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Question Scan Summary Report 
 
Question: Are there targeted occupational or sectoral strategies that are  

effective in facilitating the retention of older workers in the labour 
market? 

 
Databases Searched: 

EconLit Business Source Premier 
ABI/Inform CBCA Business 
Academic Search 
Premier 

 

 
Web Sites Searched: (fugitive literature) 
  
  
Google Scholar Canadian Labour and Business Centre 
Canadian Policy Research Networks The Alliance of Sector Councils 
American Association of Retired 
Persons 

University of Western Ontario 

Canadian Automotive Maintenance 
Council 

Canadian Council of Professional Fish 
Harvesters 

Canadian Food Industry Council Canadian Plastics Sector Council 
Canadian Automotive Repair and 
Service Council 

Biotechnical Human Resource Council 
 

Apparel Human Resource Council The Logistics Institute 
Electricity Sector Council 
 

Canadian Trucking Human Resource 
Council 

Child Care Human Resource Sector 
Council 

Construction Sector Council 
 

Contact Centre Canada 
 

Council For Automotive Human 
Resources 

ECO Canada Cultural Human Resource Council 
Canadian Steel Trade and Employment 
Congress 

Canadian Tourism human Resource 
Council 

Forum For International Trade Training 
 

Mining Industry Human Resource 
Council 

Canadian Automotive Maintenance 
Council 

Installation, Maintenance And Repair 
Sector 

Motor Carrier Passenger Council National Seafood Sector 
Canadian Aquaculture Industry Alliance Police Sector Council 
Software Human Resource Council Textile Human resource Council 
Wood Manufacturing Council Aboriginal Human Resource 
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Development Council Of Canada 
Association Of Canadian Community 
Colleges 

Canadian Apprenticeship Forum 

Petroleum Human Resource Council Canadian Council Of Technicians And 
Technologists 

HR Council For The Voluntary Non 
Profit Sector  

Agriculture Sector Project-Canadian 
Federation Of Agriculture 

Canada Career Consortium 
 

Canadian Printing Industries 
Association 

Canadian Council Of Professional 
Engineers 

Canadian Technology Human 
Resource Board 

 
 
Search Strategy:  
Aged employment OR Executive ability OR Skilled labor OR Intellectual capital 
OR Older workers OR Manpower OR Experienced workers OR Experienced 
labor OR Workforce demographics AND Personnel management OR Employee 
development OR Employee policies OR Human resource management OR 
Personnel policies OR Occupational strategies OR Sectoral strategies OR 
Manpower planning OR Workforce planning OR Retention strategies AND 
Employee retention OR Employee turnover OR Retention OR Attrition 
 
 
 
Summary Table: 
 

Summary Breakdown # of Articles 
Number of relevant articles located (duplicates removed) 70 

• Relevant Reviews 1 
• Applied research and statistical analysis 9 
• Reports and trade journals 60 

Observed themes:  
• Retention strategies for older or experienced workers 37 
• General retention strategies for all age groups 23 
• Sector or occupation specific retention strategies 10 

Published between 1990-1995 3 
Published between 1996-2006 67 
Canadian Focus 15 
American Focus 43 
Other geographic regions 12 
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Summary of key articles: 
Retention Strategies for Older or Experienced Workers 
 
Drury, 2001 

• Results of research aimed at developing a European code of best 
practices to retain older workers. 

• Flexible working hours and the availability of part time work. 
• Make the workplace environment more comfortable for older workers, for 

example ergonomic furniture. 
• Training and development for older workers. 
• Employment exit and transitional retirement programs. 
• Promotion and reward programs that recognize employees regardless of 

their age. 
 
Malatest and Associates, 2003 

• Retention strategies for Canadian companies: 
o Provide a flexible work schedule, work location, and type of work 

given. 
o Provide older workers the opportunity for advancement. 
o Example of Best Practice; The Work Sharing program 
o Allows older workers to maintain their jobs during economic 

downturns, by sharing the number of hours worked with co-
workers.   

o This program also includes an income support component for the 
lost wages from reduced hours. 

o Example of Best Practice 2: Job Adaptation and medical 
supervision. 

o Job adaptation may involve older employees mentoring younger 
employees or an adjustment of the pace of the work. 

o Includes an on site doctor that provides advice on appropriate 
workloads for employees. 

 
 
General Retention Strategies for all Age Groups 
 
Cohen, 1991 

• Strategies to improve workplace retention: 
o Manage workplace diversity; workshops can help make employees 

feel more comfortable at work. 
o Consider providing some services at work such as child care and 

medical care. 
o Provide resources for employee referrals to help with personal 

issues, such as depression. 
o Flex time and job sharing. 
o Cash incentives for employees the longer they stay with the 

organization. 



 4

Shenkel, 2004 
• Five ways to retain good staff: 

1. Foster positive caring relationships  
2. Recognize they have personal lives and provide time off for 

spending time with family. 
3. Recognize achievement, and provide feedback. 
4. Work towards a culture of pride toward the organization. 
5. Keep employees informed. 

 
Sector or Occupation Specific Retention Strategies 
 
Mattson, 2004 

• Examines solutions to recruitment and retention challenges facing the real 
estate industry. 

• Leverage technology, such as blackberries, to facilitate better 
communication with property managers. 

• Expand the responsibility of managers and hire more support staff to 
assist them. 

• Expand the number of employees in long term incentive plans. 
• Monitor employee satisfaction. 
• Expand training and career development programs. 

 
 
The Biotechnical Human Resource Council, 2002 

• Steps to increase retention of research and development workers through 
job satisfaction: 

o Set challenging, achievable goals. 
o Introduce new tasks and new opportunities to keep the employees 

engaged. 
o Implement a schedule of personal objectives for the year. 
o Provide verbal feedback and stress the importance of the task in 

context to the organizations larger goal. 
 
Dauber, Patton, and Masen, 2005 

• Strategies for improving employee retention within the transportation 
industry: 

o Expand professional development programs. 
o Flexible work hours to support the balance between work and 

personal life. 
o Clearly communicate goals and expectations. 
o Provide merit-based recognition systems to show employees that 

their work is important and appreciated.  
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Feasibility Comments: 
Although there is extensive literature addressing the issue of retention, the 
amount of research devoted to specific labour sector strategies is limited. In 
addition, few studies are empirical in nature. The majority of the literature 
consists in reports and trade magazines which do not use statistical methods in 
their analysis or discussion of the issue.   
 
