in workforce participation. 

Design- This study utilised an online and hardcopy survey to focus specifically on attitudes towards the baby boomer workforce. 

Findings - 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. 

Limitations – the small sample size and single case study nature of the research limit the generalisabilty of the results

Practical implications - 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.

.Originality – this is one of the first papers to address the disjuncture between government and HRM rhetoric and what younger workers actually think 
Key Words –ageing workforce, baby boomers, government policy, discrimination
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INTRODUCTION
For many industrialised nations, the end of World War II sparked one of the largest baby booms in recorded history. Economies of such nations were fuelled on the premise of a future of increased workforce participation rates (IBM, 2004). The growth period between 1945 and 1965 was followed by lower birth rates in subsequent generations, causing the phenomenon we now know as the baby boom or the baby bulge (Shacklock, 2005). Also significant for this baby boomer group is that this period was characterised by rapid advances in medical science combined with healthier lifestyles. This helped create a higher proportion of older people in the general population than ever before; a trend which will continue for several generations (ABS, 2008; Shacklock, 2005; State Services Commission, 2004). Looking at the baby boomer literature from a workforce perspective reveals several important themes. Historically, older workers have retired from the workforce earlier, and over the past two decades at younger ages (ABS, 2005).  It is in the opinion of many scholars, that the retirement of the baby boomer generation is the most critical HR issue of the coming decade (Buyens, Van Dijk, Dewilde & De Vos, 2009; Young, 2006). Governments, institutions and organisations worldwide are developing strategies in order to deal with the ageing workforce (Buyens et al., 2009). In addition to the threat of an ageing workforce, is the problem of a skill shortage faced by the Australian workforce (Patrickson & Ranzijn, 2004). The retirement of older employees is leaving an increasing rate of positions available, however due to a lower number in the younger population; there is little support to fill these positions, assisting in the creation of a skill shortage (OECD, 2006). 

As a result of the ageing workforce, typical early retirement age of the baby boomer generation, and a shortage of younger workers, researchers are now predicting a labour shortage in the near future (Shacklock, 2005). Currently, Australia has 170,000 new entrants into the workforce each year, however by the decade 2020-2030 there will only be 125,000 new entrants per year (Constable, 2003). A study into the economic and social contributions of older Australians conducted by the National Seniors Productive Ageing Centre (NSPAC) concluded that older workers contributed $59.6 billion dollars a year to the nation’s economy (Haukka, Robb & Alam, 2009). It was also found, that by not utilising the skills and experience of older Australians who want to work, Australia looses $10.8 billion a year. Whilst the severity of the issue is highlighted in the literature, research shows that typically only 33 percent of HR professionals have charted the demographic makeup of their organisation and only 31 percent have determined future retirement rates (Manpower, 2007).
The issue of retirement highlight another issue within the baby boomer workforce – that of definition. Whilst numerous articles add to the debate of defining an ‘older worker’ (see for example: Buchan Consulting, 2005; Claes & Heymans, 2008; See, 2005; State Services Commission, 2004) there is still no official or universal definition. The most commonly agreed upon age for when a person becomes “old” is fifty-five years, but it should be noted that the Australian Law Reform Commission and the Australian Bureau of Statistics define old as those aged forty-five years and above (McCarthy, 2007; Patrickson & Ranzijn, 2004). Overall, it seems that due to its highly subjective nature, the age criterion which constitutes an ‘older worker’ may vary, depending on whether the opinion was of an individual, organisation, society or chronological age (Shacklock, 2005). The notion of work, mental and physical competencies and workforce participation seem to be intertwined. 

