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Preface



Understandingdiversityisoneofthecrucialdimensionsofachievingsustainableleadershipbymaking
adifferencewithhumancapitalintheglobalcompetitiveenvironment.Detailedstudiesareneededto
understandthethoughtandperceptionsystemofindividualswhowanttobedirectedtowardsadeter-
minedorganizationalgoalandtomotivatetheminthedesireddirection.Thewaytocorrectlyunderstand
individualsandpredicttheirbehavioristomakeclassificationsaccordingtocertaincriteriaandtomake
thepsychologicalfactorsthataffecttheindividualclearandunderstandable.Fromthispointofview,
oneoftheclassificationsusedwheninterpretingindividualsandtheirbehaviorsistheagefactor.The
classificationofgenerationsisalsobasedontheagedifferenceandtheculturalevolutionofeachage
(Ince,2022a).Consideringtheagefactorasoneofthemostbasicdemographicfactorsisoneoftheways
torevealthebenefitsofdiversityandavoiditsdisadvantagesinmulticulturalbusinessenvironments.

Theexperiencegainedwithageinbusinesslifeisoneofthefoundationsofthevalueplacedonthe
confidentialknowledgeofhumancapital,thatis,seeingpeopleasaresource.Inanorganizationwhere
technologicaldevelopmentforcesbusinessestochangeonaglobalscale,tryingtoachievesuccessby
ignoringthisvaluableresourceisnotasustainableperspective.Forthisreason,thepresenceofthenew
generation,whichisverygoodintechnology,andtheagingworkforceinthesameenvironmentcan
contributetothedesiredperformanceincreasewithasynergeticworkingenvironment(Ince,2022b).
Differentagegroups,whichcanprovidehighperformancewhenmanagedeffectivelyandefficiently,
arethemainsourceofcreativeandinnovativesolutionsneededbychangingbusinessprocesses.While
tangibleitemsmaybeeasiertoreplace,itmaybemoredifficulttosubstitutethecontributionofhuman
capital,whichisanimportantsourceofcompetition.

Inaddition, thefact that theagingworkforcecontinues tocontribute to theeconomyrather than
beingaburdenisconsideredverybeneficialintermsofsustainableresourcemanagement.Olderem-
ployeesshouldbeseenasanopportunityandnotasanobstacleforcompanies,especiallyregardingthe
transferofknowledgeandexperience.Effectivedevelopmentandutilizationofolderprofessionaland
managerialemployeesisanimportantissueasmostorganizationsarenotpreparedtotailortheirtrain-
ingmethodstotheneedsandpreferencesoftheseemployeesduetonegativestereotypes.Managinga
rapidlyagingworkforceandsustainingeconomicdynamismcallsforsystematicresearchtopreventage
discriminationduetoincompleteknowledgeofolderworkersandpoliticallychallengingpolicychoices
thatrequirestrongpoliticalcommitments,robustmanagementleadership,andsocialconsensus(Doering
etal.,1983).Fromthispointofview,thisbookincludesinformationonhowtoapproachtheemployee
withaninternationalperspective,takingintoaccounttheagefactor,anddevelopingstrategiessuitable
forthisperspective.

xiv
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Researchersandprofessorsfromdifferentpartsoftheglobehavegenerouslyprovidedtheirinsights
andknowledge.ThebookincludeschaptershailingfromPortugal,India,Indonesia,Ethiopia,Oman,
Turkey,andColombia,enrichingtheknowledgeandperceptions.
Thebookitselfisdividedintothreesectionsasdescribedbelow:

• Workforceandeconomy:Thissectioncontainschaptersthatillustratethecontributionoftheag-
ingworkforcetotheeconomyasimmigrants,households,andurbanites.

• Post-pandemicnewnormal:Thissectionisdevotedtothechapterscoveringthekeyaspectsofthe
elderlyworkforceandbusinessprocessesinthepost-pandemicnewnormal.

• Multigenerationalworkforce:Thissectionincludesthechaptersrelatedtotheconceptofthegen-
erationsandmultigenerationalworkforce

Thebookisorganizedintothirteenchapters.Abriefdescriptionofeachofthechaptersfollows:
Thefirstsection,“WorkforceandEconomy,”consistsoffivechapters.
Chapter1,“TheEvolutionofAging’sConceptualizationandItsEffectontheWorkforce,”identifies

theexistingchallengesinthemanagementoftheworkforceinthetwenty-firstcentury.Thechaptersets
thescenefordiscussionspresentedbyvariousauthorsandanalyzesthepredefinedkeywords“aging”
and“work”in thecontextofabusinessenvironment. Inparticular, thechapter identifies theglobal
orientationoftheagingworkforceandemphasizesthegrowinginterestintheconcept.Italsoidentifies
theimportanceoftheagingworkforceanditsconnectiontoothersub-areasoforganizations.

Chapter2,“IndonesianAgeingWorkforcesinRuralandUrban:AreTheySimilarorNot?”estab-
lishestheneedforanewagingworkforcepolicyandpresentsacomparisonofurbanandruralinterms
ofworkingconditions.Theauthorsofthischapterarguethatbetterconditionsshouldbeprovidedto
exploitthepotentialofruralagingworkers.Theycontendthatitispossibletocreateaddedvaluetothe
economybyutilizingtheexistingpotentialonlyinthisway.Thissectionisimportantintermsofdraw-
ingattentiontotheworkingconditionsoftheelderly.

Chapter3,“SeniorEntrepreneurship:Agenda foraYouthEconomy(IndianPerspective),” looks
attheagingworkforcefromtheperspectiveofentrepreneurs,showingcountriesinthe50+agegroup
thathavecontributedinnovatively.DiscussingthatIndia’seconomicdevelopmentcanbeachievedwith
seniorentrepreneurs,theauthorsalsotouchonthechallengesandopportunitiescreatedbythesituation.
Finally,thechapterprovidesimplicationsforpolicymakingandimplementationinpromotingsenior
entrepreneurshipanditspredecessorsintheIndiancontext.

Chapter4,“LADRegressionApplication:FactorsAffectingHouseholdExpendituresofWorking
ElderlyinTurkey,”examinestheeffectoftheelderlyworkforceonhouseholdincomeanditsreflec-
tionsonbudgetmanagementfromahouseholdperspective.Accordingtotheresultsoftheresearch,the
demographiccharacteristicsoftheelderlyworkerareeffectiveonhouseholdexpenditures.Thechapter
providesvaluableinformationtoresearchers,decision-makers,andpolicymakerswhowanttoexamine
thisissuetounderstandthehouseholdspendingpatternsofworkingelderlyhouseholdheads.

Chapter5,“AKnowledge-BasedRecommenderFrameworktoRecommendDestinationCountryfor
HumanMigrants(KBRF):TheCaseofEthiopiainAfrica,”dealswiththeissueintermsofthetransfer
ofknowledgethroughmigration.Theprocessofgathering,modeling,andpresentationofinformation
obtainedintermsofmanyfactorssuchasgender,age,region,zone,maritalstatusmeanstheprepara-
tionofanimportantdatasource.Thisinformationaboutpeopleandtheworkingpopulationmustbe

xv
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collectedeffectivelyandusedindecisionsthatcanshapethefuture.Therefore,theauthorsemphasize
thatintegratingKBRFwithtransferlearningsystemsiscriticalforcountries.

Thesecondsection,“Post-PandemicNewNormal,”consistsoffourchapters.
Chapter6,“LeaderCompetenceEffectiveness,”presentsacompetitivemodelthatincludesaging

workers,takingthesubjectfromaleadershipperspective.Accordingtotheauthor,workforcediversity
isachallengeforhumanresourcemanagement,notonlyinintegrationprocessesbutalsointhedevel-
opmentofcompetenciesandthemanagementofemployeecareers.Forthisreason,thereisaneedfora
leadershipmodelthatcoversintellectual,social,managerial,andemotionalcompetenciesandcompeti-
tionfromdifferentperspectives.Researchresultsshowingthevalidityandreliabilityoftheintegrative
leadercompetencymodeldrawattentiontotheskillsthatneedtobedevelopedtoincreaseleadership
effectiveness.

Chapter7,“ChallengesforHigherEducationGraduatesinthePost-PandemicLaborMarket,”em-
phasizesthatwhiletheelderlypopulationcantaketheirplaceinthelabormarketmoreeasilywiththeir
workexperience,thelackofdigitalskills,thatneedhasincreasedafterthepandemic,canleadtonew
employmentchallenges.PresentingdifferentcountrycomparisonsaccordingtoOECDdata,theauthor
drawsattentiontothechangeinthelabormarketduringandafterthepandemic.Thesection,which
dealswiththeworkingpopulationintermsofage,education,anddigitalskills,statesthatinthefuture,
organizationswillincludemorealgorithmsintheselectionofpeopleandmachines.Forthisreason,it
isconsideredimportantforoldandyoungemployeestoadapttochangewithnewskills.

Chapter8,“ManagingtheRemoteWorkforceintheNewNormal,”referstotheimpactofthepan-
demiconworkingsystems.Discussingthedisadvantagesorchallengesofremoteworking,theauthor
emphasizeseffectiveleadershipwhiledrawingattentiontothehybridworkingmethod.Thechapter,
whichdealswithchangefromtheperspectiveofthesocial,organizational,individual,presentsthear-
rangementsthatshouldbemadeaccordingtotheemployeesofdifferentagesandqualificationsfrom
variousperspectivessuchasHRM,leadership,andteamwork.

Chapter9,“COVID-19Pandemic:TheImpactoftheElderlyWorkforceonSocialSecurity-Related
Rights,”discussestheeffectsoftheincreasingaverageageofsocietyonthesocialsecuritysystemduring
andafterthepandemic.Addressingflexibleretirementplansdevelopedtokeeptheagingworkforcein
employmentforlonger,theauthorstatesthatignoringtheissuecanputagreatburdenonthesystem.For
thisreason,athree-prongedsocialsecuritymodelbasedonindividualpensionprogramsismentioned
withinthescopeofsocialsecurityreformsinthechapter.

Thethirdsection,“MultigenerationalWorkforce,”consistsoffourchapters.
Chapter10,“Baby-BoomersandTheirInfluenceintheColombianOrganizationalandEntrepreneur-

ialContext,”discussestheBabyBoomerGenerationworkingintheThirdIndustrialRevolution,with
countrycomparisons.AuthorsanalyzewhetherColombianBoomersarelikethoseinEuropeandthe
UswiththedataofColombia’sNationalAdministrativeDepartmentofStatistics(DANE).Theauthors
tryingtoanswertheresearchquestionalsouseanadaptationofRokeach’sPersonalValuesSurveyin
thequestionnairetheydesignedforthestudy.Theresultsofthestudyarecrucialintermsofrevealing
thecontributionofagingworkerstotheeconomybycountrycomparison.

Chapter 11, “Back to School: Mid-Life Adults’ Perspectives About Their Graduate Education,”
presentsaphenomenologicalstudybyconsideringtheagefactorintermsofeducation.Whilethecol-
lecteddataisanalyzedusingdescriptiveandcontentanalysistechniques,itisrevealedthateducation
hasitsownchallengesafteracertainage.Althoughfocusingoneducationaswellasfamilyproblems
whileatthecenterofbusinesslifecreatessomedifficulties,themotivationtoacquirenewknowledge

xvi
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providesadrivingforce.Thechapterisimportantintermsofshowingthatolderworkerswithprofes-
sionalexperienceareadvantageousincombiningandintegratingtheoreticalandpracticalknowledge.

Chapter12,“InternationalRetirementMigrationofEuropeanBabyBoomers:RetiringKnowledge
WorkerPerspectiveandtheCaseofTurkey,”examineshowknowledgeworkersretiredinEuropecanbring
theireducationalachievements,wealth,qualifications,andexperiencewiththemtoruntheiractivities
onatransnationalscale.Adoptingaqualitativeapproachconsistingofobservationsandinterviewswith
Dutchprofessors,thestudyalsoincludescomparativestatisticsaboutEuropeandTurkey.Theresearch
iscrucialinthatitdrawsattentiontotheimpactofretiredknowledgeworkers’tendenciestoengagein
cross-borderlife,learning,andtransition,ontheimagemanagementofcountries.