Question Scans are tools used to determine the feasibility of conducting more 
extensive and comprehensive reviews on a given topic.  With so few empirical 
studies, it is our view that that there is little to be gained by conducting a further 
review of evidence on this particular question.   
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Included References 

Canada – Retention Strategies for Older/Experienced Workers 

Armstrong-Stassen, M., & Templer, A. (2005). Adapting Training for Older 
Employees: The Canadian Response To An Aging Workforce. The Journal 
of Management Development, 24(1/2), 57.  
The workforce is aging in all industrialized nations and the retention of older 
workers will become one of the dominant issues in the coming decades. 
Training is an important component of retention and the availability of 
training is critical for retaining older workers. Studies conducted in 2001 and 
2003 assessed the extent to which Canadian organizations are adapting 
their training practices to respond to the aging workforce. Human resource 
executives were asked the extent to which their organization was currently 
engaging in training practices targeting older managerial and professional 
employees. Organizations were most likely to be providing access to training 
and retraining, but fewer than 10 percent of the organizations in 2003 were 
highly engaged in doing this. Organizations were less likely to be adjusting 
training methods to accommodate the needs of older employees. There was 
little attempt to provide age awareness training to managers of older 
employees. The challenge for organizations will be to close the gaps that 
currently exist between the practices that are important in retaining older 
managerial and professional employees and the extent to which 
organizations are engaging in these practices. Ensuring access to training, 
customizing training methods, and providing age awareness training require 
immediate attention. Little research has been conducted on older workers in 
Canada. The findings raise some serious concerns about the response of 
Canadian organizations to the aging workforce and identify areas of training 
and development that need to be addressed. 

Beech, S. (2003). Retaining Golden-Age Workers May Require Benefits 
Creativity. Canadian HR Reporter, 16(22), 19.  
To attract and retain employees past retirement age, employers may 
consider adding new benefit options that older employees need or want. 
Employers will have to consider the cost of these changes and of an older 
workforce in general. One way to meet disparate interests is to offer a 
flexible benefits plan. There are several options employers might consider 
adding: 1. elder-care benefits, 2. home health care, 3. long-term care 
insurance, or 4. wellness programs. Even if employers don't add new 
benefits, there's a need to determine whether an older workforce is eligible 
for continued coverage under current plan provisions. Certain benefit costs 
will increase as the workforce ages. Premiums for some benefits, like life 
insurance, are higher with age. On the other hand, there may be some 
savings to be had. Employers should begin to plan for the aging workforce 
by reviewing benefit plans and considering what modifications will be needed 
to attract, retain and accommodate older employees.  
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Brown, D. (2003). New Brunswick Nurses Find Phased Retirement Solution: 
Pension Scheme Designed To Slow Exodus Of Older Workers. Canadian 
HR Reporter, 16(16), 1.  

The Conference Board of Canada. (2002). Building Tomorrow's Public Service 
Today: Challenges And Solutions: Recruitment And Retention. Retrieved 
06/07/06, from http://www.conferenceboard.ca/  
Subject Public Sector human resource practices used to address the issue of 
potential shortages of skilled labour. Main  Findings The Public sector will 
experience labour/skills shortage, as it is becoming harder to attract youth. 
The main reasons found for this include: the problem of poor image; the 
speed of decision making; compensation packages; and recruitment 
practices. The public sector needs to confront this issue immediately as up to 
44% of workers are expected to retire over the next 10 years. The greatest 
shortages will be among skilled and experienced professional technical and 
scientific staff, as well as managers. Similar shortages are expected in the 
private sector. Solutions are needed to attract and retain youth (e.g., 
mapping out career opportunities; providing training and development and 
knowledge transfer for new employees; creating greater flexibility in job and 
learning opportunities; etc…)  

Hobel, J. (2000). Mature Offerings. Canadian HR Reporter, 13(17), 17.  

Lowe, G. (2004). Revamp HR Policies To Retain Older Workers. Canadian HR 
Reporter, 17(19), 17.  
While the numbers prove that a discussion about retirement is long overdue, 
employers should not be waiting for it to occur. Instead, employers should be 
leading with fresh ideas and new practices of their own. What's needed are 
more flexible approaches to work, careers and retirement in later life that 
meet individuals' and employers' needs. Morley Gunderson, a University of 
Toronto economist, argues that Canadian governments have not presented 
convincing reasons to override company personnel policies or collective 
agreements that set a retirement age. But most crucial, Gunderson points 
out, is that retirement policies be integrated with a host of other HR policies 
and practices. Because most workers retire early, the immediate challenge is 
encouraging some of these individuals to delay that departure until they 
reach 65. Achieving this objective depends on how effectively employers 
resolve potential problems in three areas: performance management, 
succession planning, and fairness and equity.  

Malatest and Associates. (2003). Retrieved 06/07/06, from 
http://www.bpiw.ca/clients/experience/francais/downloads/1.4agingworkforce
.pdf  
The Aging Workforce and Human Resource Implications for Sector Councils 
is an examination of the issue of the aging Canadian workforce and the 
projected human resources challenges to be confronted over the next 
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decade. It also provides examples of best human resources practices and 
potential actions that could be adopted for use by sector councils and 
industry to address the issue of the aging workforce. The report presents the 
findings of a comprehensive review of a wide range of material, published 
between 1999 and 2002.This literature review includes an exploration of the 
following issues: Aging in Canada, as well as internationally; Canadian 
labour market trends and projections; The aging workforce and Canadian 
industry; Human resource implications and best practices in Canada and 
abroad; Possible sector council approaches to the issue of the aging 
workforce.  

Montpellier, R. (2005). Grey Matters. CIM Bulletin, 98(1090), 35.  
Much has been said about the need for reform of old-age pensions and early 
retirement schemes but this may not be sufficient to raise employment rates 
for older people significantly or to reduce the future risk of labour shortages. 
Some employers in the Canadian mining industry have already started to 
offer innovative incentives, such as quarterly social events, high-profile 
recognition of individual contributions, and flexible or reduced work 
schedules, to retain key staff in lieu of simply increasing their pay cheque.  

Parrin, T. (2005). Planning For Tomorrows Talent Needs In Today Competitive 
Environment. Retrieved 06/08/06, from 
http://assets.aarp.org/rgcenter/econ/workers_fifty_plus.pdf  
This AARP study examines the recruitment and retention of workers age 50+ 
from a business-case perspective. It highlights the need for employers to 
consider costs with a broader lens and demonstrates that 50+ workers 
represent a solid and sound investment proposition. The study includes 
analyses of cash compensation costs, retirement benefit costs, paid time-off 
costs, and health care costs. By presenting case studies and documenting 
best practices, it also shows how to develop and implement an effective 
strategy for retaining and recruiting workers age 50 and over.  