The concept of retirement provides some clarification as to the importance of age within the context of work and an individuals’ role within society. Shacklock (2005, p.97) suggests that the traditional view of retirement as “the status of a worker who has primarily stopped working, and secondly started collecting a pension or income from sources other than work”. De Long (2006, p.7) notes that for many, retirement is a “process rather than a distinct stage, particularly for those with limited sources of guaranteed income who may continue working longer before fully achieving freedom from the demands of work.” In comparison to the literature on baby-boomer, the literature on retirement provides a decoupling of the notions of work and retirement from any specific age.
From the above, there are four main reasons governments perceive an ageing population as important. The first is the increasing ‘age dependency ratio’ , that is the ratio of people aged over 65, the dependent part, to those aged 15-64, the productive part (IBM, 2004). A higher ratio means fewer people in the workforce who contribute to taxes – which in turn pay for services such as aged care. Currently there are approximately six working individuals in Australia for every person aged over 65 years (ratio of 6:1) and this ratio is expected to reduce to 2.5:1 by 2042 (IBM, 2004; Productivity Commission, 2005; Shacklock, 2005). Retaining older employees in the workforce is seen as key to limiting the dependent component of the ratio. This will also increase the number of employees providing taxes to support increased government expenditure on aged care (De Long, 2007).  The second is the increased overall longevity. As already noted above, the longer life expectancies and reduction in crude death rates and the decline in birth rates due to: increased contraceptives, declining fertility rates and the increasing rate of dual income families (ABS, 2004a, 2008, 2009b). It is predicted that the number of deaths will outnumber births by 2044 (ABS, 2008). Due to the increased life spans of individuals, an increasing rate of the population will require aged care related costs such as residential aged care services and health care costs. This relates directly to the third - increased costs to government of age-related spending such as increases spending on hospital, Medicare and pharmaceuticals (Productivity Commission, 2005; Quine & Bernard, 2006). As Figure 1 below reveals, the health expenditure of the Australian government is projected to increase from 5.7 percent to around 10.3 percent of the nations GDP in 2044-45 and costs of aged care are expected to increase by approximately 2.6 times more than the growth of the GDP over the next forty years (Productivity Commission, 2005). 
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Figure 1: Projected government health expenditure 
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While the ageing workforce will directly impact on government expenditure towards health care, Jackson, Howe, Strauss and Nakashima (2008) add a societal perspective to suggest that governments will need to increase expenditure on aged care that will result in higher taxes for individuals to raise revenue. The fourth factor is the reduction of new entrants into the workforce to replace this cohort (Dries et al., 2008). This decade, around 1.3 million new workers will join the workforce, however in the 2020s; this will drop to 300,000 or less (“HR Drags”, 2004). Further, while the reduction of births impacts heavily on the amount of new entrants into the workforce, it is also impacted significantly by the increased amount of time spent in education (Shacklock, 2005). Educational attainment rates have significantly increased as they are associated with better wages, more enjoyable jobs and are correlated with the shift towards more high skilled jobs in the economy (Cennamo & Gardner, 2008). This context provides clear identification of the fact that the ageing population is not just a workforce and organisational issue. It is also very much a political concern. 

The dilemma of an ageing population is attracting significant government policy and debate. In 1999, the Human Rights and Equal Opportunity Commission (HREOC) took the first major milestone towards establishing national importance of the ageing workforce, by prohibiting compulsory retirement age legislation (previously 65 years) in all states and territories (except the Northern Territory and Tasmania) (Constable, 2003). Between 2003 and 2004, the issue was escalated to the highest level with the public calls from then current Prime Minister,  the Federal Treasurer and the Australian Federal Employment and Workplace Relations Minister along similar lines of the “need to recognise we have an ageing workforce but create an ageless workforce, where workers are valued – and employed – for their skills, not judged or penalised because of their date of birth” (Human Resources Magazine, 2004 as cited in McKeown, 2005, p.4). The 2004-2005 established to provide $12.1 million over four years to mature aged job seekers (McKeown, 2005). The 2009 Australian Federal budget saw the government announce an increase in the pension age from 65 to 67 years to reflect the ageing and encourage organisations to retain older employees two extra years (Deloitte, 2009; Rest Superannuation, 2009). Another important area of government interest is the area of age discrimination.  As outlined by the Australian Human Rights and Equal Opportunity Commission, age discrimination is defined as any opportunity denied to a person based on their age, and where age is irrelevant in order to suffice in the situation, affecting both young and old workers (Thew, Eastman & Bourke, 2005). The key piece of legislation is the Age Discrimination Act 2004 which seeks to change attitudes by raising the awareness that people of differing ages have the same fundamental rights, remove barriers to participation and remove stereotypes of older employees (Thew et al., 2005). Despite such legislation, it has been suggested that discriminatory behaviour towards older workers could replace sexual discrimination as one of the most critical workplace issues of the current generation (CCH, 2004; Hudson Recruitment, 2004). The current reality is that older employees have greater difficulties re-entering the workforce, are less likely to be trained and are more likely to be ‘down-sized’ or selected for redundancy (Shacklock, 2005). The general consensus seems to be that ageism needs to be addressed through policies being supported by senior management, with financial backing from the organisation, supportive HR structures and with commitment from aged workers (Constable, 2003; Hudson Recruitment, 2004). It also needs to be noted that negative stereotypes about older workers can come from the older workers themselves such that self-imposed barriers and sabotages develop due to the participants own doubts (Hastings, 2006; Poole, 2008). Such self-sabotage is also found where older employees may adopt self-protection strategies and isolate themselves from younger employees in the workplace (Hudson Recruitment, 2004).  Added to this, a breakdown in communication, collaboration and a reduction in teamwork with younger workers may exist due to a lack of effective interaction with younger employees (CCH, 2004). 
For many organisations, it is the HR department which is responsible for managing diversity practices such as those related to an ageing workforce (De Cieri, Costa, Pettit & Buttigieg, 2008). This requires CEO and top management support for the policy, acceptance and adoption of the policies by other managers across the organisation and coherent and consistent HR practices. 
With this background, the objective of the exploratory research summarised in this paper is to explore 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 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 that competitive advantage can be gained by organisations establishing ‘age friendly’ 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:
· age and positive views of ageing