Chapter13,“TheHumanResourcesPerspectiveon theMultigenerationalWorkforce,”considers
theissuefromamultigenerationalperspectiveandseestheagingworkforceasaresourcefordiversity
managementandpresentsthisapproachfromahumanresourcemanagementperspective.Inthechapter
thatvariousclassificationsaremadetounderstandtheemployees,itisemphasizedthattheinvestment
tobemadeintheemployeeforsustainablecompetitiveadvantagecanleadtoorganizationalchangeand
carrythebusinesstothefuture.Forthisreason,theneedsoffivegenerationsintheorganizationshould
beaddressedsimultaneouslyinallhumanresourcespracticesthatcanshapethelearningculture.This
chapteriscrucialinthatitdrawsattentiontothedifferencesandthesynergytheycancreate.

Withthecoveringarangeoftopicssuchastheagingworkforce,multigenerationalworkplace,and
itseconomiceffects,thisreferenceworkisidealforresearchers,academicians,practitioners,business
owners,managers,humanresourceworkers,instructors,andstudents.Surely,thiscollectionofideas
andissuesdiscussedbyinternationalauthorswillhelpyouunderstandvariousaspectsofanagingand
multigenerationalworkforce,andprovidevaluableguidanceincreatingsustainablecompetitiveadvan-
tage.Giventheopportunityinanappropriatecondition,theindividualsfullyachievethepotentialof
synergyindiversity.
Ihopethebookwillcontributetoyourawarenessandcreativity.

Fatma Ince
Mersin University, Turkey
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ABSTRACT

Increased life expectancy has resulted in improved health and quality of life, which has accelerated 
global demographic aging. This phenomenon is a significant source of concern for any country in the 
21st century. Simultaneously, several policies have been implemented in a variety of areas, most notably 
the one advocated by the United Nations—Active Aging—which aims to maintain citizens’ active par-
ticipation in their communities for an extended period, as well as lifelong learning, health, and safety, 
including in the workforce context. In this chapter, the authors employed a research methodology consist-
ing of two distinct phases, namely scientometrics and web-scraping, to analyze the predefined keywords 
“aging”/“ageing” and “work” in the context of a business environment. The results presented indicate 
that the interest in this theme has grown substantially. On the other hand, the keywords investigated are 
interconnected with other sub-areas, demonstrating the wide dissemination of this study area.
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INTRODUCTION

The most outstanding achievement of humanity is population aging (WHO, 2005). Obtained through an 
increase in life years and an improvement in the health of the elderly population, regardless of how far 
from ideal such achievements are, reaching old age is a common goal, even in underdeveloped countries. 
Unfortunately, this achievement has evolved into one of the century’s most significant challenges.

The concept of aging and attitudes toward older people have evolved as a result of new knowledge 
gained about human physiology and anatomy, as well as about cultural determinants and social relation-
ships, as well as a result of the accumulation of knowledge over time. In these days and times, which are 
ours, it is encouraged to associate aging with health, security, and social participation. Most notably, in 
the face of an active aging population, work plays an increasingly significant and even crucial role in 
the human life cycle. Changes in demographics are causing problems in many nations, with effects at 
the population level and in the structure of the workforce and the availability of labor-skilled personnel 
(Pinto et al., 2015).

Today’s organizations will encounter issues related to the aging of their workforce, and it will be 
required to consider and implement new strategies that take into consideration age management for 
individuals to contribute to society at various phases of their life. A considerable literature has been 
committed to this subject to establish pillars that will enable better adaptation to the trends resulting 
from increased longevity, a higher average life expectancy, and declining birth rates over time.

This chapter uses scientometric tools to examine the evolution of the keywords “aging”/”ageing” and 
“work” in the Scopus database from 1975 to 2022. Combining this bibliometric analysis with a thorough 
assessment of the literature to map the terms linked with the keywords chosen, as well as co-citations 
by authors and responses to exposures to new and popular themes in this emerging field of inquiry, will 
produce interesting results.

BACKGROUND

All individuals are affected by aging, which is a constant and complex process that occurs throughout life. 
Although it exhibits distinct characteristics in specific organs and systems, it corresponds to anatomical 
and physiological changes caused by molecular and cellular alterations in all types of cells throughout 
the body (Seeley et al., 2008; Bernardes & Pinheiro, 2014).

Global population growth will be significant, according to various official sources, both international 
and national. The world’s population is estimated to be around 7.9 billion people in 2021. According to 
the United Nations, the world’s population will reach 11.2 billion by the end of this century. It is easiest 
to visualize this massive global transformation by analyzing Figure 1 (Ritchie & Roser, 2019). In par-
ticular, demographic aging in the United States is slower than in other developed economies, probably 
due to a higher fertility rate (Ferreira, 2014).
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The elderly population is a highly heterogeneous group, with considerable variation in the aging 
process, i.e., some individuals experience a significant decline while others experience a less notice-
able decline. Regardless of the various aging rhythms to which the body is subjected, additional factors 
contribute to the phenomenon, such as the influence of genetic, physical, psychological, social, and 
environmental factors (Bernardes & Pinheiro, 2014; Oliveira & Pinto, 2014).

The onset of aging is imprecise, and its progression is variable; so, it is generally divided into two 
categories: primary (normal aging) and secondary (pathological aging), the latter of which is character-
ized by a greater propensity to develop diseases (Bernardes & Pinheiro, 2014). At one age, the ability to 
repair oneself becomes more challenging until it becomes ineffective. As a result, aging is defined as a 
decline in the human body’s adaptive capacity to deal with the challenges encountered throughout life. 
Thus, studying aging in its entirety enables us to intervene early and prevent functional decline in the 
human body, resulting in more active and healthy aging. It will be critical to delay vascular pathologies, 
metabolic syndrome, elderly frailty syndrome, sarcopenia, and neurodegenerative diseases as much as 
possible in this context (Oliveira & Pinto, 2014).

Figure 1. Population pyramid (1950-2100)
Source: Adapted from Ritchie & Roser (2019)
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TEMPORAL PERSPECTIVES ON THE DEFINITION OF AGING

Population aging is a relatively recent demographic phenomenon that has been associated with significant 
biological, social, economic, and behavioral changes in addition to (naturally occurring) demographic 
changes. According to Rodrigues and Soares (2006) and Chalise (2019), the approach to the concept/
definition of aging is a continuous process that involves analyzing cultural, political, and economic 
aspects, values, prejudices, and symbols that have existed throughout society’s history.

Chronological age (the measurement of time in days, months, and years since birth) is a straightfor-
ward and frequently used technique for characterizing and obtaining information about an individual. On 
the other hand, biological age is defined by the organic changes - both physical and mental - that occur 
during human aging. While habits and social status define social age to fulfill social roles, psychological 
age is defined by behavioral patterns acquired throughout life that allow for environmental adaptation 
(Hoyer & Roodin, 2003; Chalise, 2019). Currently, it is understood as a normal and productive phase 
of human beings, in which the individual may have gains and losses. Although the gains are not always 
valued at this stage of life, they may allow the losses to be less experienced and a new meaning of life 
to be sought (Rodrigues & Soares, 2006). Table 1 summarizes the evolution of the definition and trans-
formation of the concept of aging over time.

Continued on following page

Table 1. Definitions of aging between 1959 and 2008

Year Author Definition

1959 Woltereck
“All the transformations that occur in all organisms in the course of their normal development and in the different 
forms of activities that accompany it. (...) the term aging covers the entire lifespan, from birth to death, (...) 
describing a chronological sequence or a defined period of time.”

1975 Amâncio & 
Cavalcanti

“Aging represents a stage of individual development, the main characteristic of which is the marked loss of 
adaptive capacity.”

1989 Magalhães

“In each society and in the same society, in different historical moments, (...) aging gain distinctive specificities, 
roles, and meanings depending on the environment, being rural or urban, the social class, the professional and 
kinship groups, the culture, the dominant ideology, and the economic and political power that influence the life 
cycle and the path of each individual, from birth to death.”

1995 Fraiman “Aging is not just a ‘moment’ in an individual’s life, but an extremely complex and little-known process with 
implications both for those who experience it and for the society that supports or assists them.”

1996 Bobbio “(...) is a natural, complex, multidimensional phenomenon, clothed in individual and collective losses and 
acquisitions.”

1996 Hayflick
“Aging is not the mere passage of time, but the biological manifestations that occur in the organism during the 
course of this time-space. Chronological aging is only a convention, and there is no influence of time on the 
organism.”

1998 Langevin Aging is “a construction made of obligatory passages, which delimit and guide the dynamics of the process.”

1998 Costa “Aging: evolutionary process, a continuous act, that is, without interruption, that happens from the birth of the 
individual until the moment of his death (...) is the constant process of transformation.”

1999 Neri & 
Cachione

“The way we age depends on how the life course of each person, age group, and generation is structured by the 
constant and interactive influence of their historical-cultural circumstances, the incidence of different pathologies 
during the developmental and aging process, genetic factors, and the ecological environment.”

1999 Erminda A “process of organic and functional decline, not resulting from disease, happening inevitably over time.”

2001 Neri
It is “a universal phenomenon, which affects all post-reproductive human beings, by force of genetic mechanisms 
typical of the species. It is progressive, that is, it gradually or cumulatively affects the whole organism, and is, 
therefore, a physiological process.”
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As can be seen, there are no new definitions of aging after 2008. Indeed, there are few conceptual 
distinctions regardless of the dimension under consideration: chronological, biological, psychological, 
or social. As its dynamics become clearer, aging is being defined and assumed to be a natural biologi-
cal process that occurs throughout the life cycle and manifests itself in various ways depending on the 
individual’s way of life. As a complex and dynamic phenomenon characterized by morphological and 
functional changes, aging varies significantly between individuals, which significantly impacts both the 
individuals and social perceptions of the aging process (Dardengo & Mafra, 2018).

According to the WHO (2002), countries can afford aging if governments, international organizations, 
and civil society implement “active aging” policies and programs that improve older people’s health, 
participation, and security based on their rights, needs, preferences, and abilities. On the assumption 
that the individual is also responsible for his or her aging, the term “active aging” enables us to envi-
sion aging as a process accompanied by opportunities for health, participation, and security to improve 
people’s quality of life as they age.

The term “active” does not refer solely to the capacity for physical activity or participation in the 
labor force; it also refers to ongoing involvement in social, economic, cultural, spiritual, and civic affairs. 

Table 1. Continued
Year Author Definition

2002 Netto
“(...) is a dynamic and progressive process, in which there are morphological, functional, biochemical and 
psychological modifications that determine loss of the individual’s ability to adapt to the environment, causing 
greater vulnerability and a higher incidence of pathological processes that eventually lead to death.”

2002 Uchôa & 
Lima-Costa

“Aging is not a homogeneous process. Each person experiences this phase of life differently, considering their 
particular history and all the structural aspects related to their life: social class, gender, ethnicity.”

2004 Coll et al. Aging “is characterized by morphological and functional changes resulting from the transformations that the 
organism undergoes throughout life.”

2004 Brito & 
Litvoc

“(...) is a phenomenon that affects all human beings, being characterized as a dynamic, progressive and 
irreversible process, closely linked to biological, psychic and social factors.”

2005 Kertzman “(...) it is a process that inscribes in the temporality of the individual, from the beginning to the end of life, a 
process composed of losses and gains (...).”

2005 Argimon & 
Stein

“(...) is a process in which, for each person, physical, behavioral and social changes develop at different rates, 
chronological age being only one of the aspects, among others, that may or may not affect the well-being of the 
elderly.”

2007 Souza et al.

“A dynamic and progressive process, in which there are morphological, physiological, biochemical, and 
psychological modifications, which determine the progressive loss of the individual’s ability to adapt to the 
environment, causing greater vulnerability and a higher incidence of pathological processes, which eventually 
lead to death”.

2007 Salgado

“Multidimensional process that results from the interaction of biological, psycho-emotional and socio-cultural 
factors. Running the biological reason that has a procedural and universal character, the other factors are 
individual and social compositions, the result of visions and opportunities that each society assigns to its elderly”. 
“Aging can also be a consequence of our society, and that in addition to the biological, chronological and 
psychological factors, the environment and the conditions in which one lives influence the aging process and how 
one reaches old age. Thus, the aging process is also influenced by society and the individual.”

2008
Schneider 
& 
Irigaray

“Aging has intrinsic and extrinsic determinants, presenting a complexity of variables related to biological, 
psychological, intellectual, social, economic, and functional aspects. It is not something determined by 
chronological age, but is the consequence of past experiences, of the way one lives and manages his own life 
in the present, and of future expectations. It is an integration between personal experiences and the social and 
cultural context at a given time.”