Simmons, B. (2001). The Retirement Crunch. Benefits Canada, 25(4), 37.  
Demographics and early retirement are creating an employment shortfall 
among teachers. An innovative pension plan is one incentive that could keep 
employees on the job. The eventual outcome of this retirement crunch will 
depend on many factors, including the actions of the government. 
Regardless of the uncertainty, each employer should adopt a proactive 
stance. Organizations will need to be as creative as possible in shaping their 
integrated human capital strategy. An analysis of the intended role of the 
organization's pension plan and its ability to meet the employer's needs 
should be one of the first steps.  
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Stuart, R., & Graham, C. (2003). Early Retirement On The Bargaining Table. 
Canadian HR Reporter, 16(2), 12.  
It was not that long ago that "freedom 55" was a goal of both management 
and labour. Recently, however, there has been a rising chorus of concern 
about the future of the labour market in Canada - specifically, apprehension 
regarding an impending shortage of experienced workers. This fear is well-
founded. As a result, many employers and policy-makers are doing an 
about-face on the issue of early retirement and are seeking strategies to 
increase the workforce participation of older Canadians. Older employees 
represent a valuable resource for organizations. When they leave, valuable 
information goes with them. Some suggestions are presented that would 
enable companies to maintain the numbers and the knowledge they need to 
keep going, while still satisfying employee and union demands for early 
retirement provisions: 1. Pay them to stay. 2. Adjust duties and schedules. 3. 
Recognize their value.  

 
USA – Retention Strategies for Older/Experienced Workers 

Albright, W. D.,Jr., & Cluff, G. A. (2005). Ahead Of The Curve: How MITRE 
Recruits And Retains Older Workers. Journal of Organizational Excellence, 
24(2), 53.  
With an impending brain drain of retiring Baby Boomers looming on the 
horizon, many knowledge-driven organizations could soon find that their 
competitive advantage hinges on the ability to retain and recruit experienced 
older workers with critical skills. The MITRE Corporation shares the insights 
and practices that have enabled it to develop and motivate the mature, 
experienced, highly educated workforce that has driven its success for 
decades. MITRE has learned - and other companies are likely to soon 
discover - that experienced older workers can create significant value for an 
organization and its customers. MITRE's strategy for recruiting and retaining 
such workers and optimizing their contributions includes several effective 
components, including interesting and rewarding work in the service of a 
mission employees can support. Fortunately, most of these elements are 
also valued by younger employees.  

Beatty, P. T., & Visser, R. M. S. (2005). Thriving On An Aging Workforce: 
Strategies For Organizational And Systemic Change . Malabar, Fla: Krieger 
Publishing. 
Fifteen papers aim to help organizations in the private and public sectors 
prepare for the aging of the American workforce. Papers consider the 
workforce of tomorrow; the workplace of tomorrow; academic perspectives 
on recruiting and retaining older workers; effective strategies for recruiting 
and retaining older workers; academic perspectives on training older 
workers; effective strategies for training older workers; past and future 
directions for career development theory; partnering career development and 
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human resources; intergenerational issues inside the organization; building 
an age-friendly workplace; balancing work and caregiving; rising health care 
costs and the aging workforce; adapting pensions to demographic change; 
retirement security in a post-Enron environment; new models for post-
retirement employment; and how to become employer of choice for the 
working retired. Contributors include academics and practitioners from a 
variety of disciplines, including industrial and organizational psychology, 
industrial gerontology, sociology, industrial and labor relations, and law. 
Beatty is Emeritus Professor at Texas A&M University. Visser has worked in 
human resource department in several corporate settings. Author and 
subject indexes.  

Brenner, P. M. (1999). Motivating Knowledge Workers: The role Of The 
Workplace. Quality Progress, 32(1), 33.  
The foundation of knowledge management is people. People create 
knowledge, new ideas, and new products, and they establish relationships 
that make processes truly work. Unfortunately, when people leave, they take 
along their knowledge, including internal, external, formal, and informal 
relationships. How can organizations retain good people? How can they 
encourage people to work together and build from each other's ideas? A 
good place to begin looking for answers to these questions is to consider 
what motivates people to come to work in the first place. Many people never 
notice their surroundings until something different happens. What knowledge 
workers do and how they work has changed dramatically, and their 
surroundings have to support these changes and must include the following: 
1. survival or basic need, 2. safety or security need, 3. social or belonging 
need, 4. ego or identity need, and 5. self-fulfillment need.  

Dauber, J., Patten, M. & Mason, J. (2005). Workforce Development: Recruitment 
And Retention Issues. Retrieved 05/26/06, from 
http://www.ite.org/annualmeeting/compendium/pdf/AB05H104.pdf  
Attracting and retaining a talented workforce are among the key issues 
facing the transportation profession. This paper presents information on 
examples that transportation agencies and consulting firms have used to 
recruit and retain employees. The reported findings represent both transit 
and public sector transportation agencies. Private sector strategies from 
other employment sectors are cited for comparison. The public and private 
sector have several factors in common: continuing educational opportunities, 
professional development training, merit and performance based evaluations 
and accommodation of work-life and home-life responsibilities.  

Dychtwald, K., Erickson, T., & Morison, B. (2004). It's Time To Retire Retirement. 
Harvard Business Review, 82(3), 48-57.  
This article describes how U.S. companies can retain the skills of employees 
well past the traditional age of retirement by moving from a rigid model 
where work ceases at a certain age to a more flexible one where employees 
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can become lifelong contributors. Just as companies are learning to market 
to an aging population, they are also learning to attract and employ older 
workers in the U.S., as of March 2004. According to a recent survey from the 
Society for Human Resource Management, two-thirds of U.S. employers do 
not recruit older workers. More than half do not actively attempt to retain key 
ones and 80% do not offer any special provisions such as flexible work 
arrangements, to appeal to the concerns of mature workers. Companies 
need to design jobs such that staying on is more attractive than leaving. 
Many mature workers want to keep working but in a less time-consuming 
and pressured capacity so that they may pursue other interests. Other 
companies offer flexibility in work assignments to reignite older employees 
who have come to find their jobs a bit stale--an approach that can be of 
particular value in appealing to highly paid managerial talent. Long-term 
employees can generally retire with full benefits at age 55 or older.  

Fandray, D. (2000). Gray Matters. Workforce, 79(7), 26.  
The tight job market means that smart employers will increasingly rely on 
older workers. How to court them, keep them, and make them happy is 
discussed. Those who want to tap into this pool of employees will not only 
have to remember that the reasons for seeking employment vary greatly 
according to individual need. They also have to keep in mind that the terms 
"older worker" and "retirement" refer to stereotypes that no longer have any 
useful meaning.  

Fyock, C. D. (1994). Finding The Gold In The Graying Of America. HR Magazine: 
On Human Resource Management, 39(2), 74.  
Many employers appreciate the virtues of older workers, but few develop 
effective programs to recruit or retain them, according to a survey by the 
Society for Human Resource Management and the American Association of 
Retired Persons. There are several strategies for discovering the gold in the 
graying of America in recruitment: 1. Analyze recruitment strategies. 2. 
Develop targeted messages to attract mature workers. 3. Use recruitment 
activities that target the mature market. There are also strategies when trying 
to retain older workers: 1. Provide sensitivity training on the aging dimension 
of diversity. 2. Develop task forces and focus groups. 3. Examine retirement 
policies. 4. Review assumptions about older workers and their desires to 
continue working. 5. Offer scheduling options.  