· age and preparation of retirement

· views on knowledge management and age

· attitudes to HRM ageing initiatives and age
Method

The study used a quantitative research design to allow comparison with previous research in these areas and therefore developed a survey drawn from well validated measures developed in a range of international studies – (refer to Appendix 1 for detail). The survey questionnaire was administered in both an on-line and 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. 
Results 
Note that these are currently presented in raw data form and statistical analysis will be provided in the final draft. 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. Table 1 below shows the age and gender range of the participants.
Table 1: Respondents by Age and Gender
	Age
	Gender
	Total

	
	Male
	Female
	

	20-24

25-29

30-34

35-39

40-44

45-49

50-54

55-59

65-69
	12
	42
	54

	
	12
	66
	78

	
	0
	48
	48

	
	0
	6
	6

	
	6
	0
	6

	
	12
	6
	18

	
	18
	12
	30

	
	0
	12
	12

	
	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, 
Table 2: The Generational View

	
	Gender
	Total

	
	Male
	Female
	

	Younger Employee (16-44 years)

Baby Boomer/Older Employee (45+years)
	30
	162
	192

	
	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 

	Gender
	Employment.Status
	Total

	
	Full Time
	Part Time
	

	Male
	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	30
	0
	30

	
	
	42
	12
	54

	
	Total
	72
	12
	84

	Female
	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	114
	48
	162

	
	
	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 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

	Gender
	Employment Type
	Total

	
	Permanent
	Casual
	Temporary
	Fixed Term Contract
	

	Male
	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	30
	-
	-
	-
	30

	
	
	36
	12
	-
	6
	54

	
	Total
	66
	12
	-
	6
	84

	Female
	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	84
	18
	12
	48
	162

	
	
	42
	-
	-
	-
	42

	
	Total
	126
	18
	12
	48
	204


Table 5 provides more evidence of the employee profile according Australian norms with the majority being married – especially in the older employee group. 
Table 5: Generation by Marital Status

	
	Marital Status
	Total

	
	Single - never married
	Single - Divorced/Separated
	Married/
De Facto
	

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	60
	48
	84
	192

	
	6
	12
	78
	96

	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. 

Table 6: Generation by Education
	
	Education
	Total

	
	High School Diploma
	Degree/

Honours
	Masters
	Bachelor Degree
	TAFE Diploma
	

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	60
	0
	0
	60
	72
	192

	
	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

	
	$20-29,000
	$30-39,000
	$40
-49,000
	$50-59,000
	$60-69,000
	$80,000+
	Total

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	6
	42
	84
	42
	12
	6
	192

	
	6
	24
	18
	0
	36
	12
	96

	Total
	12
	66
	102
	42
	48
	18
	288


Views on Ageing
Part A of the survey examined whether younger and older employees differed in their views of ageing – 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 was called ‘your views on older workers’ and was made up of three questions. The first question examined respondent’s opinions on eighteen of the most common “myths” about the 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. 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 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. 
Table 8: Generational Views on Ageing

	
	Highly Unlikely
	Unlikely
	Neither
	Likely
	Highly Likely
	

	Older workers will increase labour costs
	

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	6
	24
	78
	66
	18
	

	
	60
	18
	18
	0
	0
	

	Total
	66
	42
	96
	66
	18
	

	Older workers will produce greater resistance to change

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	6
	12
	72
	84
	18
	

	
	60
	18
	6
	12
	0
	

	Total
	66
	30
	78
	96
	18
	

	Older workers will increase absenteeism

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	6
	6
	102
	66
	12
	

	
	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)

Baby Boomer/Older Employee (45+)
	6
	120
	36
	30
	0
	

	
	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)

Baby Boomer/Older Employee (45+)
	-
	12
	96
	78
	6
	

	
	-
	6
	42
	18
	30
	

	Total
	-
	18
	138
	96
	36
	

	Older workers will create fewer conflicts in the organisation

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	18
	126
	36
	12
	0
	

	
	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)