Source: Adapted from Dardengo & Mafra (2018)
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Thus, active aging aims to extend healthy life expectancy and improve the quality of life for all people, 
including frail, physically disabled, or in need of care. This model of active aging encompasses six 
groups of determinants, complemented by two cross-cutting determinants - gender and culture (Figure 2):

1.  The availability and utilization of health and social services (e.g., health promotion and prevention; 
long-term care);

2.  Behavioral determinants (e.g., physical activity and exercise; drinking and smoking habits; diet; 
medication);

3.  Personal factors (e.g., biology, genetics, and psychological characteristics);
4.  The physical environment (e.g., safe homes, low pollution levels);
5.  Social determinants (e.g., education and social care); and
6.  Economic determinants (e.g., salary and social security).

This forces individuals to recognize their potential for physical, social, and mental well-being through-
out their lives and participate in society according to their wishes, needs, and abilities. Seniors, retirees, 
and those with a disability or illness can continue to play an active role in their families and other facets 
of local and national community life.

Figure 2. Active aging determinants
Source: Adapted from WHO (2002)

 EBSCOhost - printed on 2/9/2023 2:53 AM via . All use subject to https://www.ebsco.com/terms-of-use



7

The Evolution of Aging Conceptualization and Its Effect on the Workforce
 

Currently, active aging manifests itself primarily due to several determinants that can be used to 
identify specific profiles that are more susceptible to active aging or, on the contrary, that are more 
favorable to active aging (Paúl et al., 2017).

AGING AND THE WORKFORCE

The increase in employment rates for older workers represents a reversal of a trend that began in the 
mid-1970s in Europe, the United States of America, Canada, and Japan. Early retirement of older labor, 
which was primarily encouraged by the state and businesses, allowed for creating jobs for the young 
unemployed. However, this result did not always translate into net job creation; instead, it resulted in a 
significant decline in employment among 55-64-year-olds, predominantly males (Kalwij et al., 2010). 
The labor force aging is a critical component of these dynamics (Lopes & Gonçalves, 2012).

Simultaneously, the early departure of workers in this age group is associated with temporally congru-
ent organizational cultures: the decline of industry and growth of the tertiary sector, technological and 
organizational reconversion of businesses, geographical relocation of businesses, direct or indirect wage 
reductions due to a lack of regulation of labor relations, rejection of skilled labor but deemed unsuitable 
by employers, and company privatization, among others (Castells, 2002). Due to early retirement, it is 
possible to observe a depreciative culture among workers over the age of 55, during the second half of 
their professional careers. This status encourages social acceptance of “being old” to work at 40-50, 
especially in unskilled professions (Guillemard, 2003; Taylor, 2004). On the other hand, it is possible to 
observe a reduction in the total amount of time spent working during an individual’s life cycle, which 
has lengthened due to the post-1980s increase in average life expectancy (Fernandes, 2008).

Only in the 1990s did the general public become aware of the consequences of this policy (OECD, 
1998). The consequences of early retirement on the labor market, the long-term viability of the social 
security and pension systems, and the healthcare system are linked to the increase in demographic aging 
(Morel et al., 2004). Several economic and social asymmetries have been established in this context due 
to growing international economic and financial competitiveness.

During the same period, employment guidelines were issued to reverse this trend. For example, in the 
European Union, labor insertion is presumed within the context of the recommendation on active aging. 
Later that year, in 2001, the Stockholm European Council established the target of 50% employment 
for older workers by 2010. Another significant target was introduced the following year, in 2002, at the 
Barcelona Council: a gradual increase of approximately five years in the average effective retirement age 
by 2010. Furthermore, the European Union promoted generational solidarity in 2005 with the Lisbon 
Strategy (European Union, 2005). In retrospect, active aging policies have been implemented through 
the relationship between age and work and the restructuring of retirement and pension systems (Yvoire, 
2010). The objective is to retain older workers and keep them in the labor force for a longer time. To this 
end, the extension of working life is primarily achieved by raising the legal retirement age and imposing 
restrictions on early retirement. This is possible only through flexible/progressive retirement plans that 
include the appropriate monetary reduction (Lopes & Gonçalves, 2012).

The dominant demographic aging in the 21st century is an irreversible characteristic of current societ-
ies and has raised multiple attention and concerns among various stakeholders, including the academic, 
scientific, social, and political communities (Luz, 2014). It is worthwhile to consider older workers as 
a subset of the broader field of active aging in this context. Extending one’s working life entails reflect-
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ing on, delving deeper into, and debating a slew of unquestionably complex issues. As a result, there is 
a need to continue researching and developing knowledge about the nature and effectiveness of older 
workers’ employment conditions.

AGING WORKFORCE AND HUMAN RESOURCES MANAGEMENT

According to Teixeira (2011), a value chain is a tool proposed by Porter, which allows the analysis of how 
the various activities that make up a company add value to the products/services they sell. The activity 
of a company constitutes a set of activities that have a link between them, with each activity contributing 
a part of the value that is consecutively added along the chain. Thus, the activities that constitute the 
value chain can be subdivided into primary activities and support activities.

Human Resources Management (HRM) integrates the support activities, including the “processes of 
recruitment, admission, development, and compensation concerning all types of people involved in the 
company” (Teixeira, 2011, p. 91). However, what is HRM’s role in an aging workforce? HRM strategies 
directly impact the way people of different ages act in organizational contexts, regardless of their age 
(Pinto & Nunes, 2015).

As the demographic curve continues downward, age management is becoming an increasingly important 
strategy in combating it (Vranaková et al., 2021). It is stated by the authors Pedro et al., (2020) that age 
management “practices refer to the development and implementation of workplace strategies to support 
and improve the health and productivity of workers aged 45 years or older”. The European Agency for 
Safety & Health at Work published an electronic guide in 2016, to assist organizations in implementing 
age management practices more effectively. In this context, it is necessary to comprehend the various 
dimensions within which age management is applicable. This concept is made of eight components, 
namely: job recruitment; learning, training, and lifelong learning; career development and progression; 
job redesign; redeployment; retirement planning; comprehensive approaches and the transition to retire-
ment, as can be seen in Figure 3 (Pedro et al., 2020; Vranaková et al., 2021).

Figure 3. Age management dimensions
Source: Adapted from Vranaková et al. (2021)
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Furthermore, the age management concept is also founded on eight fundamental pillars that are 
intrinsically linked to one another in their many dimensions.

Employees and companies alike are benefiting from age management practices and policies. In this 
context, the following benefits are particularly advantageous to employees: greater motivation and job 
satisfaction, enhanced work-life balance, and the ability to maintain work capacity and employability 
throughout a career. On the other side, employing companies benefit from the program through the ability 
to retain experienced workers, reduce turnover, and lower hiring and training costs (Pedro et al., 2020).

METHODOLOGY

To provide a thorough understanding of aging in the context of work, the authors did a two-step method, 
first utilizing Scientometrics to identify the main clusters associated with this topic and the most promi-
nent cited authors and journals. Following that, web-scraping was used to collect all articles relating to 
the topic.

First Stage – Scientometrics

Nalimov defined scientometrics for the first time in 1969 as a quantitative tool for analyzing science 
as an information process (Hood & Wilson, 2001). Significant research issues identified include the 

Table 2. Pillars of age management

Pillar Application

Knowledge of age issue Management inside the organization are conscious of challenges related to the future, including the future 
workforce, such as workforce aging, retirement plans, and a shortage of younger workers.

Accommodating attitude 
towards aging

Aging employees are viewed positively by managers, who recognize that their skills and understanding 
may be set to use for the advantage of both parties.

Management that 
understands individuality 
and differences

Individual approach to employees from all age categories and generations is something that managers are 
well conscious of, and they take responsibility for it.

Quality and functional 
measures of age 
management

The need of equality of opportunity for all employees in all sectors is growing in importance in the 
company. As a result, the age strategy is integrated into the personal goals of employees as well as the 
corporate policy.

Ensuring good work ability 
and motivation

Employee collaboration and a desire to continue working in the company until retirement are two 
outcomes of increased work capacity and motivation.

High level of competencies
Employers should be encouraged to participate in shared knowledge by their supervisors, who should be 
aware of the relevance of the idea. Managers should also guarantee that information is transferred from 
elderly to younger workers.

Quality work organization The work structure, as well as working hours, are tailored to meet the demands of employees of varying 
ages and backgrounds.

Satisfied life Workers may retire because of improvements in recognition, well-being, and overall quality of life, 
among other things.

Source: Adapted from Vranaková et al. (2021)
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assessment of the quality and impact of research papers and academic journals, the comprehension of 
scientific citations, the mapping of scientific fields (Mingers & Leydesdorff, 2015), and the application 
of such measurements in policy and management contexts such as economics (Laverde-Rojas & Correa, 
2019), education (Ramirez et al., 2019), health (Pakdel et al., 2019), environment (Zandi et al., 2019), 
and tourism (Jiang et al., 2014), among others.

The authors decided to use the Scopus database as a data source after comparing the primary ab-
stract and citation databases. Scopus’s extraordinary data collection includes an impressive 1.4 billion 
cited references stretching back to 1970, over 25,000 active titles, 16 million author profiles, and 7,000 
publishers, all of which have been thoroughly validated and selected by an independent review board. 
As a result, the Scopus database is preferred for research assessment and evaluation by leading rating 
organizations such as Times Higher Education (THE), QS World University Rankings, MacLean’s, and 
US News and World Report (Scopus, 2021).

The research was conducted in October 2021, throughout the Scopus search engine, applying the 
terms “aging”/”ageing” and “work” within article titles, abstracts, and keywords - TITLE-ABS-KEY 
(+aging AND work*) OR (+ageing AND work*) AND (LIMIT-TO (SUBJAREA, “BUSI”)), subse-
quently filtering just articles.

Second Stage – Web-scraping

Academic databases contain enormous amounts of data; as a result, it is exceedingly challenging to 
summarize and reach a consensus on what has been discovered. As proposed in this chapter, machine 
learning and/or human wisdom could be used to ascertain the origins of the terms “aging”/”ageing” 
and “work”, their evolution, and harmonize concepts. However, machine learning will be beneficial in 
the future, but it is still a very complex task; the research team must parametrize the algorithms and 
statistical models to avoid false positives (for example, non-definitions or incorrect quotes), and then 
thoroughly review all meanings.

To acquire human wisdom, authors must download and review all articles on a subject. However, the 
rate of growth of scientific data in these academic databases is increasing year after year. Furthermore, 
the data is mainly unstructured due to the various journals’ frameworks and authors’ autonomy, making 
this a time-consuming and complex task. As a result, the research authors must examine all articles for 
additional indexation, or else the meaning network will be disrupted, or an important path definition 
will be missed.

Putting together information is more difficult because of the different designations of “aging”/”ageing” 
and “work” in articles and the lack of specific data models for definitions. With the help of a software 
solution known as Web-scraping software, the first phase of the process, which is extraction and down-
load, can be completed successfully.

Website content can be restructured quickly as part of various online research processes at different 
stages, according to the author Hassanien (2019), using the technique of web-scraping, which is per-
formed in three distinct phases, namely: (1) site access, (2) HTML analysis and content extraction, and 
(3) generation of results.

The authors used Sequentum’s CG enterprise web-scraping software, which was developed for busi-
nesses that rely heavily on structured data and includes advanced features not found in other software 
solutions, such as monitoring data extraction, legal compliance, and production fail-over. This solution 
downloaded all articles available in this database and then processed them using REGEX expressions 
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to extract paragraphs containing the terms “aging”/”ageing” and “work”. Following that, a thorough 
human analysis was conducted to identify the most relevant analysis for these terms.

RESULTS

It was possible to obtain a total of 1.361 articles that were distributed between 1975 and 2022 (Figure 
4), 80.471 references, and 4.050 authors. As a result, one can conclude that there has been an increase 
in interest in the topic, and it is important to note that the year 2022 has not yet been determined due to 
the publication guidelines of the journal and the date of the authors’ research.

The cumulative occurrences of words associated with the authors’ keywords have increased over 
time. Figure 5 demonstrates an increasing trend, particularly since 2009. In the year 2021, terms such 
as “older workers”, “aging workforce”, “aging”, “retirement”, and “age” remained relatively stable.

