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Complexion off our Aging
Workioerce

Older workers whoi remain' in workferce' often
more healthy and do NOIT fit any age
Stereotypes

Have we forgotten? Wemen live longer

Higher propertion off elder women: Questionis:
hoew: to attract, retain inworkforce?




Workforce in Toto

YOURGENr pepulationiis more ethanically,
culturally andlanguage diverse

Tiechnically saavy
LLess face te face learning modes
Aware they are inhigh demand

IHew are older employees viewed2"As a
purden; as a hindrance, as an ebstacle?

Joh, Occupatienal, SES and
Eamiily:\Variaiiey

Jol Stereotypesiaboundi (Cleveland & Shore, 1992)

Significant jel variety- se questionis: what
work(ers) are we mest concerned about?

What work/workers are most affected by aging?

Family: structure variability increases withiage as
well'as mdividual diifierences

Choice Vs need to work

Hew: leng Is this/ (aging werkers and shortage of
skilled workers) a problem?2?




Pre-Entry & Work-life Transition
Entry
*Performance & Success,
Success, Health & Health self-
Job analysis Stress assessments
*Motivation, rewards,
attitudes
* Job Design/redesign
Attraction & * Organizational
socialization
Recruitment * Training
* Supervisory &
Coworker Support
Selection * Organizational Climate
*Retention and Turnover

Goals o HR

a [Drskilled empleyees
u Recruit and select
a Retain skilled, high' perferming employees

WIHY?

u Viaintain competitive advantage, manage
Werkierce talent, creativity:and knowledge
transfer




IRitiall Stage: Entry inte
employment

Histerical focus

Job search; attraction, recruitment
Selection

n Ability’ and metivation assessments; &
predictions

Individuall Performance

Perfiormance/SUCCESS =
s fiinction of (ability: X metivation)

HR systems emphasize employee ability,

n \What this means: 1) fecus on the entry stages
oif HR practices/process; (2) focus implicitly on
predictingl maximun perfermance/SUccess;
(3) mariew! conceptualization/assessments; of:
maximum and typical perfermance




“The next stage’ In HR Practices:
EXpPeriences in the Organization

Work lifierSuceess and life transitions
(rather than fecus on erganizationall entry)

**Job perfermance and evaluation (Histerically,
task; citizenship behaviors)

m [raining

n [Leader-employee dyad), coworkers, mentoring
m \Vietivation, rewards

n Work flexibility~ joly designiandiredesign

m Retention

EXPERIEnces Iin
Qrganizations

Maximum Vs typical peroimance

n Ability/1s theught te link- more strongly: te
maximum performance

n Vietivation 1s key in typical perfermance
Older empleyees proven ability

n No differences in typicall performance
acressiwide range ol ececupations




What Is success?

Breader conceptualization ofi successiul
PErformance as we age: (may be a function of
who hias aged! suceessiully)(Cleveland, 2005)

Healthrand well-being
Value relationships
At work: cowerkers and giving hack

Noenwaork- shiit frem work-family: conflict to
guality: off family  relatienships

Sandwiched generation

EXItING the erganization

Health self-assessments
Success assessment

Evelving| psychelogical contracts

m Employees expect to work a lifetime yet
organizations noeilenger employ Workers; for
lifetime

Semi-retirement, second careers; full
retirement




What we know aboeut elder
workers

Few perfermance decrementsas measured by
organizatonal systems (Waldman & Avolie, 1986)

Continued significant and:increased individual
differences/variability

\Work context (jelbs/work itseli) may be more
Important than differences between younger and
older werkersiin perfermance (Clevelandl & Landy,
1984; Cleveland, Festa & Montgomery, 1988)
Negative, eutdaied age stereotypes abeundin
the woerkplace

Older employees cost” moreiin health insurance

What we: doe; NOT knew: anout
older workers

Diversity,
m \We know little abeut wemen
n We know little about who stays and whorleaves the
workferce and why
MVotivation
n How does “why we woerk™ echange over time? (e.g;.,
Kanfer & Ackerman, 2004)
Woerk=life balance
m How does; relationship between woerk and rest of
one’s life: change over time?
Health, well-being and stiess| (Barnes-Farrell,
Rumerny & Swoedy, 2002; Cleveland, 2005)
m ISiwork a stressor or.a.stress- reliever (resource)?




\Whiat we NEED! tor kKinow:
Research & Practice needs

Balriers te participation i werkierce
n Self-set Including perceived aging,, family: ete

m Set by organization (e.q., erganizational
climate; jol design) and seciety (e.g.
healthecane, benefits)

m Set by ether workers-iniermally as well'as
fiormally: (Cleveland| & Lim, 2007)

What we need tor Know.

(Continued)

Vietivation ter participate

m Align definitions/assessments of organizational
success withivalue off workers

n How do organizations retain/attract people whoeidor not
need the economic reseurces?

m Changes in rewards

Promotions;ane significant motivater for yyounger Workers:
Wihatiis the countenpart for elder woerkers?

Once workplace changes are implemented,
evaluate efiectiveness ofi change using multi-
level biopsychoeseciallassessments.
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