Baby Boomer/Older Employee (45+)
	12
	30
	80
	60
	4
	

	
	66
	6
	18
	6
	0
	

	Total
	78
	36
	102
	66
	4
	

	Older workers will increase productivity

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	60
	102
	30
	0
	0
	

	
	60
	24
	6
	6
	0
	

	Total
	120
	126
	36
	6
	0
	

	Older workers will create a less flexible workforce

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	24
	18
	48
	90
	12
	

	
	66
	12
	12
	0
	6
	

	Total
	90
	30
	60
	90
	18
	

	Highly Unlikely

Unlikely

Neither

Likely

Highly Likely




	
	Highly Unlikely
	Unlikely
	Neither
	Likely
	Highly Likely
	

	Older workers will require more training

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	12
	6
	48
	114
	6
	

	
	-
	6
	48
	30
	12
	

	Total
	12
	12
	96
	144
	18
	

	Older workers will stifle creativity

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	24
	30
	84
	48
	6
	

	
	60
	12
	24
	-
	-
	

	Total
	84
	42
	108
	48
	6
	

	older workers will have increased time off taken for eldercare

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	24
	54
	90
	24
	

	
	24
	66
	6
	0
	

	Total
	48
	120
	96
	24
	

	older workers will not work well with other generations

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	6
	24
	96
	66
	

	
	60
	6
	30
	-
	

	Total
	66
	30
	126
	66
	

	older workers will have no disadvantages

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	42
	66
	66
	12
	6
	

	
	36
	12
	12
	30
	6
	

	Total
	78
	78
	78
	42
	12
	

	older workers will produce a loss of knowledge

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	30
	108
	48
	-
	6
	

	
	-
	6
	12
	24
	54
	

	Total
	30
	114
	60
	24
	60
	

	older workers will create an increase in sick lea

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	-
	12
	60
	114
	

	
	12
	12
	66
	6
	

	Total
	12
	24
	126
	120
	

	older workers will mean we need to improve working conditions

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	6
	18
	108
	54
	6
	

	
	-
	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)

Baby Boomer/Older Employee (45+)
	            6
	              18
	                 54
	                   96
	                18
	

	
	            60
	              12
	                 18
	                    6
	               -
	

	Total
	            66
	             30
	                 72
	                102
	              18
	

	
	Highly Unlikely
	Unlikely
	Neither
	             Likely
	Highly Likely
	


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 identifying “old” as being at 50-54 or 55-59. 
	Table 9: Generational Perceptions of Age and Work

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

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

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	6
	78
	72
	30
	6
	0
	192

	
	6
	0
	6
	12
	12
	60
	96

	Total
	12
	78
	78
	42
	18
	60
	288


This result is in sharp contrast to over 60% of older employees who selected the highest possible age bracket, 70+ to as the age that they best describe a worker as “old”. Overall, examining the differences between the results of the younger and older employees results, older respondents generally concluded that an age they consider a worker to be ‘old’ is 70 years. This compares to the 55-59 age range nominated by 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 ‘old’ between 50-54 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 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?
	Total

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

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	0
	84
	54
	18
	6
	30
	192

	
	6
	6
	12
	6
	36
	30
	96

	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 – generally indicative of the belief that retirement is an individual decision that may not necessarily be determined by age. 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 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?
	Total

	
	50-54
	55-59
	60-64
	65-69
	70+
	N/A
	

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	0
	72
	78
	24
	6
	12
	192

	
	6
	0
	18
	12
	60
	0
	96

	Total
	6
	72
	96
	36
	66
	12
	288


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 Australian government’s pension eligibility age of 65 years but falls short of the new 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 examined respondent’s views on the reasons to hire older workers, providing thirteen positive statements such as ‘older workers have invaluable experiences’ on a five point Likert scale from: a very good reason (1) to a very bad 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. 

Table 12: Generational Perceptions on Reasons to Hire Older Workers
	Older workers...
	A very good reason
	A good reason
	Neither
	A bad reason
	A very bad reason
	Total

	...are more willing to work flexible schedules
	

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	6
	6
	78
	84
	18
	192

	
	60
	24
	12
	0
	0
	96

	Total
	66
	30
	90
	84
	18
	288

	...are more willing to serve as mentors

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	6
	18
	114
	42
	12
	192

	
	66
	24
	6
	6
	0
	96

	Total
	72
	42
	120
	48
	12
	288

	...have invaluable experience       

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	6
	12
	108
	54
	12
	192

	
	60
	30
	6
	0
	0
	96

	Total
	66
	42
	114
	54
	12
	288

	...have a stronger work ethic

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	1
	17
	78
	72
	30
	192

	
	65
	25
	6
	0
	0
	96

	Total
	66
	42
	84
	72
	30
	288

	...are more reliable

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	2
	18
	77
	72
	24
	192

	
	63
	25
	7
	0
	0
	96

	Total
	65
	43
	84
	72
	24
	288

	...add diversity of approach/thought

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	12
	5
	71
	36
	12
	192

	
	60
	19
	19
	6
	0
	96

	Total
	72
	24
	90
	42
	12
	288

	...are more loyal

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	1
	5
	121
	66
	0
	186

	
	59
	19
	17
	0
	0
	96

	Total
	60
	24
	138
	66
	0
	282

	...take work more seriously

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	6
	30
	119
	36
	0
	192

	
	60
	18
	13
	6
	0
	96

	Total
	66
	48
	132
	42
	0
	288

	...have established networks

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	4
	5
	65
	114
	0
	192

	
	62
	13
	19
	1
	5
	96

	Total
	66
	18
	84
	115
	5
	288



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

	...have higher retention rates

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	6
	18
	103
	65
	0
	186

	
	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




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. Based on the above below, 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 “old” 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.