Figure 4. Annual scientific production
Source: Own elaboration
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“Ageing”/”aging” and “work” also delivers a higher term frequency, trend topic, greater than terms 
such as “older workers” (144 occurrences), “aging” (119 occurrences), “ageing” (103 occurrences), 
“retirement” (80 occurrences), “age” (55 occurrences), “ageing workforce” (48 occurrences), “gender” 
(44 occurrences), “human resource management” (43 occurrences), “age management” (31 occurrences), 
“employment” (29 occurrences), “health” (29 occurrences), “aging workforce” (26 occurrences), “pen-
sions” (22 occurrences), “employability” (18 occurrences), “Japan” (18 occurrences), “innovation” (17 
occurrences), “training” (17 occurrences), “age discrimination” (16 occurrences), “ageism” (16 occur-
rences) and “demographic change” (16 occurrences) based on these author’s keywords, as can be seen 
in Figure 6.

Figure 5. Word growth
Source: Own elaboration
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According to Saunders et al. (2019), clusters are linked together through hierarchical relationships, 
where each cluster is headed by a theme or subtheme. A population that is widely dispersed and large, 
requiring a significant amount of effort to gather the necessary information, makes the clustering strategy 
particularly effective (Robson & McCartan, 2016).

As shown in Figure 7, it is possible to determine the interrelation between the keywords “aging”/”ageing” 
and “work” with three main clusters, namely: “older workers”, “aging”, and “retirement”. Each cluster 
identified presents distinct sub-themes, which extend to a multitude of areas. The cluster “older works” 
presents subareas such as “motivation”; “job satisfaction”; “knowledge management” or “age discrimi-
nation”. On the other hand, the “aging” cluster is interrelated with sub-themes that address “gender”; 
“labor market”; “diversity”, or “productivity”. Finally, the “retirement” cluster is translated into sub-
areas that integrate “employment”; “workability”; “career development”; “social security” or “women”.

It is possible to conclude from the analysis of the established clusters that the keywords defined by 
the authors over time have experienced widespread dissemination and extension to a variety of themes 
and sub-areas.

Figure 6. Trend topics
Source: Own elaboration
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In Figure 8, it is possible to identify the authors who are the most relevant to the keywords under 
consideration, taking into account the number of documents that have been published. The following 
authors are found to be the most relevant in the study area, according to the results of this follow-up: 
Zacher, H. (21 documents); Kooij, D. (15 documents) and Henkens, K. (12 documents).

Figure 7. Clusters of keywords
Source: Own elaboration
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It is possible to establish a relationship between the most relevant authors and the production of the 
top authors over several years. In the first three positions of Figure 9, the authors who were considered 
most relevant previously are present. Thus, it can be established that author Zacher, H. (21 documents) 
comprises his research mainly between 2010 and 2021. The author, Kooij, D. (15 documents), focused 
on his publications between 2014 and 2021. Lastly, the author Henkens, K. (12 documents) has centered 
its research in the years between 2005-2019.

Figure 8. Most relevant authors
Source: Own elaboration
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The keywords defined in the methodology also make it feasible to identify the sources that have 
the greatest number of documents in the study area. The most relevant sources are: Work Aging and 
Retirement (72 articles); Journal of Cleaner Production (33 articles); Retraite et Societe (28 articles); 
International Journal of Human Resource Management (26 articles); Extended Working Life Policies: 
International Gender and Health Perspectives (23 articles) and the International Journal of Manpower 
(23 articles), as can be seen in Figure 10.

Figure 9. Top-authors’ production between 1984-2022
Source: Own elaboration
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The H-index is a bibliometric indicator that is widely regarded as extremely valuable. According to 
Hirsch & Buela-Casal (2014), the H-index should:

•	 “Reflect elements of reality that are useful for evaluation and meaningful in a statistical sense and 
ideally have predictive power”;

•	 “Not lead to undesirable incentives that are detrimental to the progress of science”;
•	 “Not be too sensitive to small variations in bibliometric records that could be due to random 

events”;
•	 “Be not too difficult to obtain from existing databases”.

Considering the most relevant sources indicated previously, there is a direct relationship with the 
source local impact by H-Index (Figure 11). Three of the most relevant publications also have the high-
est H-Index, namely: Work Aging and Retirement (H-Index - 17), the Journal of Cleaner Production 
(H-Index - 16) and, by last, the International Journal of Human Resource Management (H-Index - 15).

Figure 10. Most relevant sources
Source: Own elaboration
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FUTURE RESEARCH DIRECTIONS

People will live longer and work for extended periods of time. This means that the age at which one 
retires will be higher than the chronological age to be considered elderly. In this framework, part of our 
active working life will take place in a phase of greater evidence and individual perception of the aging 
process. This and other issues addressed throughout the chapter invite the scientific community, organi-
zations, and governments, among other stakeholders, to reflect and continue to develop studies to better 
understand and fit older workers into the labor market. Considering the importance of interdisciplinary 
research perspectives, the authors also consider that gender is a variable that should be introduced in 
this scope. Women live longer than men and have a very active role in society and the labor market. 
Even during her active life, she suffers the consequences of the aging of her reproductive system, which 
can be devastating. This biological change affects or may affect the relationship of women in the labor 
market, but on the other hand, it is possible to ask: To what extent does the labor market influence the 
aging of women, particularly during and after menopause?

Analyzing the role of technology in aging and the workforce will be another important dimension to 
include in future studies. Organizations will need to be prepared for an aging workforce, which involves 
designing and adapting jobs and people management. This brings us to another relevant area: assessing 
the importance of organizational cultures in human aging and the capacity that organizations have in their 

Figure 11. Source local impact by H-Index
Source: Own elaboration
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ability to include older workers and to what extent they use the intrinsic strength of intergenerational 
support and promote interaction between workers of all ages.

CONCLUSION

The interest in the aging workforce has been growing continuously. There have been numerous publica-
tions on this topic, however, the problem of trying to grasp a clear understanding of this theme leads 
to a dispersion of information. Most of the results obtained reference the aging workforce, either in the 
form of a sentence or a word. In the chapter results, it was possible to present the authors’ most cited. 
However, in the articles obtained, not all are present. Thus, there are authors cited individually in the 
results; however, in the extracted articles these authors appear with other authors.

The authors’ work also shows that when researching the aging workforce, other concepts emerge. It is 
also possible to ascertain which authors are most influential and so the most cited. The authors’ contribu-
tion is essential for future researchers in this field since this work provides an extensive understanding of 
the definitions. Here, scholars find all the critical points about the aging workforce. Through a complete 
understanding of the topic, the authors hope that readers will gain more excellent knowledge about it.

Population aging cannot be addressed only by the needs of older and retired people. It must include 
the impacts (positive and negative) of an aging workforce, as aging will shape the future of work and 
impact various policies such as the labor market, health and quality of life, and social security.
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KEY TERMS AND DEFINITIONS

Active Aging: The process of maximizing opportunities for health, participation, and security, to 
improve quality of life as people age.

Aging: A natural process, characterized by specific biopsychosocial changes, associated over time, 
variable from individual to individual, and influenced by lifestyle, environmental factors, and health 
conditions.

Healthy Life Expectancy: Is a term generally used as a synonym for life expectancy without physical 
disabilities, corresponding to the length of time people can expect to live without needing special care.

Lifespan: The developmental period from birth to death. Individual development can be described 
as the succession of consecutive stages, in which the individual plays an active role in his development 
and to which he adjusts psychologically.

Population Aging: A process of the relative growth of the elderly population in relation to the total 
population.

Quality of Life: Is a very broad concept that integrates in a complex way a person’s physical health, 
his psychological state, level of dependency, his social relations, his beliefs, and his relationship with 
environmental characteristics.

Web-Scraping: Is the process of collecting structured web data, gathering pages to create indices or 
collections, it is also called web data extraction.

Workforce: The ability of employees to generate value for organizations and society.
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ABSTRACT

In 2020, Statistics Indonesia revealed that one of two older people is still working. Based on the region, 
the proportion of older people who are working in rural areas is higher than in urban areas. This chap-
ter aims to describes the socio-demographic characteristics of the Indonesian older workers by region 
area. Data of this chapter were based on the research about the quality of older people life conducted 
by The National Research and Innovation Agency and BPS data. The results show that the Indonesian 
older worker are vulnerable workers (both in urban and rural areas). The older workers in the rural 
areas have a worse condition due to lower wages, longer working hours, and lower health insurance 
ownership while the older workers in the urban mostly filled the service sector. Creating decent jobs for 
older people is an important thing to do considering that the older people in Indonesia still have the 
capacity and good physical condition to work.
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INTRODUCTION

Indonesia is facing an aging population. The number of older people has continued to increase in the 
past five decades until it has doubled. BPS data shows that until 2020, the number of older people in 
Indonesia will reach 26.82 million or about 9.92 per cent of the total population in Indonesia. Given that 
the Indonesian population’s life expectancy continues to rise, this statistic is expected to rise even further. 
In 1971, the life expectancy of the population. In 1971, the life expectancy of the Indonesian population 
only reached 55.1 years, then continued to increase until, in 2015, it reached 70.8 years (SUPAS, 2015). 
This figure is also projected to increase until it reaches 72 years in 2035 (Adioetomo & Mujahid, 2014). 
Currently, the characteristics of the older people population according to the age structure are dominated 
by young older people (60-69 years) as much as 64.29 per cent, followed by middle older people (70-
79 years) as much as 27.23 per cent and old older people (80 years and over) as many as 8.49 per cent 
(Badan Pusat Statistik [BPS], 2020).

Along with the phenomenon of population aging, more and more older people are found who are still 
actively working. The participation of the older people population in the labor market reflects the level 
of economic independence of the older people (United Nations, Department of Economic and Social 
Affairs, Population Division, 2020). It can also be seen as a marker that the level of welfare of older 
people is still relatively low. Older people work because of a necessity to meet the needs of life, not 
just a desire for self-actualization. Economic needs are a driving factor for older people to work (Radl, 
2013). In addition, the knowledge and understanding of the people in Indonesia regarding the pension 
program are still very minimal. It is considered natural to continue working until old age. Many older 
people in Indonesia still do not know and are not registered in the pension program. Retirement programs 
are known and owned, limited to employees in government or private. The Aging Asia series suggests 
that the decision to continue working in retirement is only one of the five main sources of income. In 
contrast, other sources include social security from the government, pension funds, family support, and 
income from household assets (Pusat Studi Kependudukan dan Kebijakan Universitas Gajah Mada, 2014).

On the other hand, it is undeniable that older people generally experience a decrease in work per-
formance, which affects the availability of job opportunities. The older people also face the fact that 
their physical condition is also experiencing a decline which causes limited employment opportunities. 
Previous studies suggest that increasing age is also accompanied by an increasing prevalence of illness 
and disability (Christensen et al., 2009; Gatimu et al., 2016). According to Noone et al. (2018), several 
factors prevent older people from being involved in the labor market. These factors include physical and 
mental health, age, gender discrimination, limited skills and abilities, or family encouragement not to work.

However, BPS data for 2020 shows that 1 in 2 older people in Indonesia is still actively working 
(50.04%). This figure has increased by 2.67 per cent from 2016, which was only 47.37 per cent. Mean-
while, when compared by region, there are more older people who work in rural areas than those who 
live in urban areas (44.1%). This fact is in line with data showing that 54.81 per cent of the older people 
work in the agricultural sector. Characteristics of work, culture and ownership of pension insurance that 
differ between rural and urban areas influence the tendency of the older people in rural and urban areas 
to work or not (Sumarsono, 2015).

From employment status, as many as 85.83 per cent of the older people work in the informal sector. 
The labor literature generally defines informal workers as responsible for individuals who are not legal 
entities and only based on an agreement. Meanwhile, BPS categorizes informal workers as those who 
work with the self-employed status, trying to be assisted by temporary/unpaid workers, agricultural and 
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non-agricultural workers, and family/unpaid workers. Therefore, the majority of the older people who 
work today are very vulnerable because they do not have social security, a legal basis for work, and 
decent work benefits. Job qualifications in the formal sector, which require a certain level of education 
and skills, result in fewer job opportunities for the older people in the formal sector (International Labour 
Organization [ILO], 2014).