Fyock, C. D. (2005). Effective Strategies For Recruiting And Retaining Older 
Workers. Thriving on an Aging Workforce: Strategies for Organizational and 
Systemic Change, , 51-59.  

Jackson, R., & Osmond, N. (2003). How To Recruit And Retain Older Staff. 
People Management, 9(10), 46.  
Suggests ways of attracting and retaining older employees. Benefits that 
must be highlighted to build a strong business case for recruiting older 
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people; Suggestion to change how organization treats older workers; 
Issuance of pension and retirement benefits.  

Jamrog, J. (2004). The Perfect Storm: The Future Of Retention And 
Engagement. Human Resource Planning, 27(3), 26-33.  
The article focuses on the issue of employee retention and engagement. The 
recent economic downturn demands focus on downsizing and separation. 
This article explores rising job dissatisfaction and demographic trends, 
analyzing their drivers and presents some plausible outcomes. Also, it 
explores who people management within organizations will change and how 
leaders can respond in order to retain and engage their human capital. The 
article suggests that employers may not have plentiful workers forever in the 
future. The forecast of a severe labor shortage is based on the assumption 
that the economy will grow at a 2 to 3 percent annual rate, with the size of 
the workforce growing only a little more than 1 percent annually. Moreover, 
the trend toward early retirement is expected to continue, despite a 
continuing increase in labor force participation rates for older workers (over 
65). It is impossible to know what the future holds: A labor shortage, skill 
deficits, a shortage of knowledge workers, or all three.  

McGee, M. K. (2006). Beyond Retirement. Information Week, (1080), 77.  
Within the next four years, nearly a third of US workers -- including tens of 
thousands of tech pros -- will be over 50, leaving a potential gap of 
technology and industry skills. In IT, the skill shortage could be worsened by 
a shortage of young people entering the tech fields. Quest Diagnostics, a 
provider of medical testing services, already offers work options that older 
technology workers often find appealing, says Bruce Mackenzie, Quest's 
director of IT staffing. Those include telecommuting options, as well as the 
opportunity to relocate jobs to Quest offices in more favorable climates, like 
in southern US cities.  

Melcrum Publishing. (2004). How Ex-employees Helped Stop The Talent Drain 
At VHA. Strategic HR Review, 3(5), 7-8.  
Describes the approach taken by the Veterans Health Administration in 
solving its retention problem. Identification of talent shortage; Investigation of 
the reasons why so many employees were leaving the organization; 
Helpfulness of a survey in uncovering the reasons behind the retention 
problem.  

Mullich, J. (2004). New Ideas Draw Older Workers. Workforce Management, 
83(3), 44-46.  
Deals with the workforce-management strategy developed by non-profit 
health-care provider Baptist Health South Florida organization to recruit and 
retain older workers. Number of people employed by Baptist; Turnover rates 
at Baptist; Information on how Baptist took advantage of the pension laws 
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that encourage older employees to stay employed longer; Information on the 
Bridgement of Service policy developed by Baptist.  

Perry, P. (2005). Getting Gray To Stay. Restaurant Hospitality, 89(5), 100.  
We are entering a period in which the fastest growing workplace segment 
will be 55- to 64-year-olds. By 2015, according to the American Association 
of Retired Persons, one of every five employees will be at least 55. Now that 
workers are getting older and their replacements are getting scarcer, keeping 
those older workers happy is more important than ever. Here's what 
workplace psychologists advise in order to retain older employees: 1. 
Eliminate stereotypes. 2. Motivate older workers. 3. Introduce flexible 
policies. 4. Resolves conflicts with younger bosses.  

Perry, P. M. (2005). Golden Oldies. Industrial Distribution, 94(11), 47.  
Not long ago, many employers looked askance at older workers, figuring 
they lacked the drive and imagination of their youthful cohorts. And besides, 
went the reasoning, younger people would work for less money. Times are 
changing. Most businesses today are starting to view the mature worker as 
an essential commodity. The reason stems less from humanistic concern, 
and more from changing demographics: Workers are getting older and their 
replacements are getting scarcer. We are facing a huge exodus of people 
from the work force as the baby boomers retire, says Ian Jacobsen, a 
workplace consultant. Normally, one would expect younger prospects to rush 
into the vacuum. But the baby boomers who are now retiring were 
responsible for the rapid population growth that has begun tapering off. The 
result? Fewer younger people to fill the employment breach. But that's not 
all. The downshift in the population engine is occurring at a time when a 
generally healthy economy has just about tapped out the talent market. Like 
any commodity, older employees are getting more valuable as they get 
scarcer. What workplace psychologists say about retaining your older 
workers is discussed.  

Pitt-Catsouphes, M., & Smyer, M. (2005). Aligning Business Needs With Older 
Workers’ Preferences And Priorities. Retrieved 06/07/06, from 
http://www.law.georgetown.edu/workplaceflexibility2010/docs/2005_0718_Ev
ent/BC_brief_bus_prsptv.pdf  
This Brief outlines the reasons why some employers view the employment of 
older workers as a business “opportunity,” potentially giving them a 
competitive advance in their industries. How can older workers help 
employers meet important human resource needs?  

Purdum, T. (2006). Retaining Knowledge And Expertise. Industry Week, 255(5), 
16.  
Every day this year 7,918 people will celebrate their 60th birthday, according 
to projections by the US Census Bureau. That works out to 2.89 million folks 
getting ready to either retire or rethink their work schedules. For 
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manufacturers, it is time to offer choices to senior employees or risk losing 
years of knowledge and expertise. As you look at the number of people 
turning 60, they want to contribute, but they also want balance in life. For 
manufacturers, it would behoove them to start the dialogue before vast 
amounts of knowledge is lost. An AARP report found that HR managers who 
may have once thought that older workers could be replaced by those fresh 
out of school will find themselves creating flexible work schedules, 
telecommuting options, training and education, phased retirement and 
"bridge jobs" expressly designed to encourage workers over 50 to remain on 
the job beyond the age at which they might otherwise retire.  

Rappaport, A., Bancroft, B. & Okum, L. (2003). The Aging Workforce Raises New 
Talent Management Issues For Employers. Retrieved 05/26/06, from 
http://www3.interscience.wiley.com/cgi-
bin/fulltext/106563591/PDFSTART?CRETRY=1&SRETRY=0  
With Baby Boomers aging and fewer thirty-somethings in the employment 
ranks, the graying of the workforce is right around the corner. With it will 
come a host of issues—loss of human capital, talent shortages, ageism, and 
culture clash among them—that will force employers to rethink many of their 
practices for acquiring and managing talent. Employers can take specific 
steps now to cushion the impact of the aging of their workforce, and those 
who act too late may findthemselves at a competitive disadvantage.  