Working Past Retirement Age:

This question examined respondent’s opinions about working beyond the 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 ‘A very good reason’  to 5 being ‘A very bad reason’. As Table 13 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.  
Table 13: Generational Views on Working Beyond Retirement Age

	
	A very good reason
	A good reason
	Neither
	A bad reason
	A very bad reason
	Total

	If I don’t have enough superannuation
	

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	78
	84
	6
	12
	12
	192

	
	54
	12
	18
	12
	0
	96

	Total
	132
	96
	24
	24
	12
	288

	Because I like to keep busy

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	6
	42
	126
	18
	0
	192

	
	66
	30
	0
	0
	0
	96

	Total
	72
	72
	126
	18
	
	288

	Because my services are valued by my employer

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	6
	42
	102
	42
	0
	192

	
	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)

Baby Boomer/Older Employee (45+)
	0
	0
	102
	78
	12
	192

	
	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)

Baby Boomer/Older Employee (45+)
	0
	18
	112
	60
	0
	192

	
	48
	30
	14
	6
	0
	96

	Total
	48
	48
	126
	66
	0
	288

	Because I want to contribute to the community

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	0
	24
	132
	36
	0
	192

	
	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)

Baby Boomer/Older Employee (45+)
	18
	84
	48
	36
	6
	186

	
	8
	18
	12
	12
	0
	96

	Total
	26
	102
	60
	48
	6
	282


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. 
Views on Knowledge Management

Part C of the survey investigated retirement of the baby boomer/older workforce from the perspective of knowledge management. Whilst there is a growing body of literature on the ageing workforce, there remains a scarcity of empirical evidence investigating the impacts of the loss of knowledge, skills and experiences due to the retirement of the baby boomer generation. This section was comprised of four questions which aimed to provide insight into the awareness of the use and value of knowledge management systems by employees – taking into account that according to the HR manager in CompA, such a system was currently being widely implemented. 
Three questions asked respondents if they were aware of: any procedures within their organisation to transfer knowledge, any formal Knowledge Management Systems (KMS) and whether they believed a KMS would help retain essential knowledge, skills and experience. The results are presented in Table 14. 
Table 14: Awareness of KM Systems (as percentages)
	
	Younger Employees (%)
	Older Employees (%)

	
	No
	Yes
	Unsure
	No
	Yes
	Unsure

	Are you aware of any:
	
	
	
	
	
	

	· Procedures to transfer knowledge
	81
	0
	19
	56
	13
	31

	· Formal KMS
	78
	6
	16
	63
	0
	38

	Do you think a KMS would help retain:
	
	
	
	
	
	

	· Knowledge
	31
	19
	50
	6
	75
	19

	· Skills
	31
	6
	63
	0
	94
	6

	· Experience
	31
	16
	53
	0
	81
	19


Both younger respondents (81%) and older respondents (56%) believed that no procedures to transfer knowledge existed within their organisation. It was also found that 78 percent of younger employees and 62 percent of older employees believed that there was no formal KMS within their organisation. Overall, regardless of age, both younger and older respondents were unsure or did not know of any procedures to transfer knowledge or any formal KMS. Given that the HR manager of CompA stated that such a system had begun to be implemented over 2 years and was seen very much as a future initiative to be addressed, this lack of general employee awareness is clearly of concern. 

Major differences were found between the age of the respondent and the proactive views on knowledge management. When asked if respondents believed a formal KMS would help retain knowledge, 75 percent of older employees believed it would, compared to only 18 percent of younger employees. A similar result was found when examining the impact of a formal KMS for retaining skills (93% of older employees agreed compared to 6 percent of younger) and experience (81% older, 16% younger). While neither group had any awareness of any formal KMS, both groups believed such a system would help retain knowledge and skills – indicating that they do view knowledge loss as important. A similar result was concluded in the Wyoming Workforce Survey, in which the majority of the businesses reported that a loss of institutional knowledge occurs due to a lack of KMS when an employee retires (AARP, 2006). Of the sample, 55 percent stated a major loss occurred, and 28 percent stated a minor loss. The fact that our study found that while CompA  HR staff believe they have such a system in place but staff appear totally unaware may not be evidence of failure of the KMS system so much as an indication of a failure in marketing and advertising the program.
It should also be noted that this study is one of the first to examine the issue of knowledge management and the retention of knowledge in the context of the ageing workforce, little literature exists in order to compare the results and findings. Despite having to speculate, based on this sample, it is appears that older employees be more aware of and hold more proactive views on knowledge management. As with the results from Morgan (2009), this may be the result of older employees being closer to retirement as well as a greater awareness of their role in the organisation – allowing them to foresee the effects of more knowledgeable and experienced employees leaving the organisation. 