In terms of business fields, there are differences between the older people who work in urban and 
rural areas. The older people in urban areas who work are concentrated in the service business field 
with 50 per cent. In comparison, the older people in rural areas are more concentrated in the agricultural 
sector (73.15 per cent) (BPS, 2020). Comparing the two characteristics and vulnerabilities of the older 
people who work in urban and rural areas is vital for formulating an employment policy, especially for 
the older people population group. As projected by BPS, the estimated working older people population 
in 2035 will reach around 11 per cent in the labour market. This proportion is expected to continue to 
increase in the following years.

BACKGROUND

According to Law no. 36 of 2009 concerning health, the definition of the older people is someone who, 
because of his age, undergoes biological, physical, psychological and social changes. In Indonesia, matters 
related to old age regulate in one law, namely Law No. 13 of 1998 concerning the Welfare of the Elderly. 
This law also explains that older people have reached the age of 60 years and over. The law also divides 
the characteristics of older people into two, namely, potential older people and non-potential older people. 
Potential older people are older people who can still do work and activities that can produce goods or 
services. Meanwhile, the older people who have no potential are the older people who are powerless to 
earn a living, so their lives depend on the help of others. According to WHO, older people are a group 
of people undergoing a gradual change process over a specific time. There are w4 categories of older 
people, namely 1) middle age, 45-59 years old; 2) older people (older people) 60-74 years; 3) Old older 
people, 75-90 years; and 4) very old age above 90 years.

The ongoing demographic transition in Indonesia, marked by a decline in fertility rates and an in-
crease in life expectancy, is increasingly changing the structure of Indonesia’s population. The propor-
tion of the young population is decreasing, the proportion of the working-age population is increasing 
rapidly, and the proportion of the older population is moving up slowly. Indonesia is entering the phase 
of an old population country. In less than 50 years, the number of older people in Indonesia has now 
doubled. This number is projected to continue to increase until 2045 until it is estimated that 1 in five 
Indonesians is older people.
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This condition can undoubtedly have implications for the direction of economic development poli-
cies. A large number of older people will affect the increasing needs of social security, care and health 
facilities for the older people population—an example of a developed country that has experienced an 
aging population phase in America. The number of older people in the United States is currently around 
16 per cent or as many as 52 million people from the total population (Federal Interagency Forum on 
Aging-Related Statistics, 2020) The aging population directly impacts the burden on government budgets 
related to social security, health care, in-home caregiving, and assisted living facilities. Even economists 
say that the acceleration of the aging population also has a broader impact on macro-economic perfor-
mance, especially related to the decline in productivity growth, employment participation and economic 
growth. In addition, the older people population is seen as having a small contribution tendency compared 
to the productive age group. The decline in performance in production activities impacts a slowdown in 
consumption and economic activities (Astrayuda, 2017). So that economists assess the condition of the 
aging population in a country in the long term has the potential to have a negative impact on economic 
performance and become a source of vulnerability.

In this regard, each country certainly has a different structure, regulation, capacity and capital. This 
is a determinant that determines the policy steps taken by each country in responding to the condition 
of the aging population. For developed countries with an established social security system and a good 
health system, extending the average retirement age above 65 is an alternative solution to reduce the 
burden on the state. Population aging that occurs in most developing countries, including Indonesia, is 
growing faster than in developed countries in the past (United Nations Department of Economic and 
Social Affairs [UNDESA], 2015). However, strategies and policies in developed countries are not neces-

Figure 1. Projection of the number of older people in Indonesia (millions of people), 2010-2045
Source: Badan Perencanaan Pembangunan Nasional, Badan Pusat Statistik, United Nations Population Fund.(2018).
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sarily suitable for countries like Indonesia, mainly because they do not yet have a robust social security 
system and adequate state capacity.

In macro terms, the increase in the number of older people will impact the calculation of the old 
dependency ratio (Junaidi & Prihanto, 2017). This older people dependency ratio compares the number 
of non-productive population with the number of productive age population. The dependency ratio of 
the older people in Indonesia shows an increasing trend every year. Until 2020, the older people depen-
dency ratio will reach 15.54 per cent, which means that 100 people of productive age will cover about 
15 older people.

Although Indonesia’s older people population is currently not as large as the older people population 
in the United States, around 9.92 per cent or 26.6 million people, the data show that Indonesia is mov-
ing towards an older population structure. However, there has not been a significant policy direction 
from the government to respond to this acceleration in older people. It can be said that the Indonesian 
government has not made the issue of older people a priority (Vibriyanti et al., 2019). This can be seen 
from several studies on government programs at the national and regional levels, which show less than 
optimal results. Moreover, policies regarding the older people at the regional level are very dependent on 
the commitment of regional leaders who rarely place the issue of the older people as a priority. This one 
depends on the proportion of the older people in each region and their budget size (Vibriyanti et al., 2019).

The older people population in Indonesia is dominated by young older people (60-69 years), which 
amount to around 64.29 per cent of the total older people population. When viewed by area of   residence, 
more Indonesian older people live in urban areas, namely 52.95, compared to those who live in rural 
areas (47.05%). The high number of older people living in urban areas is thought to be not solely due 
to an increase in the number of older people. However, it can also be driven by the increasing level of 
urbanization. The comparison of the characteristics of older people by gender is quite balanced. How-
ever, the number of older people women is more than that of older men (52.29% compared to 47.71%).

OLDER PEOPLE IN THE FAMILY AND REASONS TO WORK

Indonesia is one of the eastern countries that still adheres to the firm principle that caring for parents is 
the duty of children. This is why the older people in Indonesia, 87.46 per cent of the older people still 
live with their families (with a partner, with two generations or three generations). In the family, the 
older people can receive the attention, care, and social support needed in living their daily lives (Wang 
et al, 2012).

The data shown in Figure 2 shows that more older people in Indonesia live together with three genera-
tions, both in rural and urban areas. This shows that the extended family structure dominates families in 
Indonesia. The form of the relationship between the older people and their families can indirectly be a 
parameter to analyze the involvement of the older people in the labor market. Older people who become 
the Head of the Household (KRT) is proven to be found in the community, which is around 62.28 percent 
and is dominated by older people men. This means that with their role as head of household, six out of 
ten older people in Indonesia are allegedly still burdened with the responsibility to finance their house-
hold members economically. In addition, the high number of older people with the status of household 
heads can also be seen as an impact on the cultural values   of the Indonesian people themselves. The 
perspective of family culture in Indonesia tends to be patrilineal, i.e., the head of the family will be in 
the older people male household member (in this case, the older people). Status in the household and 
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marital status have the most significant influence on the possibility of older people working (Tusianti, 
2019). Meanwhile, in calculating the odds ratio, the possibility of the older people being the head of the 
household to continue working is 3.3 times that of the older people who are not the head of the house-
hold. The probability of the older people who are married (still having a partner) to continue working is 
2.7 times that of the older people who do not have a partner. (Vibriyanti et.al., 2017).

The classic problems of the old age group do not move from health, economic, psychological and 
social problems (Kwon, 2009). All of these problems are intertwined and affect each other. However, one 
crucial fact that can be the basis for how the author sees the condition of the older people population in 
Indonesia is that the majority of the older people (43.84%) are in households with the lowest 40% (poor) 
expenditure group (BPS, 2019). This is the answer to why many older people in Indonesia are still work-
ing. Work is one of the strategies to stay alive. Wirakartakusumah and Evi (1994) revealed at least three 
reasons that influence older people to work. First, many older people remain physically and mentally 
strong, so there is no reason to leave the job market. Second, the plunge of the older people into the job 
market due to economic pressure. Third, the reasons are not based on economic motives but instead 
based on self-actualization motives or emotions. A study proves that the tendency of the older people 
population to work is more significant in the older people male population, with married status, with 
relatively good health levels, and uniting as the head of the household. Meanwhile, the tendency of the 

Figure 2. Percentage of Indonesian older people by living status, 2020
Source: BPS, 2020
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older people population not to work is greater in the older people population who are getting older, with 
a higher level of education, with large household expenses, and living in urban areas (Sumarsono, 2015).

In general, we can be said that the majority of the Indoneisan older people live in households with the 
lowest 40 percent of the expenditure group (43.36 percent). There is no significant difference between 
the older poeple living in the urban and the rural. Meanwhile, when viewed from the largest source of 
income in older poeple families, the majority of income comes from the working family members (can 
be older poeple or other household members). This shows that the majority of the Indonesian older 
poeple do not have old-age insurance. Continuing to work or depend on children or other families is an 
economic strategy for the Indonesian older poeple to meet the needs of today’s life.

OLDER PEOPLE AND EMPLOYMENT IN A FRAMEWORK 
OF PRODUCTIVITY AND CULTURE

Concerning Human Resources (HR), the aging population is predicted to decrease productivity (Fougère 
et al., 2009, Bloom et al., 2010; Sharpe, 2011), whereas according to Elgin & Tumen (2010), total 
productivity will not decrease because a machine will replace human labor. However, productivity per 
worker will decrease even though productive labor can be substituted for old-age workers (Lisenkov et 
al., 2012). An analysis conducted by Tusiani (2019) proves that during the period 2010-2018, population 
aging has not seen its impact on productivity per worker in Indonesia.

Productivity is closely related to the quality of the workforce. When workers have high abilities and 
knowledge and good physical and mental health conditions, the work becomes effective and efficient 
(Kwon, 2009). At the macro level, the number of workers who have a high level of education affects a 
country’s labor productivity (GDP per worker), as has been proven by Arshad & Malik (2015). People 
who have a high level of education can absorb new knowledge, including the latest technology. When 

Figure 3. Percentage of older people households by largest source of household financing and type of 
region, 2020
Source: BPS, 2020
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entering an aging population, Indonesia’s challenge is the low level of education of the population aged 
40 years and over. The majority of them are still in junior high school and below. For the variable level of 
education, the tendency is that the higher the level of education, the fewer, the older people who choose 
to work. This is evident from the data showing that the older people who work the most are the older 
people with low education, namely those who did not finish primary school (38.34 per cent). Lanchimba 
et al. (2020) stated that older people with a high level of education would be less likely to work than 
those with a low level of education.

The phenomenon of the Indonesian older people with working status shows a trend that increases 
every year. Until 2020, the percentage of the older people who work reaches 51.04 per cent or one in 2 
older people in Indonesia is currently still working. The increase of participation of older people in the 
labor market can signify the increasing empowerment of the older people in economic activities and an 
extension of their productive age. When viewed by area of   residence, there are more older people living 
in rural areas than those working in urban areas (59.06 compared to 44.01 per cent). This difference in 
numbers is motivated by various factors. The pattern of work that is still traditional and does not require 
high qualifications and economic demands is the rationale for the high work participation of the older 
people in rural areas compared to urban areas. On the other hand, the older people in urban areas tend to 
choose still to work or not, and if they do work, the type of work tends to require specific qualifications.

A study on the quality of life of older people in urban areas proves that working older people status 
has proven to be a significant determinant of the quality of life of the older people. For the older people 
with a low quality of life, having a job or claiming to be economically active is proven to increase their 
quality of life. Meanwhile, at the level of quality of life from middle to high, the absence of involve-
ment in the labor market increases the quality of life by 1.35 times compared to the low quality of life. 
Thus, having a job has a positive effect only on the poor-quality condition of older people (Vibriyanti 
et al., 2017). Interesting results from previous studies also show that working status in older people can 
only improve the quality of life for the low quality of life. Meanwhile, for older people that have a good 
quality of life consider work has a bad impact.

When viewed by gender, the older people who work are dominated by male older people as much as 
65.05 per cent. Meanwhile, older people women are more likely to take care of the household, so partici-
pation in the labor market is only 38.28 per cent. This aligns with family norms in general in Indonesia, 
where men act as the main breadwinners while women take on domestic roles. Chang & Yen. (2011), 
stated that compared to women, the participation rate of older men is higher. Meanwhile, Lanchimba et 
al. (2020) stated that if the parent is a woman, then she will reduce the likelihood of working compared 
to men.
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However, working for older people still requires good physical condition and health. The health con-
dition of the young older people tends to be better than the middle age group and the old older people, 
so, naturally, the most prominent work participation dominates by the young older people, which is as 
much as 60.14 per cent. Nasir et al. (2000) stated that the probability of older people participating in the 
labor market decreases with increasing age due to low mobility and health status associated with age. 
Similarly, Chang & Yen (2011) stated that age has a significant negative relationship with the supply 
of older people labor.

