








l008a, 2008b; Brown, Aumann, Pius-Carsouphe,), 
Galinsky, & Bond, 20 JO). ln order to be effective in 
recruitment, these cypcs of practices hJvc to be com­
munic:ned in a m;ulner that signals w retiree.' tbat 
the organi1.arion value!> their cormiblllions (Rau & 
Adams, 2005). Of course, rhey also have ro be com­
municated via appropriare �c�h�a�n�n�c�l�~�o�.� Organitalions 
have a number of oprions for targeting �r�e�t�i�r�e�e�.�:�~� who 
may be acli\•c or �p�:�b�.�.�~�i�v�e� job seekers (Adams & R..m, 
2004). Among ochers, these include (I) dirccr mail, 
(2) ncwspapcrs/inrerner, (3) posters in places 1har 
�n�:�l�i�r�c�~� frequem, (4) radio, (5) employmenr agcn­
o.:ic.,, (6) open houscs/informarional l.eminars, and 
(7) networking and rcferralll (Fyock, 2005). 

Uke the chorce w engage in any ocher HR 
activitic.,, rhe choice 10 eng,rgt: in wrgt:red dforcs 
ro retain and recruit retirees is bast:d on the strat­
egy of rhc organi1.a1ion. To begin. it shouJd be rec­
ognized rhar reu:nr ion and n:cruirrncnr arc only 
nne set of options lor ensuring char the work of 
1he �o�r�g�a�n�i�7�~�'�l�c�i�o�n� gets accomplished. Tht're are 
alrernarivcs rhar mighr bcm:r lira p.micular org.m­
iz:nion (e.g .. job �n�:�d�~�i�g�n� .rnd redbrriburion, our­
'>ourcing, off-shoring, ere.) thar can he comidcrcd. 
Organizations �c�h�o�n�~�c� bt:rwccn rercmion, recruir­
mt:nr, or :.ome mix of 1he rwo b.ll>t:d on their 
advanrages and di:.advamagcs. Reremion srr,ncgies 
c.111 have the advant.tges of laciliraling knowledge 
traru.fer, �~�i�g�n�a�l�i�n�g� a long-u:rm curnmirmenr to 

employee\, reducing cos1:. fi>r on-boarJing, cu:. The 
db<tdvancagcs of rc1cnrion �M�r�a�r�c�g�i�c�~� can include a 
lack of new idea!> and approaches, �d�i�f�f�i�~�.�.�'�U�l�r�y� mccring 
�o�c�~�f�l�i�r�m�a�t�i�v�c� action goals, blocked mobiliry channels 
for younger workers, ere. Rccruiunenr srraregies 
arc just the oppol>irc. They have rhc �a�d�v�a�m�a�g�~� of 
being able ro bring in new ideas, helping to mct:r 
Jiversiry ,tnd allirmarivc c1crion go.rb, opening 
mobiliry channel.\, ere. Rccruiunem :.rrarcgit:S have 
disadvanrages in thar chey can bt: more co:.rly ro 
implement, they crcare cosr:. for on-hoan:ling new 
employee:., ere. 

Dorh rcrcnrion and recruirmcnr can be ch.rlleng­
ing co implcmcm f(>r organi7.alional reason:. �a�~� well 
;b legal and �r�~�u�i�J�t�o�r�y� �r�e�a�~�.�>�n�s� (Hi ll , 2010; Noble 
& Harper, 20 I 0). Many of the suggcslions for borh 
retention and rccruiLing rely on rhc norion of crc­
;Hing pan-ume work (reduct:d responsibiliry, fewer 
hours per day, f1..wcr days �p�~�o�:�t� week, sca.\onal empluy­
mcm) and creating contingcm work .trrangcmems. 
While these arc a(lractivc m retirees, pan-lime work 
is nur the mosr oprimal cunligurarion for all jobs. 
In addition. organianions mighr have lt:gitirn.ue 
�c�o�n�c�e�r�n�~� ,thour the jnb performance of some: of irs 

employee:.. In rhis case, certain �r�c�t�i�r�e�r�n�c�m�~ �.� like 
other rypcs of mrnovcr, may be very f'uncdonal. A:, 
a result, these broadly offered retiree rercm ion pro. 
grams might not make as much sense as limited and 
focused retention �p�r�o�g�r�a�m�~�.� 

