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Welcome to lecture number 50 and this is the last lecture of this particular module. And 

in today’s lecture we are going to discuss about how are we going to meet the needs of 

the older workers in an organization set up. So, the previous lecture we discussed about a 

career challenges which occur in an organization workplace, we discussed about various 

aspects of how, what are the different stages of career, how the career recycling happens, 

job hopping and other aspects. 

Now, today we are going to discuss about very important aspect of how an organization 

has to be offering services or engage the service of the older employees in a workplace. 
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So, let us get into the lecture.  
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When we talk about you know the concept of older workers, it is very important to see 

you know why we are concerned about older workforces or maybe you know we can 

also call as a baby boomers, who are about to superannuate or retire from a job.  

So, why are we concerned about talking about older workforces in an organization 

setups. According to the you know bureau of labour statistics, they find that you know 

the force of growth rates the employees, who is going to be 65 and above between these 

years of 2014 and 2024, he is going to outpace other age groups. 

If you look at you know this is the critical aspect of managing the older workforce, 

especially you know North American countries or a European countries so that is where 

they are looking at you know how, because they finding that baby boomers. Baby 

boomers we are referring to the older workforce, older workforce going to reap it means 

going to outnumber. There will be greater in number compared to the younger 

workforces. 

So, this will attribute lot of challenges and also there is a lot of opportunity for an 

organization set up. So, meaning that any organizations will have larger number of older 

workforces, owing to you know better health facility and various socio-economic and 

other reasons are attributed towards the you know the number of older workers to be to 

be reminded in an organization is going to be more in number. 



But if you look at in India, we are also talking about more opportunity of having a 

younger workforce, large number of younger employees, but again we will see in next 

one decade we as a country we are going to observe the phenomenon of having a large 

number of older workforces are available in an organizations. 

Why we are concerned about this you know concept of older workforces? They are 

critical for an organizational success, as we see they have lot of expertise they add value 

to an organization, at the same time their requirement, their needs are the way they have 

to be handled in the workplace are going to be different from how you are going to cater 

to the younger workforces. 

So, it is very important that as an organization, as a manager or being a member of an 

organization, you need to be aware about what are we talking about the older work 

forces, how they have to be valued what they will value in a workplaces so that you will 

be able to better utilise their services effectively. And also, what type of a responsibility 

organization has towards the older workforces, when they are about to retire from a 

workplaces. That is why we are concerned about understanding the employment of older 

workforces in an organizations. 
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So, let us try to understand the concept of older workforces. When you say older 

workforces yes of course, it is referring to the age of an employee, there are no specific 

age that define the older workforces across the globe. Because when you are looking at 



you know uniform definition of older workforces there is no standard or uniform 

definition of older workforce, it varies from country-to-country region to region it varies.  

But it generally they have been you know within the bracket of 55 years to 65 years on a 

chronological age, though those people or those employees are you know classified as 

the older workforces in a company. If you look at you know internationally public 

policies and workforce specifically on ageing, typically describes their old workers using 

the cut off age of between 55 years of age or 65 years of age depends on the policy 

condition, what type of a policy you have. 

If you look at you know in you know Northern American. So, maybe you know USA, 

they were actually trying to see you know how old is the old. So, they were saying you 

know even somebody at the age 70 or more in those cultural contacts or a policy contact 

they feel they are the older work forces.  

But whereas, in India we look at you know anybody above 60 or more, they have been 

classified as the older work forces. In some industry we refer to them more than 55 years 

are referred as the older workforces, in an organizational set up in Indian context ok. 
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Now, when the you know workers will be considered as older? You know when we talk 

about you know, we are referring to the retirement age because we any generally when 

will we understand my workforces are older workforces. Let us say older workforces 



generally somebody who is approaching ok, the employees who are approaching towards 

the retirement age ok. 

Now, when I talk about the retirement age, this is where the crux is the retirement which 

is also not uniform across industry not uniform across different job roles also. Let us take 

an example in India; see for example, the retirement age for you know Colonels in Army 

is 54 years. Whereas, in the same rank in Navy, when we are talking about you know 

Defence Forces, in navy with the same rank it is 56 years and whereas, in Air Force it is 

57 years. 

So, where you see there are differences with respect to job role, differences with respect 

to organization or positions also. And let us you know generally if you look at you know 

employees who are employed under a union government, which is the Central 

Government employees between 60 to 62 years.  