Table 1. Characteristics of older workers in Indonesia

Characteristics Work (%)

Total 51,04

Region type

Rural 59,06

Urban 44,01

Sex

Male 65,05

Female 38,28

Age group

Young (60-69 years) 60,17

Mid (70 -79 years) 40,20

Old (over 80 years) 18,34

Education

Un-graduated from elementary school 38,34

graduated from elementary school 42,29

graduated from junior high school 8,66

graduated from senior high school 7,15

graduated from college 3,55

Source: BPS, 2020

Figure 4. Percentage of Indonesian Aging Workforce Population 2016-2020
Source: BPS, 2020
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How Is an Older Urban or Rural Worker?

Data shows that one in two older people in Indonesia is still working. The facts show that there are more 
Indonesian older workers in the rural (59.06%) than in the urban (44.01%). Many research results prove 
that working olders are more valued by the need factor, not the aspect for self-actualization (Nasir et 
al, 2000; Tusianti, E., 2019). Characteristics of work, culture and ownership of pension insurance that 
differ between rural and urban areas influence the tendency of the older people in rural and urban areas 
to work or not (Sumarsono, 2015).

The employment opportunities availability for the elderly is one of the determining factors for the 
number of older working in an area. With the Indonesian olders characteristics, with low education and 
do not have special skills, the informal sector is a house to accommodate the elderly to keep working. 
According to Tursini (2019), the decision of the older people to keep working is influenced by several 
factors. In her research, Tursini proves that male older people, with the status of head of household, low 
education, household per capita expenditures below the average, and good health levels, are the older 
people who have the highest probability of still working.

Employment Sector for Older People

In line with the decline in productivity due to increasing age, older people will fill jobs according to 
their capacity. Similar to the employment pattern in general, most older people work in the agricultural 
sector, which is 54.81 per cent—followed by the service sector at 31.88 and manufacturing at 13.31. 
Most of the older people work in the agricultural sector, which typically has relatively low wages. Like 
informal work, the agricultural sector does not require special qualifications. Anyone, including the 
older people, can continue to work in this sector while having a relatively strong physique. Consider-
ing that agricultural land is generally located in rural areas, of course, most older people living in rural 
areas work in the agricultural sector (73.15%). Meanwhile, the working older people who live in the city 
mostly fill the service sector, for about 50 per cent.

Rural areas, especially the agricultural sector, are able to absorb older workers up to 73.15% higher 
than in the urban which is only 33.25% (see Figure.5). Availability of wider land and types of work that 
do not require special skills make the agricultural sector dominate in rural areas. Meanwhile, more older 
people in urban enter the service sector, which is around 50%, of course this is in accordance with urban 
characteristics which are dominated by the service sector. However, in general, the older worker in the 
urban and the rural both into the category of informal sector workers (older workers in the urban 79.33% 
and in the rural 91.36%). The definition of informal worker is someone who works with self-employed 
status, trying to be assisted by temporary/unpaid workers, agricultural and non-agricultural workers, 
and family workers/unpaid workers (BPS, 2020).

The involvement of the older people in the labor market in rural areas includes all household agri-
cultural activities, such as rice cultivation, horticulture, plantations, fish cultivation, fishing, and others. 
For example, research results in North Lombok show that the older people work in cocoa plantations as 
harvesters. This is because the younger workers work on other agricultural land or migrate. In addition 
to the agricultural sector, the home industry sector is also filled by the older people group. For example, 
in the case of Kepuh village, Banguntapan sub-district, Bantul, there is a cracker industry center which 
is carried out by pre-and older people women who are members of the association. In addition to the 
chips industry center, the dent industrial center in Pelemadu Sriharjo Hamlet, Bantul also absorbs a lot 
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of older people women. This small-scale food industry center in Bantul has multiplied after the 2006 
earthquake due to the many assistance programs from the government.

Meanwhile, the data shows that based on the status of the main job that is mostly done by the older 
worker in the urban is self-employment, which is 33.57% and the older people in the rural with the sta-
tus of trying to be assisted by unpaid workers as much as 39.50%. From the description of the informal 
sector which is mostly filled by the elderly in the urban and the rural, it can reflect that the education 
level of the older worker is still low. (BPS, 2013).

A study on the quality of life of the older people in the Medan city showed that around 43 per cent of 
the older people work in trade, restaurants, and accommodation from the main occupations. Meanwhile, 
other types of employment that are also widely cultivated by the older people are community, social 
and individual services, which are 39.1 per cent. Then viewed from the primary job status, as many as 
44.5 per cent of the older people who work are self-employed. This means that this condition indirectly 
illustrates that the older people who work in the city of Medan are mainly in the informal sector, which 
tend not to have old-age insurance. This analysis is supported by survey data which proves that as many 
as 77.80 per cent of the older people in Medan city do not have old-age insurance (Vibriyanti et.al., 2017)

Old Age Security and Pension Security Ownership

The basic idea of   social security is to use social means to prevent deprivation and vulnerability and 
ensure sustainable human development over time (Dreze & Sen, 1999). In both developed and develop-
ing countries, social security supported by the state in protective or promotive social security aims to 

Figure 5. Percentage of aging workforce by main employment, 2020
Source: BPS (2020)

 EBSCOhost - printed on 2/9/2023 2:53 AM via . All use subject to https://www.ebsco.com/terms-of-use



35

Indonesian Ageing Workforces in Rural and Urban Areas
 

complement and replace the support provided by families, communities, or other charitable institutions 
(Gopal, 2003). So far, the government’s attention to older people is still lacking. This can be seen from 
development policies that are more focused on older people who have problems. Meanwhile, the older 
people who are still healthy and active in the community do not receive proper attention according to 
their general condition.

The informal sector is synonymous with a high level of vulnerability of workers due to low wages, 
lack of social protection, and relatively long working hours. The average monthly income of the olders 
who work in the urban is higher than the olders who work in the rural (1,727,000 million rupiah com-
pared to 1,110,000 million rupiah). However, ironically, there are fewer older workers in the rural have 
health insurance, 67.29% compared to the older worker in the urban 77.47%. There is 80.76% of the older 
worker in the rural are also more economically vulnerable groups than the older workers in the urban, 
which is 68.60%. The vulnerable category economically are do not have sufficient job opportunities, 
inadequate social protection, rights are not fulfilled in the workplace, and do not have the opportunity 
to express opinions about the work they do (BPS, 2020). Another similarity between the older workers 
in the urban and the rural is that they are both the precarious employment workers, which is as much as 
10%. Precarious employment are free workers, workers with work contracts for a certain period of time, 
and workers with verbal work contracts (BPS, 2020).

On the one hand, older people need opportunities to actualize themselves, become independent, and 
participate in economic activities. But on the other hand, protection for the older people who primarily 
work in the informal sector is barely available (Chang & Yen, 2011). In most countries, the majority 
who engage in informal but productive activities do not enjoy social protection or cover only a part. 
Older people are a group that is vulnerable to risks of work safety and work continuity. The status of 
the older people as the head of the family can also reflect that the older people are still the backbone of 
the family economy. There are still many older people who pay for their children’s needs even though 
they are married (Vibriyanti et.al., 2017). The vulnerability of the working older people can be seen 
from the low ownership of old-age security and pension insurance. According to PP No. 46 of 2015, 
Old Age Security is a cash benefit that is paid at once when the participant enters retirement age, dies, 
or experiences permanent total disability.

Meanwhile, pension insurance is social security that aims to maintain a decent standard of living 
for participants and/or their heirs by providing monthly income after the participant enters retirement 
age, experiences permanent total disability, or dies (https://www.bpjsketenagakerjaan.go.id/program-
jaminan-pensiun.html).

Data for 2020 shows that only 10.76 per cent of the older people have pension insurance, and only 
6.58 per cent of the total working older people have pension insurance. The older people in urban areas 
still have more old-age insurance and pension benefits than those in rural areas.

Working Hours

In general, Indonesian older people who work, including temporary workers, are 10.66 per cent. Based 
on the number of hours worked, out of every five older workers, at least one person works excessively 
(the number of working hours is more than 48 hours a week). Meanwhile, the average income of working 
older people is 1.45 million rupiahs per month (BPS, 2020). A study identified the characteristics of the 
older people who work full-time (≥ 35 hours per week) and those who work part-time (≤ 35 hours per 
week). The study proves that the tendency of older workers to work full-time is greater in older people 
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male workers, older workers with married status, older workers with relatively good health levels of 
older workers, older workers united as heads of households, and older workers who live in urban areas. 
While the tendency of older workers to work part-time is greater in older workers who are getting older 
(Sumarsono, 2015). Economic factors are still why Indonesian older people work, although perhaps 
some of the older people work because they like to work and for the sake of life satisfaction. From the 
working hours of older people, on average, they are still in the range of 15-34 hours per week. Relatively 
long working hours for the physical older people. The older worker in the rural are more likely to work 
15-34 hours per day (38.55%) than the older worker in the urban (29.57%).

OLDER WORKERS IN URBAN AND RURAL EXPERIENCES

The following discussion describes the experiences of the older people who are still working in urban 
areas and in rural areas and the problems they face from some research data from the research team at 
the Center for Population Research.

The Stories of Older Workers in Urban Conditions

This section will describe the condition of the older people who work in urban areas by using research 
data through a survey method for the Quality of Life for the Older people to 400 older people who live 
in Medan, Indonesia. One of the changes in living conditions when entering old age is related to the eco-
nomic aspect. Approaching the age of 60 years, physically, the older people tend to experience a decline 
in performance and then known as retirement. However, not everyone who enters old age will simply stop 
working, especially for those who work in the informal sector. This is evidenced by the number of older 
people who are still working in this study, around 31.9 per cent. And if we look further, based on the 
main occupations, around 43 per cent of the older people work in trade, restaurants and accommodation.

Meanwhile, other types of employment that are also widely cultivated by the older people are com-
munity, social and individual services, which are 39.1 per cent. Meanwhile, when viewed from the main 
job status, 44.5 per cent of the older people who work are self-employed. This means that this condition 
indirectly illustrates that many older people in Medan work in the informal sector, and tends not to have 
old-age insurance.

The older people in the informal labor market are closely related to the level of education. The survey 
results prove that the education level of the older people in the city of Medan is mostly only at the basic 
education level and below, which is 58.60 per cent. The number of survey calculations in this study is 
still above the 2013 Susenas data, where the number of older people who occupy elementary school 
education and below is 47.9 per cent. In addition to information related to employment and education 
of the older people, the survey in this study also collected data related to the income earned by the older 
people with working status. The income of older people respondents who work per month ranges from 
100,000 rupiah – 11,666,666 rupiah, or if the average income of the older people working in the city of 
Medan is 1,333,087 rupiah. The majority of the older people’s income is above 750,000 rupiah, which 
is 50.80 per cent. As for the income of the older people per month by gender, there is a relatively similar 
pattern between male and female older people. Compared with the Sectoral Minimum Wage (SMW) 
issued through the Decree of the Governor of North Sumatra No. 188.44/33/KPTS/2017 concerning 
the 2017 Medan City Sectoral Minimum Wage, which is around 2,731,120 in the retail trade sector of 
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various goods, mainly food, beverages or tobacco in supermarkets/minimarkets. The average income of 
older people is still below the SMW. This comparison is based on the assumption that 43% of the older 
people work in trade, restaurants and accommodation.

Meanwhile, a relatively large expenditure of the older people population is on health costs. The 
existence of health insurance for older people cannot be denied is very important for the lives of older 
people. This survey also asked 401 respondents about the ownership of health insurance. The survey 
results show that around 71 per cent of the older people have health insurance, and 29 per cent do not 
have health insurance. When viewed from the type of insurance, most older people respondents have 
BPJS PBI type health insurance (55%) and then BPJS Askes/PNS/Veterans, which is 26 per cent. This 
condition indirectly indicates that the socio-economic status of the older people respondents is classified 
as a group of poor and underprivileged people. Almost all respondents answered that they had experi-
enced these diseases, and even the majority of respondents suffered from more than one kind of disease 
simultaneously. From the calculation results, the diseases suffered by the older people respondents in 
urban areas are gout (36.20%), rheumatism/arthritis (35.40%), high blood pressure (34.70%), digestive 
disorders (28.20%), cholesterol high (17.70%) and diabetes (13%).