Views on HRM Ageing Initiatives 

Part D of the survey investigated retirement of the baby boomer/older worker from the perspective of human resource management (HRM). One of the central themes of this paper is the retention of older workers. The prior sections have examined the differences between the views on older workers, retirement and the new dimension of knowledge management. This section examines what measures specifically aimed at retaining, maintaining and sustaining older workers are seen as attractive. This was done by providing respondents with 18 different HR practices an organisation may have. Respondents were asked to rank the attractiveness of these items based on a 5 point Likert scale from ‘Very Attractive’ (1) to ‘Very Unattractive’ (5). The results were analysed to determine whether or not a difference occurred between the attractiveness of various HR practices between older and younger employees and, as Table 15 below shows, there are again, marked differences. 
It was found that younger employees listed flexible work hours, job sharing and alternative work arrangements as the most attractive HR practices. Further, younger employees viewed proactive recruitment of older workers and re-employment of retirees as the most unattractive options. In comparison, older respondents selected working from home, training to develop new skills and flexible working arrangements as the most attractive options and exemption for working overtime for older workers as the least. Unlike other areas of this study, the attractiveness of HR practices in retaining an ageing workforce is an issue which is gaining increasing attention in both the academic and popular literature and the findings here align well with other Australian studies. For instance, both Shacklock et al. (2007) and Patrickson and Hartmann (2001) found that participants reported flexible and less than full-time work hours as the most attractive form of working. 
Table 15: Rating of Attractiveness of HR Ageing Initiatives
	HR Practices
	Very Attractive
	Attractive
	Neither
	Un-Attractive
	Very Un-Attractive
	Total

	Phased Retirement
	

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	0
	6
	102
	78
	6
	192

	
	54
	24
	18
	0
	0
	96

	Total
	54
	30
	120
	78
	6
	288

	Prolonged career breaks

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	6
	102
	72
	6
	6
	192

	
	18
	42
	36
	0
	0
	96

	Total
	24
	144
	108
	6
	6
	288

	Age limits for irregular work       

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	6
	12
	60
	108
	6
	192

	
	0
	6
	54
	24
	12
	96

	Total
	6
	18
	114
	132
	18
	288

	Exemption from working overtime hours for older workers

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	0
	18
	54
	114
	6
	192

	
	6
	12
	30
	24
	24
	96

	Total
	6
	30
	84
	138
	30
	288

	Flexible working hours

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	150
	36
	6
	0
	0
	192

	
	72
	12
	12
	0
	0
	96

	Total
	222
	48
	18
	0
	0
	288

	Age neutral culture

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	6
	6
	120
	54
	6
	192

	
	54
	30
	12
	0
	0
	96

	Total
	60
	36
	132
	54
	6
	288

	Alternative work arrangements

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	102
	60
	24
	6
	0
	186

	
	54
	12
	18
	12
	0
	96

	Total
	156
	72
	42
	18
	0
	282



	Provision of same opportunities as younger employees for promotion & transfer
	

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	12
	66
	18
	90
	6
	192

	
	66
	18
	0
	12
	0
	96

	Total
	78
	84
	18
	102
	6
	288



	Working from Home for a period prior to retirement
	
	
	
	
	

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	0
	30
	78
	73
	11
	192

	
	72
	23
	1
	0
	0
	96

	Total
	72
	53
	79
	73
	11
	288



	HR Practices
	Very Attractive
	Attractive
	Neither
	Un-Attractive
	Very Un-Attractive
	Total

	Re-employment of retirees

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	0
	6
	24
	72
	90
	192

	
	54
	30
	12
	0
	0
	96

	Total
	54
	36
	36
	72
	90
	288

	Proactive recruitment of older workers

	Younger Employee (16-44)

Baby Boomer/Older Employee (45+)
	0
	6
	12
	87
	87
	186

	
	54
	12
	30
	0
	0
	96

	Total
	54
	18
	42
	87
	87
	282

	Postpone retirement option
	
	
	
	
	
	

	Younger Employee (16-44)
	0
	6
	30
	113
	43
	192

	Baby Boomer/Older Employee (45+)
	54
	30
	6
	6
	0
	96

	Total
	54
	36
	36
	119
	43
	288

	Job sharing
	
	
	
	
	
	