Some academic institutions are giving keeping their age up to 65 years, it again depends 

on ability to contribute there you know knowledge being, effectively utilised for the 

greater good of the country or a nations or the growth of a company is also linked to the 

what age should be their retirement age. So, for example, if you look at you know 

supreme court judges’ retirement age is 65 years whereas, if you look at high court 

judges it is 62 years. You know it varies with respect to you know different organization 

set up or a different job positions. 

So, that is why you know it is more of you know linked with what type of an 

organization what type of a job role they do. So, that will determine, when they are 

actually approaching or when they will retire from the job. So, generally the workforce, 

the older workforces are referred to people who are approaching closer to the retirement 

age are classified as older workforces in an organizations. 
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Now comes what are the obligations, what are the pre-retirement socializations of an 

older workforce, what type of an activities that company has to offer, provide, support to 

the people who are approaching near the retirement ok. So, what is the pre-retirement 

socialization, which is nothing but the process of helping employees to exit from work? 

See it is very similar to induction training right, when we have when an employee enters 

a job right, we give induction training this is about entry right.  

Similarly, for exit also you have to provide a you know specific training, prepare them 

for the better retirement opportunity. That is where we are talk talking about pre-

retirement socialisation which is the process of helping employees to exit from work. So, 

been they have been working for several years.  

Now, they going to see you know post retirement, there you know the routines are going 

to change how you as an organization has to prepare themselves what type of you know 

offers or a programmes are addressing these, you know employees who are approaching 

towards the retirement. 

So, focus on psychological aspects of retirement, to develop there you know personal 

interests and activities, help them identify some of their interests so that when they retire 

when their routines change, how they can actually effectively utilize or you know pursue 

their interests.  



And I have talk about their housing proximity to medical care, how they can you know 

provide them training or orientation about preparing them self for post-retirement 

activities. 
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And you also talk about you know health during the retirement, talking about you know 

offering insights on, how do you manage your health post retirement, talking about a 

financial planning insurance and investments. It is also a responsibility of an 

organization to offer these type of a training programmes or orientation programmes to 

the employees who are going to superannuate, means retire from workplaces. 

You have to give them ok; so you let us say employees who are reaching between 55 or 

above 55 or above 50, then organization has to provide you know orientation and trying 

to prepare themself to talk about what type of financial planning are they going to make.  

So, post retirement you are you know the you can know income will going to low go 

down or you may not have the other opportunity, to get the other fringe benefits. How 

are you going to better plan your post retirement life, where you have to as an 

organization you have to provide training or orientations on their financial planning 

insurance and other investment plans, health care plans, other plans benefit plans or 

company pension plan, social security benefits.  



All that has to be oriented to provide these insight information to the older workforce. 

So, that you are better preparing them for a better retirement plans for their employees. 
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Now, now we are coming to the what are the qualities of these older workforces they 

have. So, when you talk about these older workforces, they have focus. See the generally 

the employees who have spent you know would say long years in a workplaces they 

were all learning to handle complex projects without getting bored you know.  

When the employees with a senior position or people with a you know older age they 

will be in a better position to handle complex projects, they have their expertise, they 

will not you know at least they will as quickly as the counterpart millennial counterpart 

they will be able to learn, as quickly as the millennials or the younger workforces. 

They have versatility they are the older workforces have you know versatility of the skill 

levels; they are been experienced in various aspects of the business domains. They have 

knowledge on finance, operations or maybe you know a specific skill set or the 

technology. 

So, they will have a versatile qualities to offer or add a value to the organizations, they 

will have a lot of patience. You know the more mature workers who spent you know 

years and years as an employee, they will be able to handle a more complex more you 

know challenging projects in a better way compared to the you know young workforces. 



Because young work forces will have lot of anxiety, even approaching a complex 

situations or most challenging situations. Whereas, the older workforces they will have a 

better position to think patiently to address critical problems. 

If you look at you know the type of you know the employee or the profile of the board of 

directors, you always find you know older employees being part of the board of 

directors. The reason is that they patients they have lot of you know versatility, they have 

a better focus on how to pursue, how to take the company to the next level that is why 

they are already always you know part of the board of directors. 
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And they have higher resilience, the older workers have seen more the world they have 

seen all ups and downs, good and bad during their career life and they have a better 

resilience. You know when they will have better capability to bounce back from the 

adversities. So, when a company face which is you know adverse situations, maybe 

business adversity or probably the financial adversity a company go through, the older 

workforces are better capacity, having a better resilience capacity to bounce back from 

the challenging situations. 