Reingold, J., Greenwich, D. B. i., & Conn. (1999). Brain Drain. Business Week, 
(3647), 112.  
Many companies are moving decisively to hang on to their most experienced 
workers. Instead of severing contact when their top performers reach 
retirement age, they are finding ways to keep them engaged - and their own 
talent pool stocked. Companies such as Chevron, Prudential Insurance, and 
Monsanto are tailoring consulting contracts and part-time assignments to 
accommodate older workers. Some of those seniors are transferring wisdom 
and skills to younger colleagues. Other have been brought out of retirement 
to fill critical skill gaps temporarily or to circle the globe as ministers of 
corporate goodwill. As more companies tap into this crucial resource, they 
will be forced to grapple with a host of management issues, from lingering 
ageism to intergenerational conflict.  

Sauer, J. (2006). The 50+ Workforce: An AARP Wyoming Survey Of Businesses. 
Retrieved 06/08/06, from http://assets.aarp.org/rgcenter/econ/wy_work.pdf  
At least eight in ten of the Wyoming businesses surveyed say that retaining 
skilled employees (95%), providing competitive wages (81%), recruiting 
skilled employees (80%), and training the current workforce (79%) are 
extremely or very important issues to them. Half (50%) of all businesses view 
addressing the needs of an aging workforce as an extremely or very 
important workforce issue. More than half (56%) of surveyed businesses say 
it is harder now than five years ago for them to find qualified applicants for 
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non-management/non-supervisory positions, and almost half say it is harder 
now than in the past to find qualified applicants for supervisory positions 
(48%) or management positions (46%). Over half of the Wyoming 
businesses surveyed think a shortage of qualified workers is extremely 
(29%) or very likely (25%) to occur in the next five years, and another quarter 
think it is somewhat likely (24%). Most businesses say they experience a 
loss of institutional knowledge when an employee retires or leaves the 
organization (major loss: 55%; minor loss: 28%), assign a high level of 
importance to retaining that knowledge (Extremely important: 31%; Very 
important: 39%), and many have implemented a process to preserve it and 
pass it on(51%). The important qualities that Wyoming businesses want in 
employees are very similar to the qualities older employees possess: have a 
commitment to doing quality work; are someone you can count on in a crisis; 
are customer service oriented; have a solid, reliable performance record; 
have the ability to get along with co-workers.  

Sullivan, S. E., & Duplaga, E. A. (1997). Recruiting And Retaining Older Workers 
For The New Millennium. Business Horizons, 40(6), 65.  
According to the US Bureau of Labor Statistics, employers in many 
industries may soon face a shortage of qualified workers for the 18 million 
new jobs that will be created by the year 2000. Businesses with an eye 
toward the future will begin to plan for these predicted labor shortages. By 
examining research studies on the behaviors and attitudes of older workers, 
the value of employing these people is demonstrated and recommendations 
for recruiting and keeping them are offered. Recruiting older workers 
involves the same activities as recruiting younger ones, but businesses must 
make a concerted effort to modify some of their procedures to increase their 
attractiveness to older workers. Three major changes are involved: 1. 
altering the look and placement of recruitment ads, 2. expanding 
organizational recruitment activities, and 3. training employees on how to 
interview older job applicants. There are 2 strategies for retaining older 
workers: 1. expanding diversity programs to combat age discrimination, and 
2. reconsidering the purpose of training and retirement programs.  

Taylor, M. A., Shultz, K. S., & Doverspike, D. (2005). Academic Perspectives On 
Recruiting And Retaining Older Workers. Thriving on an Aging Workforce: 
Strategies for Organizational and Systemic Change, 43-50.  

Thrall, T. H. (2005). Every RN Hour Helps. Hospitals & Health Networks, 79(11), 
32.  
Nancy McGrath, 63, who has worked as a med-surg nurse since 1989 at 
Rogue Valley Medical Center in Medford, OR, was so eager to continue that 
she formulated a strategy to keep herself on the job. The result is the Return 
RN program, which the hospital launched in 2001. It allows nurses with 20 
years of experience to work just a few hours a week on a flexible schedule. 
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McGrath enjoys the flexibility. She sets her own hours, working around her 
care of an elderly mother-in-law and visits with 13 grandchildren.  

Tourigny, L., & Pulich, M. (2006). Improving Retention Of Older Employees 
Through Training And Development. The Health Care Manager, 25(1), 43.  
This article explores the needs and interests of older employees in training 
and development efforts which can result in higher retention rates. Managers 
may be reluctant to train workers close to retirement age for various reasons. 
Managers also use certain practices to avoid training older employees. 
When training is offered, accurate performance feedback is essential for 
desired training outcomes to occur. Finally, areas are proposed which are 
more appropriate to include in training and development endeavors for older 
employees versus younger ones.  

Other Geographic Areas – Retention Strategies for  
Older/Experienced Workers 

AARP Public Policy Institute. (2005). Rethinking The Role Of Older Workers: 
Promoting Older Worker Employment In Europe And Japan. Retrieved 
06/08/06, from http://assets.aarp.org/rgcenter/econ/ib77_workers.pdf  
The brief presents responses by the EU and Japan to the aging of their 
populations and the soaring costs of pensions, with an analysis of their goals 
and initiatives to foster older worker employment. In Japan, work life 
extension is encouraged by raising the pensionable age and providing 
subsidies for employers to hire and retain older workers. In Europe, efforts to 
prolong working life include removing incentives to retire early reforming 
pension policies to reward later retirement providing more flexible work and 
retirement options banning age discrimination educating employers about 
potential labor shortages.  

Burholt, V., & Windle, G. (2001). Literature Review For The Strategy For Older 
People In Wales. Retrieved 06/07/06, from 
http://www.wales.gov.uk/subisocialpolicy/content/ssg/LR5.pdf  
The main focus has been on literature published from 1993 onwards 
although the nature of employment and discrimination against older people 
required a historical approach and earlier work has been cited. With respect 
to employment, the review has focused on people aged 50 and over. All 
types of study designs have been considered, although meta analyses and 
systematic reviews have been given particular consideration. The text states 
when anecdotal evidence is used. The initial focus has been on literature 
within Wales, but where this unavailable UK research will be used. The text 
states if European or international research is cited.  