	Younger Employee (16-44)
	132
	42
	18
	0
	0
	192

	Baby Boomer/Older Employee (45+)
	42
	18
	24
	12
	0
	96

	Total
	174
	60
	42
	12
	0
	288

	Elder care provisions such as unpaid leave
	
	
	
	
	

	Younger Employee (16-44)
	0
	36
	84
	72
	0
	186

	Baby Boomer/Older Employee (45+)
	30
	24
	42
	0
	30
	96

	Total
	30
	60
	126
	72
	30
	282



	Targeted training provided to update current job skills
	
	
	
	

	Younger Employee (16-44)
	12
	169
	11
	0
	0
	192

	Baby Boomer/Older Employee (45+)
	60
	24
	6
	6
	0
	96

	Total
	72
	193
	17
	6
	0
	288



	Targeted training provided to develop new job skills and expertise

	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



	Access to new technology to assist in performing my job
	
	
	
	

	Younger Employee (16-44)
	30
	138
	24
	0
	0
	192

	Baby Boomer/Older Employee (45+)
	66
	12
	15
	2
	1
	96

	Total
	96
	150
	39
	2
	1
	288



	


	
	
	
	
	
	
	


A feature of this study was its ability to examine differences between the results of these individual employees and the HR department of the organisation they work for. It was found that the HR department had either implemented or was prepared to offer most of the practices in Table 15 and that working from home was perceived by the HR manager as their most popular HR offering for older workers. The HR department was also aware of requests for alternative work arrangements, flexible work hours and training to update skills. 

Conclusions

Australia’s largest generational cohort will retire from the workforce over the next two decades, taking with them an insurmountable wealth of knowledge and experiences. It is inevitable that employers will need to deal with the issue of how to retain and sustain their older employees in order to limit the effects of workforce shortages, and increase the knowledge capital of the organisation.

The objective of this study was to determine what organisations can do to manage their older workers – and more specifically, what they can do to retain, sustain and maintain and, if all else fails, to get their “boomerang back”. By establishing there were differences in regards to the views on ageing) and preparation for retirement, between the younger respondents (under 45 years) and baby boomers/older employees (45+), it appears that older employees are both positive and proactive in their views about ageing and their plans for retirement. These are not matched in either the views or actions of younger employees and these results suggest two important considerations for organisations. The first is that they too must be organised in their efforts to retain their baby boomers if they really do want to retain them – as it appears this group may well be gone from the workforce and enjoying a well planned retirement otherwise. The second is that the contrasting views between younger and older employees may be the source of potential conflict and indicative of the systemic ageism noted in studies such as AARP (2006) and Patrickson and Hartmann, (2001). 

Linking back to the government initiatives and the range of human resource management practices which are commonly known and accepted, it appears that organisations really need to assess and be aware of what is actually happening in their workplace. It seems there may be important differences of opinions between older and younger employees in their views on retirement and reasons to remain employed beyond retirement age. In order to effectively use resources such as humans, the rhetoric of both HRM and government policy has been that employees of all ages need to be treated as valuable, rare and inimitable resources (Wright et al., 2001). Whilst this study examined differing HR practices and methods to retain older employees it is the decisions of organisations to adapt to the differing requirements of the baby boomer generation which will assist in their retention – and it is the actual implementation as well as genuine acceptance of ageing workers that will make the difference. 
Our study has added the dimension of knowledge management in relation to the ageing workforce and found that the majority of respondents (both employees and HR) stated a formal KMS would help retain the knowledge, skills and experience of older employees. It was also found that whilst the HR department viewed this as a significant benefit, they in fact had not implemented any formal KMS as far as staff of any age were aware. If the issue pertinent to the situation is really the knowledge that baby boomers have, what do the poor results here mean for actually retaining the true value of the older worker? Asking these questions in 2009, just as the flood of baby boomer retirements is about to hit its peak 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.

 Implications of the Research

Due to the limited extant research surrounding the issues of KM and the baby boomer workforce, the findings of this study provide some ability to contribute to new knowledge in this area. Firstly, the findings of this study provide support for the more complete view of the implications of ageing from the view of the complete workforce - as well as the HR/organisational perspective which has tended to dominate the literate in this area. More subtlety, this wider view is important in that it reveals some of the inherent tensions between HR initiatives which differentiate and focus on specific worker cohorts. Many of the HR initiatives suggested for older worker retention were not seen as important for younger workers and may actually create resentment from them towards older workers (Constable, 2003). However, the reality is that the practices they focus on are applicable to all workers and are likely to be similar (if not identical), to those practiced in HR strategies to attract and retain Gen Y employees. 
Finally, the findings of this study demonstrate that organisations need to become proactively and much more promptly involved in strategies to retain their older workforce as they are likely to lose them throughout the next few decades, given the high levels of planning for retirement found not only in this thesis. It will become a HR imperative that organisations act now and cut through the rhetoric to achieve true equality at work for their older workers, as once retired, it seems that the majority of baby boomers will not re-enter the workforce (Shacklock et al., 2007). 
Summary