It is also true du1 some �d�f�o�n�~� aimt:d at retain­
ing older workers can have the opposite dlccr. Thar 
is, rather chan retaining workers who would have 
retired, rht:y may encourage workers who mhcr­
wise would have cominucd working fuJJ-timc w 
�r�~�o�:�r�i�r�e� in favor of part-time work (Grdlcr & Srroh 
2003). Indeed, phased rcriremt:m and condo­
gem work arrangements have been used �a�.�~� early 
rcrircmcnr inccnrivcs as opposed ro incenrivc., 
for continued work (Fddrnan, 20Cl3). �1�l�1�e�r�~� �a�r�~� 

also legal �b�a�r�r�i�e�r�~� ro phased rerircmcm �p�r�o�g�r�a�m �~� 

(H ill. 1010; Noble & Harper, 2010). For exam­
ple, the Pc:nsion Prorecliun ACI of 2006 rclJxcd 
sornt: rcsrrictions on in-service dbtrihutions from 
tldined benefit plans while cominuing w work 
f<>r rhe pl:tn �s�p�u�n�~�o�r� (e.g., for thos1: 62 and older 
ur who have reached rhc plan's normal rctircmctll 
age; Purcell, 2009b). HO\wver. there is :.till lurk 
guidance about huw to adminisrer these dbrrihu­
Liuns, and some h:tvc r.tiscd concerns about 1hc 
kgaliry of targeting older �e�m�p�l�o�y�e�e�~� for part-time 
work if that pan-cirne work is ar a reduced pay and 
benefits (Hill, 2010). 

�C�o�n�~�i�d�c�r�i�n�g� rhe advantages, �d�i�~�d�v�a�n�r�a�~�c�s�,� chal­
lenges co implemcntarion, .md coMs, �o�r�g�a�n�i�z�a�c�i�c�m�~� 

anemp1 w ch01.hc the mix of n:rcmion and rccruir­
rncnr activities that is �b�t�'�~�t� alignl.-d witb their :.rrar­
egy. Clearly, organizations rhar arc nnt cxpt:r icncing 
or expccring to experience vacancies and thosl' 
rhar may bt: in rerrenchmcnr are no1 likdy to lxo 
interested in retention or recruitment co any great 
exrcnt. Organizations adopring a cost k-adcrship 
Hrategy wirh a Jocu:. on murine and srandardiz.cd 
work �p�r�o�c�c�s�~�o�t�:�s� and/or a workforce conccnrrarcd in 
jobs rhar require ,kills that arc widely available in 
the labor market can bcncfi1 from broad recruit­
ing approaches (seck [() auract large numbers or 
;rpplicams). In this case, recruiting retirees m;ry �b�~�:� 

a small parr of rheir broader appmach. An mg:mi­
l<llion adopring an innovar ion strategy whet c.: nc'A< 
idl.'as and �a�p�p�r�o�a�c�h�l�~� arc imporram mighr be bet­
ter �~�e�r�v�e�d� by n:cruirmcnr �:�.�t�r�a�r�c�g�i�c�.�~� than retenrion 
strategic:.. An organizaliun adopting a dirfcrcmia­
rion �~�o�t�r�a�r�c�g�y�.� which relic:. on firm-specinc knowl­
edge and �r�d�a�r�i�o�n�~�h�i�p�:�.� or �r�e�q�u�i�r�e�~� :.pcciali1.cJ �~�k�i�l�l�:�.� 

nor generally av:til,tblt: in the labor marker. i!. likdy 
w beneflr from retenrion strategies and narrowly 
targeted recruitment dforr:.. 
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Conclusion 
According to the Govcrnmenr Accoumahiliry 

Office (GAO, 2005). moM organi:talions in the 
United State~ have not yet made hiring and rcrain­
ing older workers a priority. According to AARP's 
Jist of"~t Employers /c)r Workerl> Ovl·r 50," .some 
oorable exccprion!o mcludL Cornell Universiry, First 
HoriLon Nation~! Corporation, Narional lnsritures 
of llc.Urh, S. C. John!oon & Son, .md Massachusccrs 
Jnsciwcc of Technolob'Y (AARP, 20 I 0). 1hese 
employers engage in a v.1riery ()f prncrico, some of 
which we dc~cribeJ in rhi!> chapter, to arrr.tcr, retain, 
and motivate older workers. Howevt'r. their prac­
rice~t JIC not idemical. Rather, chcsc organi'lllrions 
design recruitmcm, rraining and career develop­
mall, workplace acc.:ommodaricms. alrcrnativc work 
options such :t.\ Aexible scheduling, job sharing and 
ph:w.-d n.:cirement, employee h\."alth, pcru.ion, and 
rclirt:c: bcnefitl> th.H arc cumisrt:nt with their uver.Ul 
bu.-.ino:. :.mregy. 1 he fact thar they giVl' ~ud1 careful 
a11emion Ill tlw unpacr of rheir policielt and prJc­
rico on ulder worker!> SCI\ rho::m aparr fn>m mol>, 
other employer~. 