Chris, B. A. L. L. (2005). The Finnish Line. People Management, 11(11), 40.  
Develop skills in leadership and age management within organizations, and 
you'll start to get the feel of Finland's response to its demographic time bomb 
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and soaring pensions bill. Known as Maintenance of Work Ability, this 
program aims to tackle the root causes by improving the appeal of work and 
the ability of older people to do it. Interventions have been swift and 
comprehensive - and they seem to be working. Between 1997 and 2004 
Finland's employment rate for 55- to 64-year-olds rose from 36% to nearly 
50% and the country is one of the few in the industrialized world where the 
retirement age has been rising. Small wonder, then, that labor market 
planners and HR professionals around the world are looking on with interest.  

Drury, E. (2001). A European Code Of Good Practice On Age And Employment 
(for Older Workers). Geneva Papers on Risk and Insurance: Issues and 
Practice, 26(4), 611-22.  

Foster, C. (2004). ASDA - Valuing The Over-50s. Equal Opportunities Review, 
(131), 17-22.  
Presents the results of a study on the strategy of ASDA in retaining 
employees over 50 years conducted by the staff of the periodical "Equal 
Opportunities Review" in Great Britain in 2004. Analysis of the employment 
policies of ASDA; Employment benefits offered by the company to its 
employees; Information on the flexible retirement policy of the company.  

Moore, J., Tilson, B., & Whitting, G. (1994). An International Overview Of 
Employment Policies And Practices Towards Older Workers . Moorfoot, 
Sheffield: U.K. Employment Department. 
Provides an international overview of policies and practices toward older 
workers in twenty-two countries, including European Union and European 
Free Trade Association countries, Japan, the United States, Canada, 
Australia, and New Zealand. Covers measures relating to exit strategies 
adopted by older workers, including the incentives in place for retirement, 
partial retirement, or deferred retirement; measures relating to the existence 
of incentives for the recruitment or retention of older workers; 
antidiscrimination legislation on the basis of age; and other measures in 
support of older worker employment. Describes whether policies are 
supported by legislation; how measures are targeted; the framework for 
implementation; and the outcomes of different measures. Moore, Tilson, and 
Whitting are with ECOTEC Research and Consulting. No index.  

Suff, R. (2004). Recruiting And Developing Staff To Boost Retention. IRS 
Employment Review, (812), 47-48.  
Focuses on staff recruitment and personnel development systems of 
information technology company Getronics Government Solutions in Great 
Britain. Analysis on recruitment function; Assessment on staff retention 
strategies; Technological/technical issues.  
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Canada – General Retention Strategies 

The Biotechnology Human Resource Council. (2002). An Assessment Of Worker 
Retention & Job Satisfaction In The Canadian Biotechnology Industry. 
Retrieved 06/09/06, from 
http://www.bhrc.ca/career/reports/downloadable/TMR_STUDY.pdf  
R&D workers exhibit the characteristics of the classic knowledge worker. As 
a result: Set challenging, but achievable milestones for all tasks. Whenever 
possible, introduce new tasks, new research opportunities, new ways of 
doing things. Any new knowledge, learned on the job through efforts at job 
enrichment or through formal training, will help maintain satisfaction levels. 
Try documenting and signing off on a schedule of personal objectives for the 
coming year. Provide sufficient resources as required. Many R&D workers 
would be pleased to receive verbal feedback. The old axiom “if you don’t 
hear anything, you’re doing fine” is dated. Even workers in R&D like to hear 
a regular word of encouragement from the boss or a colleague. Feedback 
couched within the context of the organization’s larger vision might serve as 
a reminder and tacit motivator.  

Doherty, G., & Forer, B. (2004). Shedding New Light On Staff Recruitment And 
Retention Challenges In Child Care. Retrieved 06/09/06, from 
http://www.ccsc-cssge.ca/english/pdf/research/SheddingNewLight_en.pdf  
The report concludes that the recruitment and retention challenges faced by 
child care centres result from a complex and dynamic interaction of several 
contributors. Addressing each contributor separately would help but is not 
sufficient to make child care an attractive and viable occupation. Solving 
recruitment and retention problems in child care requires a comprehensive, 
multi-pronged approach. This approach must take into account and 
simultaneously address: (1) the need to moderate the stress in the job; (2) 
compensation (wages, benefits and working conditions); (3) the accessibility 
of ECCE training; and (4) the current low level of public respect for the job.  

Gilbert, C. (2006). TPS Faces Labour Gap With Unique Work Model. Northern 
Ontario Business, 26(6), 14-14.  
The article focuses on the business strategy of TPS Group to retain and hire 
drivers in Ontario. The model is design for the company to compete with 
others in hiring qualified employees. Drivers of the company can change 
routes if they wanted to as part of their benefits. These drivers undergone a 
rigorous training program before they can start their jobs.  

Lochhead, C., & Stephens, A. (2004). Employee Retention, Labour Turnover And 
Knowledge Transfer. Retrieved 06/09/06, from http://www.cpsc-
ccsp.ca/PDFS/CPSC%20Final%20Report%20June28%20-
%207%20case%20studies2%20oct%207%2004.pdf  
This report - commissioned by the CPSC and carried out by the Canadian 
Labour and Business Centre (CLBC) - provides a comprehensive analysis of 
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best practices in worker retention and knowledge transfer strategies. The 
report has two parts: 1) a review of the literature on best practices in 
retention and knowledge transfer, and 2) case studies of best practices 
within Canadian Plastics Manufacturing firms. Together, the documentation 
of these best practices can provide helpful and practical guides to other firms 
dealing with similar challenges.  

USA – General Retention Strategies 

Berta, D. (2005). Shortstaffed New Orleans Operators Offer Heady Lures To 
Reclaim Workers. Nation's Restaurant News, 39(43), 1-45.  
Reports on the strategies implemented by restaurant operators in hurricane-
ravaged New Orleans, Louisiana to retain and recruit employees. Description 
of labor situation in the city; Wage offered by franchisee Strategic Restaurant 
Alliance Corp. to new and returning employees; Plan of quick-service chain 
Popeyes Chicken & Biscuits to raise employees' wages.  

Boggie, T. (2005). Unhappy Employees. Credit Union Management, 28(4), 34-
37.  
Highlights factors that contributes unsatisfaction of employees towards work 
in credit union industries in the U.S. Reasons on the resignation of 
employees; Expenditures incurred by the company for the training of new 
employees; Tips on how to improve employee retention.  

Branch, S. (1998). You Hired 'Em. But Can You Keep 'Em? Fortune, 138(9), 247-
250.  
Focuses on retaining employees. Estimate of the cost of replacing a worker; 
The importance of intellectual capital, and the frequency of failure to 
understand knowledge as a tangible asset; Retention as the recognition that 
key people cannot be taken for granted; Role of individual managers and 
supervisors in retention strategies.  