And they have a very vast knowledge and the depth of knowledge is really high, because 

as they worked to be in a company for a quite a long time they have had lot of invaluable 

contributions to the organization, by way of having more deeper knowledges on each of 

the aspects of the business.  



And they will be having a community minded, because the older workforces, fashion of 

the virtue and they always you know look for you know collaborations, with you know 

different generations. They look at you know more opportunity to work with the other 

group, they wanted to be work in a teams. So, there is more community minded people 

when you have an older workforces ok. 
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Now, having discussed about the qualities of the older workforces. Now, you have to 

understand what this old workers will value in the workplace, what do they look for in a 

workplaces. So, the older workers always look for an employment which is meaningful 

to them, which are intellectually stimulating and flexible. They do not want to you know 

carry out a job which are very you know rigid in nature or you know flexibility or no 

opportunity for them to learn or you know intellectually stimulating or a challenging 

opportunity these old workers may not find it so interesting to work. 

So, when you have an older workforce you have to ensure that yes you are having little 

flexibility for them and giving them a personally meaningful job roles. And older 

workforce will likely to stay in the work if they think that work really matters to them 

and their employer supports them and their needs are taken care seriously. When an 

organization values and support their older workforces and they will you know want to 

stay with the company, contribute towards the company. 



And they value the opportunities for running is my company providing more 

opportunities, is my company giving me more challenging roles, leadership roles you 

know keep keeping them in a higher positions. Let us say you know general managers or 

a bigger position because there are more responsibility and we always seen the quality 

qualities they possess will add lot of value to the company to utilize their qualities in a 

better positions, in terms of leadership positions all that they look for in a workplace. 
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And so and what are the other things they look for. You know older workers also want a 

meaningful work that is very interesting to them and make use of their skills and 

experiences.  

They want an opportunity where they find the job is very meaningful and they can utilize 

their learned skills, they become an expert in a particular domain having worked for 

several years in a company and they become an expert in a particular domain. Can they 

use those skills? Can they use their experience in the workplace? If that has been there in 

a workplace, they will enjoy they want to continue to work in the particular job role. 

And older workers are also feeling engaged and have higher levels of motivation, if they 

feel the work is varied and worthwhile you know is that job is very interesting and is it 

having a job variety, skill variety; can I use variety of my skills in a workplace, then they 

will they worth to remain in a particular job.  



And they also value autonomy over you knows when how when what kind of a task 

holder a workers used to do, is very important because you know they want more control 

over the job they carry out. When to do? What to do?  

How to do? If there are more of you know interruptions or there is a restrictions on 

carrying how to do a job, how to carry out a job, what to do, when to do, even the 

routines then they may not be interested. So, they look for more autonomy because it 

also signals their knowledge, experience and judgement is valued and respected.  

Why do they look for more autonomy? Because they know that you know they worked 

for a more years and they have a better, they learnt a lot of things by you know working 

in a company for a longer period of time, and they want a more autonomy. This is kind 

of reflection of acknowledging their experience, acknowledging there you know 

knowledge or their command over the particular job. So, that is what they expect in a 

workplace.  

And the older workers are also likely wanting to work opportunity to work in teams, they 

wanted to work in teams, collaborate with colleagues they wanted to have lot of contact 

with the clients and members of the public. So, they look for an opportunity where I can 

actually collaborate, work in a team, have more opportunity to you know, meeting the 

customers, looking you know presenting to the customers, talking to the stakeholders. 

So, those type of an opportunity these older workforces look for in a workplace. 

So, what does it actually indicates? What does it say when we are looking at you know 

what they value which is actually giving an insight for an organizations how you will 

take an advantage of having an older workforces in a company. Because this is what they 

really like, when they are given an opportunity in a job. So, you can also take 

opportunity you know advance, you know you can take the advantage of using them in 

this kind of a job. 

So, you give them more autonomy, use them give them a job which will have more 

opportunity to meet people, interact with people give them an opportunity to feel 

meaningfulness at workplace, decide what they wanted to do, when they wanted to do, 

all that is going to give a competitive advantage for a company. Because they have a lot 

of qualities that will help company to grow from one level to the next level ok. 
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Now, so how an organisation has to deal with these older workers. See, the support the 

older workers to align their personal aspirations and job roles and the organisational 

objectives. So, now comes ok, we already seen what do they value. Now comes the 

perspective of an organisation, what type of an you know job you can engage them and 

what do you do with them. So, you have to you know support the older workers to align, 

to match their interest with an organisation goals.  