The results of this study have revealed a very concerning and widespread indication of a disjuncture between the official government and organisational views not older workers and the views of the younger sector of the workforce. The strategic HR rhetoric of being a highly valuable resource is accepted as true by older workers themselves but that this view was not generally shared by younger employees. Further, older employees generally are well prepared and planning their retirement. While they have positive attitudes about work and their ability to contribute, their plans to leave both their current organisation and the workforce in general are already made.  
In conclusion, the impact of government in leading real change in the agenda for equality and acceptance of diversity seems to have missed the mark when the issue is one of age. What then is the role of the state when it seems to be failing in such a crucial matter? It appears that the well publicised, accepted and apparently commonly understood notions of equality and diversity may actually be seen by the younger generation as hollow government and HR rhetoric when it comes to considering the value of older workes. Certainly, the ability of the case study organisation to get their “boomerangs back”, once they have retired, does not look good. The real value of what is being lost with older employees leaving does not seem to be recognised. It is clear that, in this organisation at least, the notion of KM is still very much just a notion and that it is very likely that the gap left in organisations as baby boomers leave, will not truly be recognised for many until it impacts on organisational operations and productivity. Unfortunately, by then, it will be too late to cry “I want my boomerang back!” Even more unfortunately, the case study organisation was chosen because it was apparently so “normal” and the real concern now is that these results are indicative of a far wider attitude of apparently systemic age discrimination within Australian organisations. 
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Appendix 1: Derivation of Survey Items

	Section:
	Title:
	Section Objectives:
	Derived From:

	
	
	
	Reference
	Question(s)

	A
	Your views on older workers
	Aims at establishing the respondent’s personal opinions on the ageing workforce. Asks specifically:

· What impact it will have on the organisation they work for (Q1), 

· What age they consider old (Q2a), 

· What age do employees cease to make a contribution to the org (2b), 

· What age should an employee retire (2c),

· Rating reasons for hiring older workers (Q3), and

· How does their organisation show employees they are valued and respected (open-ended – Q4)
	AARP (2006)
	· Q2 (used for Q3)

	
	
	
	Buchan Consulting (2005)
	· Q1 (for Q2)

	
	
	
	OWEN (2009)
	· Q28/31 (for Q1)

· Q32 (for Q3)

	
	
	
	State Services Commission (2004)
	· Q5/6 (for Q4)

	B

	Your views on retirement
	Aimed at determining respondent’s views on their own retirement. Examines:

· Which age group will they retire at (Q5)

· How many years from now do they intent to retire (Q6)

· Opinions on reasons they may continue to work (Q8)

· Sources of income after retirement (Q8), their adequacy (Q9)

· Superannuation questions (Q10,11),

· Financial planning (Q12,13)
	ASPC (2003a)
	· Q27 (for Q6)

· Q19/21 (for Q8)

	
	
	
	Constable (2003)
	· Q11 (for Q5)

· Q9 (for Q7)

· Q18 (for Q12/13)

	
	
	
	Stephenson & Scobie (2002),

And

Syed (2007)
	· Used for Superannuation/ Financial Planning Questions (8-11)

	C

	Knowledge Management
	Aimed at exploring the new topic area of knowledge management. Focuses on:

· Employee’s knowledge of any procedures used to transfer knowledge throughout the company (Q14), or use of formal systems (Q15)

· Opinions on whether a knowledge management system would help retain knowledge, skills and experience (Q16)

· Open-ended question to allow for respondents to describe any systems or procedures in place to retain knowledge (Q17)
	AARP (2006)
	· Q11 (for Q14/15)

· Q10 (for Q16)

	
	
	
	ASPC (2003)
	· Q29 (for Q16)

	D
	Measures specifically aimed at older workers
	This section aims at measuring how attractive various practices would be to an employee if offered by their organisation.

This section provides various human resource practices respondent’s organisations may have. An indication of how attractive these options are required (Q18). Options include:

· Phased retirement

· Working from home

· Flexible working hours

· Mentoring roles (For the full list refer to Appendix D) 
	AARP (2006)
	· Q8

· Q12

	
	
	
	OWEN (2009)
	· Q31

	
	
	
	State Services Commission (2004)
	· Q4

· Q7

	E
	Demographics and company details
	This section aims at determining the demographics of the respondent and the details of their organisation. This is done through questions aimed at:

Determining gender (Q19), age range (Q20), level of education (Q21), marital status (Q22), employment type (Q23) and status (Q24), hours worked per week (Q25), years of service (Q26), annual salary (Q27) and also provides an opportunity to express any other related comments (Q28)
	Standard demographic data based on ABS classifications were asked here
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