Aging Farmers in Rural Agriculture

The description of the condition of the older people working in rural areas is the result of a separate 
study conducted in Central Java. In rural agriculture in Java, Indonesia, older workers are synonymous 
with agriculture, both rice fields and horticulture (Darmawan et al, 2006). The phenomenon of older 
people labor in agriculture is in line with the increasing migration of young people (Ministry of Youth 
and Sports defines youth as people aged 16-30 years) living in urban areas and the reduced interest of 
young workers to work in agriculture (Ningrum et al., 2016). However, there is a tendency towards the 
population of older farmers. The agricultural survey in 2013 showed that 60.79 per cent of Indonesian 
farmers were over 45 years old and only a small proportion of young farmers were less than 30 years old.

Aging of farmers also occurs in several agrarian countries in the world. Studies in Europe show a 
disparity in turnover rates between farmers leaving their farms and new farms run by young farmers. 
The average age of farmers in this area is 65 years (Tuscia, 2008). Other studies in other Asian countries 
show similar problems. In Japan, statistics reveal that older people now dominate the agricultural sector. 
In 2008, 46.8 per cent were aged 70 years or older, and 57.8 per cent of farmer households were farmers 
aged over 65 years (Yamashita, 2008).

The debate occurs when the agricultural workforce filled by older people farmers will be able to affect 
productivity. For example, the labor survey shows that 70 per cent of farmers in Indonesia only finish 
elementary school education, in such conditions, farmers will find it challenging to innovate and follow 
new technologies that can help them to increase agricultural productivity. Agricultural technology itself 
is used as a government strategy to increase agricultural productivity. However, with the characteristics 
of older people farmers, it becomes a problem in the process of learning and utilizing the technology. 
Although the youth agricultural movement has been found in several areas in Java, the number of older 
people farmers is still the mainstay of labor for the agricultural sector, especially rice fields in Java.

In the case of three villages in Central Java, small-scale rice farmers tend to be filled by parents. It is 
not easy to get young workers from family members because young people’s interest in agriculture using 
the green revolution is considered not to provide economic or social benefits. However, for the older 
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people farmers, farming is a source of livelihood for their families, although income from agriculture 
is unpredictable due to crop failure, soaring production input prices, natural disasters, and other risks.

Older workers in agriculture in Java can not only be seen from the farmers who own the land. They 
also occur in rice farming workers. Planting workers are dominated by older people women workers. 
The activities carried out by these older workers are planting traditionally and manually; usually, they 
do it in groups, their income is paid daily. The existence of female “tandur” workers is still the mainstay 
in the villages even though there are planting machines that are claimed to grow rice more efficiently 
than the traditional way. The long-standing relationship with the rice field owners has led to “tandur” 
workers, who are now old.

Small farmers see the cases of the older people in agriculture who are still working with limited 
land area and uncertain agricultural yields. Meanwhile, for female older workers, the available work 
cannot be done all the time and only gets paid according to the agreement with the landowner. These 
various types of work are still included in non-formal activities where there is no social protection in 
work—vulnerability increases when workers have to work physically hard without guaranteed income 
and adequate health insurance.

CONCLUSION

Indonesia is faced with an aging population increasing faster than the country’s economic development. 
In this case, the welfare of older people must be prepared from an early age so that it does not become a 
burden in the future. More than 50 per cent of the older people population in Indonesia are still actively 
working. Viewed by region (urban-rural), most of the older people live in rural areas dominated by the 
agricultural sector. The agricultural sector which is included in the category of the informal sector shows 
that the Indonesian older workers have minimal access to social security, especially pension insurance. 
While, the older workers in the urban mostly filled the service sector. The older workers in urban areas, 
in terms of access to social security such as health insurance and old age, are much better than the older 
people who live in rural areas. Even though the average wage for the older workers in the rural is lower 
than in the urban. Therefore, it is important to consider regional aspects in policy making regarding 
older people.

In general, the motivation of the Indonesian older workers is due to economic pressure. From the 
study results, it can be concluded that there are still many older people who work as the head of the 
household in the family. Culture is one factor other than the demands to finance family members in the 
household why the older people still have to work. Unfortunately, the type or sector of work for older 
people is currently still in the category of low-income workers. Creating decent jobs for the older people 
is an important thing to do, considering that the older people in Indonesia still have the capacity and 
good physical condition to work. The wage differential for the older people that often occurs is one of 
the challenges for the government in ensuring the older people can work properly. The challenge of the 
aging population in the future is to create decent jobs for older people. As mentioned in the previous 
discussion, the estimated working older people population in 2036 is around 11 per cent of the labor 
market. This proportion is expected to continue to increase in the following years.
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ABSTRACT

The 50+ age group had made a significant contribution to the entrepreneurship and innovation agenda 
in the US. Similarly, entrepreneurs above the age of 50 constituted around 15% of all commercial start-
ups in England. Senior entrepreneurship has been considered a promising way to manage the issue of 
aging population. Could India be the next destination for third-age entrepreneurship to find its calling? 
Should we acknowledge the advantages of senior entrepreneurship and sensitize the aging population 
and the governments toward it? In light of limited literature available for senior entrepreneurship, 
potential motivating factors or driving force are discussed. Furthermore, entrepreneurship in India is 
highlighted encompassing the status of entrepreneurship, policies and schemes promoting entrepreneur-
ship, and opportunities and challenges for senior entrepreneurship. Finally, the chapter concludes with 
implications for practice in policy-making and in terms of encouraging senior entrepreneurship and its 
antecedents in the Indian context.

INTRODUCTION

In the words of frivolous Mark Twain, Age is an issue of mind over matter. If you don’t mind, it doesn’t 
matter!

An entrepreneur is a person who schematize and synthesis business resources and operates with greater 
than normal financial risk and environmental uncertainties. Entrepreneurship is the intention and capability 
to develop, organize and manage a business undertaking, accompanied by its nasty risks, with an objec-
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tive to safeguard a profit interest. Entrepreneurship requires energy, attitude, inspiration, inventiveness 
as well as business acumen. Some argue that too much older workforce slows down entrepreneurship. 
Older workers occupying top position may also hinder younger workforces’ opportunities to develop 
their skills and competences which increase with experience in high-level positions. While others believe 
that older workforce bring crucial resources (e.g., capital, networks etc.) in addition to their experience. 
Moreover, they tend to be well qualified, and keen to transform and innovate and view sustainable prog-
ress as a crucial business objective (Cannon, 2008). In one of the recent studies, it was found that there 
exist relatively weak but positive linear relationship between age and overall entrepreneurial success. 
At the same time, it does illustrate a U- shaped pattern, with the younger population having a negative 
relationship and the older population having positive relationship (Liang et al., 2018; Zhao et al., 2021). 
The model implies that entrepreneurship should display an inverted-U-shape relation to age. The very 
young do not possess the business skills necessary to start a business and the very old lack the creativity, 
energy, or willingness to engage in entrepreneurship.

In a developing youth- economy such as India, the age dependency ratio, old, in 2018 was recorded 
maximum to be 9.26%. Adding to that, steep surge in unemployment due to coronavirus pandemic- 
induced lockdowns was also observed throughout the country. Could India be the next destination 
for third- age entrepreneurship to find its calling? Should we acknowledge the advantages of senior 
entrepreneurship and sensitize the aging population and the Governments toward it? With an objective 
to answer the above questions, this chapter begins by highlighting the alternative perspective upon en-
trepreneurship triggered by changing circumstances world- wide. In light of limited literature available 
for senior entrepreneurship, potential motivating factors or driving force are discussed. Furthermore, 
entrepreneurship in India is highlighted encompassing status of entrepreneurship, policies and schemes 
promoting entrepreneurship and opportunities and challenges for senior entrepreneurship. Finally, the 
chapter concludes with implications for practice in policy- making and in terms of encouraging senior 
entrepreneurship and its antecedents in Indian context.

Entrepreneurship and Older Workforce

(Wiklund & Shepherd, 2003) suggests, studies of entrepreneurship to be largely associated with finan-
cial/ economic value creation for individuals. Recent developments in the entrepreneurship literature 
have confronted this money-centric approach, by presenting an alternative approach that suggests that 
entrepreneurship is driven by numerous factors which are likely to vary by geography, demography and 
even circumstances one encounter (Anderson, 2015; Galloway & Cooney, 2012) For instance, thousands 
of people losing their lives and annihilating economic buoyancy contributed to the devastating impact of 
Covid- 19 pandemic world- wide. Yet there happened some “magic” behind the entrepreneurial mindset 
across the globe, where entrepreneurs exhibited determination, strength, resilience and proficiency to 
recognize and pursue opportunity in chaos. With perfume companies producing sanitizers, toys and 
tech companies coming out with face shields, portable ventilators and masks, continued to contribute 
employment opportunities amidst the pandemic (Alex Maritz et al., 2020). In this regard, it is essential 
to broaden the scope of entrepreneurship related to stage, ethnicity, gender, age and even class. In the 
present times, when economies are suffering and public finances are getting reduced, entrepreneurship 
has conceivably emerged as the rising star and one of the means to countervail the situation and move 
towards some balance (Stypińska et al., 2019; Zhao et al., 2021). Interestingly, multiple evidence has 
shown many small businesses rebounding, transforming to the need and quickly adapting the product/ 
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service offerings to continue their businesses. Creatively altering and recombining resources to utilize 
their existing facilities has also led to increase in bigger players in the markets. Some of the defining 
characteristics for such people include being open minded, optimistic, resilient, determined, able to man-
age uncertainty, visionary and resourceful, self- motivated, and calculated risk- taking capabilities. These 
abilities are essential for developing an entrepreneurial mindset and the aptitude to build something out of 
necessity within a short time, especially when instant results are required. It would not be entirely wrong 
to say that COVID- 19 has given rise to a new category of entrepreneurs – the necessity- opportunity 
entrepreneurs. Formerly, they were helping the community because they visualized opportunity aligned 
with the necessity. In future these people would be the ones to accelerate the economic lift off as and 
when situation eases and the “new normal” begins (Alex Maritz et al., 2020). Although, there exist a 
few research literatures on necessity entrepreneurs. They are certainly ignored by the media as well the 
policy-makers (Garcia, 2015). Policy-makers mostly aim to boost opportunity entrepreneurship rather 
than necessity entrepreneurship. However, research is there to assure that necessity entrepreneurship, 
especially at older ages, is found both in the Anglo-Saxon and the Southern European settings (Fonseca & 
Parker, 2019). Accordingly, entrepreneurship at older ages is one of the avenues to look for in the future.

The 50+ age group had made significant contribution to entrepreneurship and innovation agenda in 
the US. Similarly, entrepreneurs above the age of 50, constituted around 15% of all commercial startups 
in England (Cannon, 2008; Logan et al., 2009). Senior entrepreneurship has been considered a promis-
ing way to manage the issue of aging population. Especially in the developed economies of the world, 
where by 2031, the average age of population is expected to reach between 44 – 55 years, the focus is 
more towards, altering the very image of entrepreneurship to a more inclusive one, identifying barriers 
to entrepreneurship by diverse groups, building “entrepreneurial self- efficacy” and tailoring training and 
support programme, policies and incentives to encourage entrepreneurship in the country. The concept, 
however, is highly uncharted zone and there exists a dearth of systematized and organized literature 
support in the area (Fonseca & Parker, 2019; Zhao et al., 2021). There have been previous studies that 
explored and described various facets of senior entrepreneurship. Though, these studies are limited to 
very few parts of the world, mainly United Kingdom and the United States and Australia. Therefore, there 
exists huge scope of research on the subject with respect to other parts of the world including western and 
eastern European nations (Fonseca & Parker, 2019). In fact, many other upcoming and growing econo-
mies of Asia and Southeast Asian, unfamiliar with the concept, carry a good scope of research as well.

Age has been long recognized as a potential factor influencing entrepreneurship where enterprising 
has been perceived more of a young person’s game. Contrary to the popular belief, Hisrich (2002) ad-
vocates the presence of innovative ideas, and entrepreneurial characteristics among diverse groups in all 
societies. However, the distinction in the level of business creation is largely supported by the economic 
and social infrastructure in the nation (Logan et al., 2009). The limited literature that there is on older 
workforce has even few sources exploring aging as a factor. Aging refers to the changes that happen 
biologically, psychologically and in social functioning over time and affects individual on physical, social 
and organizational levels (Kooij et al., 2008). Researchers investigating older workforce described the 
threshold at 40 and 45 years of age, contributing “old” to obsolescence of ideas, attitudes, knowledge 
and skills (Muijnck & Zwinkels, 2002). Alternatively, research also suggested that “chronological age” 
may be an inadequate factor for comprehending “age’ in context of organizational settings (Avolio et al., 
1984; Settersten & Mayer, 1997; Sterns and Alexander, 1987; Sterns & Miklos, 1995; Wolf et al., 1995).