Can they identify an area where they can support the organisation and also get fulfilled 

their needs right and ensure that older workers have variety in their work and opportunity 

to learn new skills. Do you provide, you have to provide more opportunity for them to 

new skills and give old workers an autonomy which is very critical for an older worker 

forces, because they wanted to have a control over how they design their job, how they 

carry out their task.  

And design roles for older workers which will maximise social contact and interactions, 

as I was saying you know it will you know facilitate better workplace conditions for the 

older workforces, because they wanted to interact with the people, work in an 

opportunity where there is more opportunity for them to meet people, interact people.  

And offer occupational health and wellbeing support to staff of all ages. So, concerned 

about their occupational wellbeing, means ensuring work life balances do not give them 



the more you know not extended work hours for them. So, ensure that there is more 

flexibility for them in order to manage their wellbeing also ok. 
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Now, so also promote flexible working positively and openly to all staff, create more 

flexibility for those older employees and redesign the job roles for an employees with 

you know long term health conditions or other limitations, you have to considerate their 

interest also. And offer you know secure contracts meaning that you know you do not 

give them the very short-term contracts, rather you give them the job security. 

At least from a defined contracts that will ensure that you know they will be able to 

contribute for a job and provide equal access to work adjustment for all you know 

people, similar to the other people also. Give them equal access to the work adjustment 

for the old work forces. 
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Now, comes what are the advantages of having these older workers. So, you know if you 

the if you look at the advantages, there are many but we are going to you know look at 

you know the in 5 major aspects. One is they are skilled and experienced we will see in 

detail and they are longest staying at job and they will have a strong work ethics and they 

will be able to train the next generation, you know which is very important.  

How are you going to impart the organizational knowledge to the next level of the 

generations, who is going to work in a company they can attract more businesses. 

(Refer Slide Time: 20:43) 

 



So, let us look at each of it. So, the older workers bring lot of experience and they will 

have a lot of critical thinking, they have a sheer knowledge that cannot be taught you 

know which when we talking about you know the knowledge it is gained through 

experience. So, which is always going to be greater than any academic experience can 

offer.  

You might hire somebody with you know higher academic qualifications, but that cannot 

be equated with the knowledge these employees who gained over a period of working in 

a particular company. So, they will have more critical aspects of man knowing, more 

nuance of the business they will have better aspect of knowing the nuances of the 

business than somebody who have you know come through a formal education. 

So, young people have can you know attitude and make mistakes, because you see you 

know young people may be so quick in making decisions and they may they can make 

lot of mistakes. But if you know old people they what you know they will know what 

questions to ask, when to ask, how to react, if you have you know if you can reflect back.  

Or maybe you know observe versus you know old versus young workforces in a 

workplace ok, you will always find young people being so quick to respond or they will 

jump to conclusion, in general I am not you know restricting, but I am just in general if 

you look at observe this they jump to conclusion. 

Whereas older people will stay calm, they will ask relevant questions they will ask 

relevant questions and they will always wait till everybody you know gives their 

perspective then they consolidate it to take the decision. So, that is where the advantages 

of this you know older work force, they will have more skill, their experience, they will 

be in a better position to guide the young workforces also in a work places ok. 
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Now, they are also know longer staying at the job because business facing higher worker 

turnover, because if you look at in a recent years we are hearing a new terminology 

called you know greater turnover, greater attritions or people calling the terminology you 

know great resignation ok. 

So, we have been hearing this concept of great resignation, which is meaning that you 

know people are leaving the job, they are leaving resigning the job. Whereas, these older 

workforces they you know stay in a company they have been so loyal, they have been 

working with a particular company for a longer period. So, they can provide lot of 

support to for an organization, the longer they stay and they are able to contribute for an 

organization. So, that is an indication that you know they have been loyal to the 

workplaces ok. 



(Refer Slide Time: 23:32) 

 

They will have a very strong work ethics. So, older workers take the job more seriously 

right, than the people who have endured the pain in the fast they feel they have to prove 

themselves and get validation from their job. So, you know they will have a very strong 

work ethics compared to the younger workforces because they know what are the 

challenges which has and how critical, you know how important to be you know, behave 

responsibly, be ethical in all the business domains.  

And they do not look for you know so quick you know money making, they have been 

very stable in the job. So, they will have a very strong work ethics because they seen the 

job you know the generational changes or how the business has been evolving for the last 

decades.  