Cohen, J. A. (1991). Managing Tomorrow's Workplace Today. Management 
Review, 80(1), 17.  
Discusses how companies can retain their employees by addressing 
changes in workforce demographics. Examination of cultural biases; Offer of 
childcare referral services and worksite accommodations; Consideration of 
flextime and job sharing solutions; Training of employees; Provision of made-
to-order education; Offer of parental leaves to husbands; Sponsorship of 
healthcare plans.  

Frank, F. D., Finnegan, R. P., & Taylor, C. R. (2004). The Race For Talent: 
Retaining And Engaging Workers In The 21st Century. Human Resource 
Planning, 27(3), 12-25.  
The article focuses on the issue of employee retention and engagement in 
the 21st century that serves as an eye opener for all Human Resource 
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professionals in the business world. Chief executive officers of the fastest 
growing companies in the United States overwhelmingly cite retention of key 
workers as the most critical factor to plan for in the next year ahead. This 
article provides an overview of both employee retention and engagement 
and solutions both traditional and innovative for improving retention and 
engagement. The financial model of some businesses requires a baseline of 
turnover that is considerably above zero for financial objectives to be 
realized. A particularly vexing aspect of employee turnover is job 
abandonment. Often referred to as "no-call/no-show," policies vary widely on 
what constitutes job abandonment. The article also presents an overview of 
talent and labor crisis when discussing turnover. Finally, the article gives 
different solutions for employee retention and engagement and the critical 
role of the front-line leader in retention and engagement. INSET: Turnover 
Cost Continue to Rise.  

Frauenheim, E. (2006). On The Clock But Off On Their Own: Pet-project 
Programs Set To Gain Wider Acceptance. Workforce Management, 85(8), 
40-41.  
The article reports that in addition to fueling innovation, policies like Google's 
20 percent time can serve as an important recruiting and retention tool, but 
companies must effectively manage the programs to make sure they pay off. 
A key to managing pet-project programs is seizing the best ideas and 
communicating them quickly throughout the organization.  

Harris, R. (2004). How To Recruit And Retain Skilled Staff. Farmers Weekly, 
140(15), 21-21.  
Offers pieces of advice on the recruitment and retention of skilled 
employees. Significance of salaries in attracting employees; Factors which 
would demotivate workers; Calculation method to establish a salary base for 
new employees.  

Haymarket Publishing. When intellectual Capital Starts Heading For The Door. 
(1999). Management Today, 9.  
The value of a business is increasingly determined by the ideas in the heads 
of its people, and modern companies are as worried about losing intellectual 
capital as they are about theft. Ways that companies can prevent the loss of 
their intellectual capital are briefly discussed.  

Hecht, C. (2006). The New Customer: Your Workforce. (Cover story). 
Pharmaceutical Executive, 26(4), 126-128.  
The article discusses the strategies for employee retention by 
pharmaceutical companies. They must establish an employee-firm 
relationship and treat their workforce as customers by giving them 
opportunities to improve quality of life at work. In addition, the Emergent Life 
Cycle retention model offers basis in building a solid manpower and create a 
more productive and committed working environment.  
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Institute of Management And Administration. Job Sharing: One Way to Hold On 
To Valued Employees.(2006). Managing Benefits Plans, 6(1), 1-15.  
The article reports that job sharing is one of the way to hold on to valued 
employees. Normally, employers that had two employees accomplishing the 
workload of only one had a productivity problem, but that is not necessarily 
the case anymore, according to interviews with workplace analysts. When 
two employees share one job, splitting the duties by having each work half 
the workweek then employers can reap dividends that include improving job 
performance, retaining valued employees, holding on to institutional 
knowledge, and boosting morale and loyalty. One of the main advantage of 
job sharing is that it aids in retention of valuable employees 

Juliano, J., & Valocchi, M. (2004). The Aging Workforce: Targeting Youth, 
Community, And Employee Retention. Electric Light & Power, 82(2), 9-13.  
The article presents IBM Business Consulting Services', endeavor in bringing 
a new generation into the workforce and grooming them for successful long-
term careers in the industry. Nuclear plant external communications experts 
are finding that community relations programs that have long been in place 
can, with the right emphasis, be used to start building interest in a nuclear 
career among young people even as early as fourth or fifth grade. While 
some might ask if this is too early, Chris Comfort, president of the North 
American Young Generation in Nuclear, an organization of nuclear 
professionals age 35 and under, believes it's the right time to introduce the 
idea.  

Lee, T. W., & Maurer, S. D. (1997). The Retention Of Knowledge Workers With 
The Unfolding Model Of Voluntary Turnover. Human Resource Management 
Review, 7(3), 247.  
In the next century, the American and world economies will be firmly 
grounded in the information age. As such, retention of its key participant, 
namely, the knowledge worker, becomes critical to organizational well being. 
In an article, initial steps are taken toward understanding how to retain 
knowledge workers, with a particular focus on engineers. First, a new theory 
from the academic HRM literature (Hom & Griffeth 1995) is applied, the 
unfolding model of voluntary turnover (Lee & Mitchell 1994), in order to 
understand the 4 prototypical ways that knowledge workers might leave their 
organizations. Second, 3 widely accepted taxonomic types of engineers and 
5 standard HRM practices are identified. As a conceptual tool, 4 matrices are 
created, with each corresponding to one of the 4 paths depicted by the 
unfolding model. Within each matrix, the 5 standard HRM functions were 
crossed with the 3 prototypical engineering types. The question is then 
asked, given the characteristics of each decision path, how might each HRM 
function facilitate the retention of each type of engineer?  
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Lublin, J. S. (2000). In Hot Demand, Retention Czars Face Tough Job. Wall 
Street Journal - Eastern Edition, 236(50), B1.  
Discusses the growing number of companies that are employing full-time 
people whose sole purpose is to keep other employees from leaving the 
company. Industries that are using such retention specialists; Details of 
retention strategies employed by Chief Talent Officer John Sullivan of Agilent 
Technologies Inc.; Difficulties encountered by retention specialists.  

Mattson-Teig, B. (2005). Wanted: A Few Good. National Real Estate Investor, 
47(9), 39-44.  
Reports on efforts of real estate services firms to recruit and retain top 
property managers. Response to the recruitment and retention challenge 
through restructured hiring practices and incentive programs; History of the 
staffing problem in the real estate sector; Ripple effect of manager shortage 
throughout the real estate industry; Examples of strategies implemented by 
real estate firms.  

Salkey, J. (2004). Recruiting And Retaining The Best. Strategic HR Review, 3(5), 
2-2.  
Outlines the approach taken by some organizations in the U.S. in recruiting 
and retaining the best employees. Description of the strategies that Dixons 
Group has adopted to ensure it has recruited the best employees; Elements 
of employee value proposition which many organizations attempted to 
realize by articulating its employees' values; Discussion of the recruitment 
and retention challenges faced by organizations.  