frt>m c>ur review of the liter.tture, we can derive 
l>Cvcral n:a..,<>n~ why most ~mployers have y~::~ to fully 
develop policies :tJtd pr::~eliccs pertaining ro retire­
mcnr. Fim, nllny employers have not yet felt the 
pinch of ret ircmcms that ha.s been foro::castcd f(>r 
several year,, While their workforce:. arc aging, 
employee:. .trc choo~ing ro work longer fur a variety 
of social ami economic reasons. While these organi­
zations may he feeHng some of che ctfectl>, such a.s 
lower mmiv.uion, difficulties with training, and/m 
iucre~ed phy:.ical he;Jrb problems, che effect:. arc 
still rclarivcly subtle. Umil the problems becunu: 
acute or lhcn. is .t wave of re£in:mcm:> that cre11to 

a crisis of knowledge within rhe organit.arion, or her 
~u~ arc likely to conrinue to rJ.kc priority. 

SeconJ, m:my organiZ;tdons Me new to rhe con­
cept of srrarcgic H R planning. As :.uch, IIR contin­
ue:. £0 :.trive to be perceived as a ~lrntegic bu.,incss 
panncr that can add value 10 an organiLation. As 
HR depanmcms incrt:ase in ~ophistication and 
lx'Comc srr:ucgic husiness parmers, we would cxpecr 
them m expand rherr scrarcgic planning dfom and 
hence become m()re aware ot: and prtparcd fur, 
~ue, relatcd to managcrnenr of an oldcr and retir­
ing workforce. 

Third, givcn the complexity uf the i!>ltucs n:gard­
ing retin:mem. organit.ations may simply he con­
~cd a:. to how 10 man,rg~: the problcmJ. they Jrc 
experiencing. Modvari<1n is a gooll C."be in poinr. 
While 11\Jnagers l>l rugglc with how to mot ivatc uldcr 

worker~ or 1hose nearing rcrircmenr, rhcy often con­
tinue 10 rely on the !>aiTie mcthodJ. of morivalion 
rha1 worked \\hen these individuals wen.: younger. 
They may, for ex.tntple, oiler carrots in the form 
of higher pay or Micks in chc fi>rm of disciplinary 
JCtion. However. a~ we have ~cen, older workers' 
value~. needs, and c:xpccrarion~ are differcm from 
younger workers', and rhcse rools arc nor likely m 
be cffccrive. Hence, what i~ required i\ for HR m 

~"tep back from what has worked in the pasr, edu­
cate them:.clvcs on the unique fcatures or an older 
workforce, and evaluate their currcm policielo and 
pracrices againsr wh:H is needcd 10 support d1c husi­
m:s:. :.rraregy. 

Fourth, employers cilc scveml barrkrs w offer­
ing more opporruni1ics ro older workers. According 
ro the GAO's srudy {GAO, 2005). these barriers 
include federal pension regulatiom prohibiling 
rhe Jbrriburion of DB pcmion benefits while an 
employee is still employed with the organi7..ation, 
older workers' r~isrance to change and/or new 
reclu1nlogy, difficulties in rehiring rerirc:d workers 
who .ue trying ro maimain income Ievell> thar wouiJ 
still allow them ro collect their Social Se~.:uriry and/ 
or Medicare bencfi1s, and societ.tl norms thai con­
dition workers ro expect retirement hy age 6'> {or 
younger). 

Finally, we cannot ignore the fact thar older 
workers arc :>till suhjecred w Slereoryping and dis­
criminarion. In their review of rhc age discrimina­
tion lircrarurc, Wood. Wilkimon. and Harcourt 
{2008) nmcd chat older worker\ arc underrcpre­
semcd in rhc labor marker, find ir more difficult ro 
re-cnrcr the workforce once rhcy have left ir, take 
significanrly longer 10 find alrcrnarive ernployml.'nc, 
and arc less likely to secure a job interview than 
younger workers. Older worker~ are srcrcorypcd as 
I"X:ing less flexible, resiMant 10 change, bs willing to 
accep1 new rechnology, less alerr, less reliable (due 
ro hcahh i~)ucs) , bs "trainable," .1nd less produc­
tive (Wood cr al., .2008). Further, studie) on older 
workers in many coumric~ find thar high numhers 
of them pfrcdv( that rhey arc discriminated against 
(e.g .• McMullin & Marshall, 2001; Ginn & Arber, 
1996). 