So, they will be having a better work ethics compared to the younger workforces, which 

is also important to you know show the younger workforces the model to observe how 

you will have to you know own your specific work skills or work ethics in a workplaces. 
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Now, so they are very critical, for this specific reason they will be able to train the next 

generations. So, now, you know you are seeing that you know many organizations run 

out of you know qualified or a trained employees to you know replace the older 

workforces, it is like this right. 

So, when you look at you know there are some, it is an organizational band ok. Let me 

put it this way and you see the band is that ok let us say this section these are all this is 

the complete 100 percent workforce ok. Let us say people who are so seniors this is the 

retirement ok. Now you see these are all the employees with the different age categories 

ok. Now you find, so when these people have to leave you do you have really skilled and 

qualified employees with a similar qualities to replace them. So, it is very difficult.  

But now, there is an advantage these employees who are here can actually share transfer 

their knowledge to this sections who can successfully fulfil this work force, when they 

leave the company. See the knowledge transfer, knowledge transfer is very critical you 

cannot you know keep everything on a book, you know you cannot keep everything on a 

document.  

You know that you know the way of handling certain things which can be done only 

through observations, which can be done only through sharing their experiences. It 

cannot be dealt through the documentations or I cannot have a repository all the time yes. 



That is one way of you know knowledge management, but the knowledge transfer 

through you knows experiential sharing or hand holding the you know younger 

employees, which is very critical component where this old workforce can offer that 

service by you know hand holding or providing the necessary training to the next 

generations, who is going to replace this critical resources in a future. 

So, that is why these older workforces are very important in a workforces, because they 

are going to share the critical knowledges with their younger workforces. And that will 

add a lot of value for an organizations to have a better competitive advantage over the 

other competitors in the business market and also internally again, if you look at you 

know organizational culture. 

See, I how do you ensure that you know younger employees or a new entrants, new 

employees will learn the organization culture and then they carry, which is a very 

important. It is about learning and maintaining the culture, maintaining then sustaining. 

So, all this is possible only when you see that you know older workforces are able to 

transfer their knowledges, train their younger workforces in all aspects, not only about a 

technical aspect it is also about cultural perspectives also ok. 
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Now, the you know last one is about the attract more business. The workers having 

experience in production, dealing with the customers managing the publics or the 



customers or a clients, they will have you know able to have a better opportunity to you 

know have a better business deals, close the deals in a more effective way. 

Some organization have strategy to place older workers towards the frontline of the 

business for customers to feel comfortable in dealing with them. See the older workers, 

the workforces will be able to attract more businesses. Let us say when you wanted to 

close a business deal, with a client or a customer. 

So, the older workforces will be able to present the business opportunities, business 

scope and viability and they will be having a better soft skills, better skills to you know 

convince the customers or a clients and present it to them, how they are going to create 

opportunity for them. So, they will be able to attract more businesses compared to the 

employees who are not having the sufficient experience in the workplaces. 

Because they know what are the expectations of the clients, how will you address the 

expectation of the client. Because it is not that all the client will always look for profit, 

some clients will look for you know value, some clients will look for a quality, some 

clients will look for the relationship, some clients will look for communication, some 

clients will look for coordination. 

So, there are various different aspects that client will look for. So, now, the experienced 

workforces will be able to know and classify ok what this customer or a client is actually 

looking for. And they will pitch in to this client and positioning the business deal in that 

perspective and they will be able to close the deal, you will have a better businesses.  

So, they will be able to attract more businesses compared to the younger workforces, 

because their experience is managing and knowing the clients are limited compared to 

the employees who work for a longer period in an organization. So, these are the 

advantages of having older workforces. 
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And these are the references. In today lecture we are you know exposed to the concept of 

older workforces, why we need to understand the old workforces and what are the 

services that company has to provide and are, how one company has to prepare the 

employees who are approaching near the retirement age, how we will have to you know 

provide training on postretirement plan. 

Then a company has to know what these old workforces value the most. Unless 

otherwise you do not know what do they value, then how are you going to retain them, 



how are you going to ensure that they are going to contribute for the success of the 

company. So, older workforce will look for more meaningfulness at the job, they will 

look for more autonomy, they look for more flexibility in the workplaces and they look 

for you know opportunity to work in a team, they wanted to work in a leadership 

positions. 

So, organization has to tap by knowing this what do they look for and we also know the 

advantages having these workforces. So, if you are able to match their interests then you 

will have a better opportunity for your organizations. That is why it is really important to 

know the needs and interests of the older workforces so that you will be able to make 

your organization grow from one level to the next level. So, we will be seeing the other 

aspects of the course in the subsequent modules. 

Thank you. 