Shenkel, R. (2004). 5 Ways To Retain Good Staff. Family Practice Management, 
11(10), 57-58.  
Provides strategies for retaining good employees. Establishment of positive 
and caring relationships in the company; Recognition of achievement; 
Provision of opportunities for growth and advancement.  

Steel, R. P., Griffeth, R. W., & Hom, P. W. (2002). Practical retention policy for 
the practical manager. Academy of Management Executive, 16(2), 149-162.  
The article discusses a practical retention policy that can be employed by 
managers. In this article, the authors show how the findings of retention 
research may be used to inform and enlighten a policy-formulation process. 
As a rule, employee replacement costs tend to accelerate as labor markets 
tighten. Tightening labor supplies are precisely the business conditions 
characteristic of the recent U.S. economy. Employers are being short-sighted 
if they ignore retention management during periods of business slowdown. 
High levels of unemployment will dissuade some employees from 
considering a job move, but not all. Recent research suggests that 
unemployment rates, even high rates, have little bearing on the turnover 
plans of individuals with specialized skills and training. Retention policy 
should be an important part of an effective workforce-management program. 
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Like most things worth doing, effective retention policies are not the product 
of a simple formula. They usually result from methodical data collection, 
studious data analysis, and thoughtful construction of problem-responsive 
strategies. Labor markets have been tightening over the past decade, and 
replacement costs associated with filling vacancies have been spiraling 
upward for years. Development of fully integrated retention policy may be 
one of the most effective responses that workforce managers can make to 
these kinds of problems. Integrated retention policy uses problem-relevant 
information to shape focused retention initiatives. Retention research can 
help in the policy-development process. Retention research can shed light 
on the value of standard practices (e.g., exit interviews), offer telling insights 
into patterns and trends in employee behavior (e.g., the relative tendencies 
of high and low performers), and provide information relating to the efficacy 
of popular retention strategies (e.g., Expectation Lowering Training). In this 
article we show how the findings of retention research may be used to inform 
and enlighten a policy-formulation process. [ABSTRACT FROM AUTHOR]  

USA General Accounts Office. Human Capital: Effective Use of Flexibilities Can 
Assist Agencies in Managing Their Workforces: GAO-03-2(2002). U.S. 
Government Accountability Office. 
An essential element to acquiring, developing, and retaining high-quality 
federal employees is agencies' effective use of human capital flexibilities. 
These flexibilities represent the policies and practices that an agency has the 
authority to implement in managing its workforce. Congressional requesters 
asked GAO to provide information on agency and union officials' views about 
the most effective human capital flexibilities, additional flexibilities needed, 
and whether additional flexibilities could be implemented while also 
protecting employees' rights. GAO was also asked to identify key practices 
for effective use of flexibilities. GAO interviewed the human resources 
directors of the federal government's 24 largest departments and agencies, 
and representatives of 4 national organizations representing federal 
employees and managers. GAO further focused its efforts on 7 federal 
agencies--Department of Air Force, General Services Administration, Internal 
Revenue Service, International Trade Administration, U.S. Mint, State 
Department, and Veterans Benefits Administration--interviewing more than 
200 managers, supervisors, human resources officials, and union 
representatives in headquarters and field locations. Agency and union 
officials' views on human capital flexibilities. Most effective flexibilities. 
Existing flexibilities that are most effective in managing the workforce are 
work-life programs, such as alternative work schedules, child care 
assistance, and transit subsidies; monetary recruitment and retention 
incentives, such as recruitment bonuses and retention allowances; special 
hiring authorities, such as student employment and outstanding scholar 
programs; and incentive awards for notable job performance and 
contributions, such as cash and time-off awards.  
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Winterton, J. (2004). A conceptual model of labour turnover and retention. 
Human Resource Development International, 7(3), 371-390.  
While the importance of skill formation has been widely acknowledged in 
recent years, the issue of skill retention has been relatively neglected. 
Employers see little point in raising skills in sectors where a high proportion 
of individuals will leave, yet failure to invest in training and development may 
contribute to higher labour turnover. Drawing upon an extensive literature 
review, this paper develops a conceptual model of labour turnover and 
retention that distinguishes four stages in the processes affecting an 
individual's intention to quit, and actual separation from the job. Potential 
solutions that might reduce the quit rate and retain skilled labour are 
proposed in relation to these four stages.  

Other Geographic Areas – General Retention Strategies 

Dovlo, D. (2004). Managing the Return And Retention Of National Intellectual 
Capacity. Bulletin of the World Health Organization, 82(8), 620-621.  
Focuses on the management and retention of national intellectual capacity. 
Inability of many sub-Saharan African countries to establish a strategy for 
managing brain drain; Assessment of issues related to human resources for 
health; Examination of the negative effects of brain drain.  

Hawkins, S. (2002). The Competence Marketplace. T+D, 56(12), 60.  
Reports on an employee development program modeled by Sweden-based 
life-insurance firm Skandia SA that promotes employee retention. Factors 
that motivated Skandia to invest in employee retention; Categories into 
which intellectual capital is divided at Skadia; Factors on which the company 
relies to manage its human capital.  

Holland, P. J., Hecker, R., & Steen, J. (2002). Human Resource Strategies And 
Organisational Structures For Managing Gold-Collar Workers. Journal of 
European Industrial Training, 26(2-4), 72.  
This article states that the rapid expansion of the information technology (IT) 
industry has brought about skill shortages in many advanced western 
economies. Human resource (HR) policies and organizational structures for 
developing and retaining IT staff through two case studies of organizations in 
the IT and telecommunications sector in Australia are examined. It is 
concluded that developing HR policies in order to recruit and retain staff, and 
linking these to appropriate organizational structure, is becoming of 
increased importance in order to encourage employees to remain with a 
company. The alternative for many organizations is the loss of key staff and 
intellectual capital, as well as market share to competitors as e-commerce, 
globalization, and the pace of technological change accelerates.  
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Suff, R. (2004). Great Ormond Street Hospital Rises To The Challenge. IRS 
Employment Review, (801), 45-48.  
Discusses significant progress experienced by Great Ormond Hospital for 
Children in attracting and retaining staff in Great Britain. Implementation of 
benefits and policies; Importance of training and development of employees; 
Introduction of clinician assistant and clinical site practitioner roles that are 
designed to absorb some of the duties that junior doctors would perform.  

Suff, R. (2005). Starting Off On The Right Foot. IRS Employment Review, (821), 
42-46.  
Points out that employers in Great Britain who view induction as a ongoing 
process and the first step of a new employee's personal development are 
likely to benefit from better retention rates. Indication that labor turnover 
tends to be higher within the first few months of employment; Some 
organizations extending the length of their induction programs and tailoring 
them to suit specific needs. INSETS: Induction is the first step of many of 
Northern Rock; Induction boosts retention at Kwik-Fit Financial Services; E-
Induction for Surrey local government. 
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