1l1i~ lisr illu~trarcs rhc ch,tllcnges associared with 
bringing retirement imo the suategic planning pro­
cess. To help urganiLari()n:. prep.trc for the work­
force of rhe future. rc~carchers and educawrs must 
work 10 rai~c.: awarenes.:;, encourage strategic pla­
nning, bring 1 he cxisti ng ri!S<.-arch to bear on older 
worker issue:., and resolve \Ome oi the unanswered 
quc~t il)ns affecring the inrcr:.ection uf H Rand older 
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workers. As ro this laner puint, we otfer several mg­
g~rion~ lor furure re.:.e.trch. 

Future Directions 
To improve the degree co which organi1.ations 

eng.lgc in mategic pl.uming, it would be helpful to 
idenri(y more clearly (.md cmpiric,tlly) thc advan­
tage.-. w orgaru1A1tion~ of engaging in HR planning 
and MtCCc:.sion planning. Rc~carch 1ha1 can csmb­
lish the t"Xtenr w which HR planning :tnd :.ucces­
sion planning improve HR'~ srratcgic value ro the 
organizariun, (!.) pwpo~cd by Ulrich and Bc.my 
(200 I), would help m lend these pmnicc.\ crcdihil­
iry and much-needed top managemcm suppon. In 
addition, we know rhat HR planning and succes­
sion planning proce.s!.es can be improved. Research 
aimed at helping org.lnintions do a bener Job 
of horh will address the lack of confidence m.my 
managers fed with their currenr planning pracriccs 
(B.unerr & Davi:., 2008). 

Civcn the lack or prcparcdness for r~:tirernem by 
so many workers, there is a great need for res<:arch 
addressing the p~ychology behind retirement pla­
nning and prepararion. Ad<~nh and Rau (in press) 
called for addirional re,earch exploring why certain 
demographic groups plan berrer than othen., tht: 
role of personality trait~ in financial planning. and/ 
or psychological barriers ro fin:mcial planning. This 
work would allow H R managers ro design policies 
rhar hdp ro prepare their workforce and/or design 
interventions (e.g., rraining) aimed at encouraging 
financial preparedness. 

In the ar<..'a of modvation, there i~o a need for snore 
re1oearch aJJressing tht· relationship between age and 
morivarion, a mcra-analysis w e:.-tim:ne age-related 
eflccrs and identify moderating variables, .md, per­
hap' muM imJ.Xlnamly, conceptual work thac can 
offer a comprehensive rheorccicaJ framework that 
can incorporate the variou~ perspective~ presented! 
offered by researcher:.. 

In rhi1> chapter, we have .memptcd 10 highlight 
some of the key lttrarcgic HR decisions rh.tr bring the 
worllh of :.trategic HR and p:-;ychology rogcthel. We 
would be remis,, howewr, if we f.tiled ro mention 
rhat there .ue many ocher dccisiom made by orga­
nit•tdons regarding the management or older and 
reciremcm-age workers that we did nor address pn:s­
enrly. Each fw1ctional area or HR must be con,id­
cred. In ;Jddirion m 'talnng pl.mning. rccruitmenr, 
hcndits, and mmivatitm/periC.>rmance man.tgcmenr, 
organitatiom mu'r dt-:;ign rr.tiningand devclclpmcnr 
program~. compensarim1 structures. employee rela­
tions programs, and occupational soifery .Uid health 

programs thac meer the nceth or an aging workfilrcc. 
It .:.hould be clear by now that the needs of .tn aging 
worklorce will need to permcJL<: du: very culwrt ul 
rhe urganilJtion. 

This cannot be achicved without careful strate­
gic pl.mning. Faced with .u1 aging workforce, mmt 
organiuttions will need w cxaminc their H R policb 
.md practic~ ro emure that the m:atmcnt of oldcr 
wtJikcr~o is bmh ethical and lt:ga.l. Bur beyond rhc 
demands of ethics and leg-al compliance, anticip;n~.:J 
~killcd labor shonagc~ mt'<lll rhat orgauilllrion~ 
need to rhink more ~trart:gically ,Jhout how th~y 
arc utili1.ing the pmenti.tl of their ulde;:r workforn. 
For some organu.<~tion:., ir may mt.:an a focus on 
retention and se;:eking bbor in unusual places (e.g .• 
among rhe retired population). For others ir n1.1y 
mean rcut·nchmcm and downsi1.ing in ways th.u 
allu'' the organh.<nion m maintain irs kuowledgc 
ba.,c and manage irs key resuurces more dfccrivdv. 
Today':. organi7.:Hions must rcsisr the rcmptallnll 
to follow tht.: crowd and instead think srratcgically 
ahour which policies and pracriccs make the moM 

sense in their unique compelirive siruation. In any 
case, iris dear char HR policic) rda1ed ro rctiremcm 
will play a key role in meeting the busin~ needs or 
the furure. 
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