Self-employment by aging workforce, especially over 50 years of age, is labeled under several names 
including gray (grey) entrepreneurship (Watkins- Mathys, 2012; Weber and Schaper, 2004), older en-
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trepreneurship (Ratten, 2019; Singh, 2009; Stirzaker & Galloway, 2017), third age entrepreneurship 
(Botham & Graves, 2009; Lewis & Walker, 2013), senior entrepreneurship (Figueiredo and Paiva, 2019; 
Perenyi et al., 2018; Schøtt et al., 2017) and second career entrepreneurship (Baucus and Human, 1994) 
and silver entrepreneurship (Cannon, 2008). A tabular representation of various terminology used for 
self- employment by the aging workforce is present in Table 1. For the purpose of present chapter, we 
define self- employment of population aged 50 years or more as senior entrepreneurship (Hart et al., 
2004). In studies conducted by HBR and MIT teams, it was suggested that the average age of founding 
entrepreneurs of successful business, in the USA, was 42 years and younger entrepreneurs had little 
chances of successful exit. Similar observations were also recorder by the Barclays Economic Reports, 
2001. There are numerous examples to support these findings. For instance, the founders of the popular 
multinationals McDonald’s, Coca- Cola and Kentucky Fried Chicken were all over 50 when they es-
tablished their businesses. Entrepreneur Icons such as Steve jobs and Jeff Bezoz, however entered very 
young in their respective fields but even they cracked the fruit of success at middle- ages of 52 and 45 
respectively. Having said that, these averages vary across industries as well. In some nations, the age group 
of 55 years – 64 years is one entrepreneurship segment that is growing the quickest (Mayhew, 2014).

There is continual increase in the number of businesses being ventured by people over the age of 50 
years (Patel et al, 2006). The policy framework, Entrepreneurship 2020 Action Plan, 2013, highlighted 
senior entrepreneurship as an untapped capital which could be and should be utilized to make valuable 
contributions to the economy and society. Especially, in the present, post- pandemic world, entrepreneurship 
has emerged as a necessity-based outcome for many. Self- employment at a later stage not only extends 
the aging worker’s career, generates savings in public pensions but also facilitates continued deployment 
of that human resource in the economy. It also had a significant positive change in the quality of life of 
older workforce in terms of satisfaction of the fundamental psychological needs of control, autonomy, 
self-realization, and pleasure (Kautonen et al., 2017). Besides the fact of increasing life expectancy, 
reworking of labor markets, conventional rules of employment and welfare systems linked workforce 
governance puts enhanced pressure, financially, on the welfare state. Adding to it, the underutilization 
of human capital throughout the society is expected to manifest as an outcome of declined economic 
growth by the year 2050 unless proper utilization and substitution of idle workforce happens (Bloom 
et al., 2010; Perenyi et al., 2018). On one hand where studies have found that “switchers”, employed 
workers shifting to self- employment, are more likely to become self- employed for shorter periods 
of time and also their businesses might not add much value in the economic sense (Parker & Rougier 
(2007), other studies have explored societal benefits of late- career entrepreneurship, hence making it 
an attractive option for the aging individual. These benefits may include their experience, intellectual 
agility, knowledge and personal capabilities Kautonen et al. (2010).
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THEORETICAL PERSPECTIVE ON SENIOR ENTREPRENEURSHIP

Theoretical approach to comprehend senior entrepreneurship has its roots in entrepreneurial motiva-
tions and cognitive developments forming entrepreneurial intentions. One of the most widely used 
psychological theories to predict human behavior is the Theory of Planned Behavior (TPB). Scholars of 
entrepreneurial studies argue that entrepreneurship is intentional. Ajzen (1991, p. 181) defines intentions 
as “indications of how hard individuals are willing to try, of how much of an effort they are planning 
to exert, to perform the behavior.” The stronger the intention to involve in a certain behavior, the more 
conceivable should be its performance. Further, TPB posits three independent antecedents of intentions: 
attitude toward a certain behavior, subjective (social) norms and perceived behavior control. Using the 
Theory of Planned Behavior (TPB), Kautonen, & Kibler (2011), studied implications of perceived age 
norms on old- age entrepreneurial intentions and found that if individual perceives it socially acceptable 
or desirable to be active in entrepreneurial activity, then this perception has significantly positive impact 
on their entrepreneurial intention. Applying Shapero’s Entrepreneurial Event Theory, Stirzaker & Gal-
loway (2017), found that old- age circumstances contribute significantly to the decision to start one’s own 
business. Vandemaele & Vancauteren (2015) and Schepers et al. (2014) explored entrepreneurship and 
socio- emotional wealth. Elsewhere, Baron and Tang (2011) theorized that affect stimuluses cognition. 
Cognition helps in shaping opportunity identification and motivation in individual, henceforth affect 
should also influence formation of opportunity processes. In the similar line of thought, Kato & Wiklund 
(2011) stated that starting one’s own business can have positive emotional affect. Further, using Affec-
tive Events theory, Morris et al. (2006) examined entrepreneurial experience narrative and found that 
a temporal stream of emotional events effects the entrepreneurial process. (Baltes & Carstensen 1999; 
Carstensen, Fung, & Charles 2003; Carstensen, Isaacowitz, & Charles 1999), in their studies on and 
Socio- emotional Selectivity Theory (SST) found that younger adulthood is greatly invested to pursue 
a range of new involvements, information and associations to capitalize in future benefits, whereas as 

Table 1. Different terminologies used for self-employment of aging workforce

S. No. Terminology Age (in years) Authors

1 Gray Entrepreneurship
50 + Weber and Schaper, 2004

50 + Watkins- Mathys, 2012

2 Older Entrepreneurship

55 + Singh, 2009

50 + Stirzaker and Galloway, 2017

50 + Kautonen et al., 2008

65 - 80 Schøtt et al., 2017

3 Third-age Entrepreneurship
50 + Botham and Graves, 2009

50 + Lewis and Walker, 2013

4 Senior Entrepreneurship

50- 64 Schøtt et al., 2017

50 + Perenyi et al., 2018

45 - 60 Figueiredo and Paiva, 2019

5 Second-career Entrepreneurship 39 - 60 Baucus and Human, 1994

6 Silver Entrepreneurship 50+ Cannon, 2008
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time perspective alters and one ages or matures, the motivations also become selective. This leads to 
investing in affective and purposeful goals and relationships.

METHODOLOGY

Present chapter is developed on the basis of reviews of literature. Webster & Watson, 2002, suggests 
literature reviews offer advanced knowledge through comprehensive conceptual and empirical study. 
Sengupta et al, (2017 p. 7) states “conceptual and literature review papers are of specific relevance to 
practitioners and researchers in an area which is in its nascent stage.” It enables establishment of good 
foundational understanding for building research on the basis of critical analysis and synthesis (Tranfield 
et al, 2003). Literature review also provide a way of evaluating patterns and trends in the existing research 
(Torraco, 2005). It assists in finding research gaps or further scope of research and also highlights the 
areas which require more attention (Roehrich et al, 2014).

Keywords including “gray entrepreneurship”, “older entrepreneurship”, “third- age entrepreneur-
ship”, “late- career entrepreneurship”, “entrepreneurship development schemes” and “entrepreneurial 
policies” were searched on Google Scholar. Majorly, journal articles from databases of Emerald, JSTOR, 
EBSCOhost, Wiley, Taylor & Francis, and ScienceDirect were used. In order to maintain the impact and 
credibility, mostly articles that were peer- reviewed were used as the sources of literature (Podsakoff et 
al, 2005). In addition to the limited literature published on senior entrepreneurship, especially in Indian 
context, content analysis of the government websites, databases, historical data, company case studies, 
and sector reports were performed to identify government schemes, policies, prospects of senior entre-
preneurship in India and much other valuable information pertaining to our research.

SUMMARY OF FINDINGS

Drivers of Senior Entrepreneurship

There are numerous examples to highlight successful business ventures founded by people after they 
crossed 50 years of age. Certainly, there would be some driving factors or motivators that support the 
culture of senior entrepreneurship. Pinder, (1998; p. 11) quoted work motivation as “a set of energetic 
forces that originate both within as well as beyond an individual’s being, to initiate work-related behavior, 
and to determine its form, direction, intensity, and duration”. It is essential to comprehend drivers of 
senior entrepreneurship as “motivators to continue to work” as with aging the motivation to “continue 
to work” gets affected (Kooij et al., 2008). The popular American notion about entries into self- employ-
ment is associated with job losses ((Fonseca & Parker, 2019; Moulton & Scott, 2016). The International 
Labor Organization, in its flagship report in 2020, suggested that the absence of income or other means 
of financial support forces workers to engage in occupations that are informal, offer low pay and pro-
vide little or no access to social protection and rights at work. Wainwright et al. (2011) proposes senior 
entrepreneurship is driven by social and lifestyle influences such as roles, responsibilities, life stage 
and work in older age. For some people, entrepreneurship at later age in life, is a means of balancing 
interests, socio-emotional rewards and income. For others it appears that income is supplementary and 
entrepreneurship based on intrinsic social and emotional rewards and features of working for oneself, 
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such as flexibility, autonomy and high ambition (Perenyi et al., 2018; Stirzaker et al., 2019). Kooij et 
al., 2008 suggested that senior entrepreneurship is motivated differently by both employment factors 
and specific age context. Moreover, people after a certain age, often have the skills, financial resources 
and time available to contribute to economic activity (A Maritz et al., 2015; Zhao et al., 2021). Table 2 
presents various categories of motivation drivers for senior entrepreneurship.

On the Basis of Entrepreneurial Motivation

The PPA suggested by many researchers broadly sorts entrepreneurs on the basis of their motivation for 
their enterprise. It describes two kinds of motivation factors: push factors, also regarded as negative fac-
tors as it forces one to move towards self- employment, and pull factors or positive factors as it attracts 
self- employment (Amit & Muller, 1995; Feeser & Dugan, 1989; Shapero & Sokol, 1982). Perceived 
social pressure and perceived behavioral control are also some of the anchoring factors for self- employ-
ment of the aging workforce (Harms et al., 2014).

Push factors may include long- term unemployment, insufficient incomes or low wages, dissatisfaction 
in current job and other stresses of salaries employment (Evans & Leighton, 1989; Fonseca & Parker, 
2019; Parker & Rougier, 2007), increasing age discrimination in hiring/ or current employment, poor 
work environment, loss of job, premature retirement, high ambition and unwillingness to tolerated dif-
ficult work relationships, misfit of personal goals and working conditions, lack of perceived job security, 
job market discrimination and also fear of discrimination on the basis of age. Parker & Rougier (2007) 
suggested switches from paid employment to self- employment were prompted as being an “occupation 
of last resort” among less affluent workers with job histories of weak attachment to the labor market. 
Unresolved multigenerational challenges such as limited capacities of older workers to adapt to techno-
logical changes, unwillingness of the company to further invest in older workforce, differences among 
co- workers in multi- age work teams and limited resilience towards older workforce emerged out as 
crucial factors that pushed employees toward self-employment (Harms et al., 2014).

It has been observed, Harms et al., 2014, that gray entrepreneurs prefer flexibility in work schedules, 
are highly ambitious and tech- savvy people. Autonomy, purpose, enjoyment, flexibility, and financial 
incentives were identified as five key pull factors (Stirzaker et al., 2019). The opportunity to develop 
one’s own abilities and experiences, flexible schedules, a wish to balance family and work life, take 
better advantage of business opportunity, desire of having fulfilling job, and of course better earning/ 
income opportunities does appear to be a lucrative deal with “being your own boss” being the cherry on 

Table 2. Types of drivers of senior entrepreneurship

On the basis of
Entrepreneurial Motivation

On the basis of
Classification of Age

Push & Pull Approach Chronological Age

Intrinsic Motivators Functional Age

Extrinsic Motivators Psychological Age

Organizational Age

Life span Age
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top. Many studies with older workforce suggested that satisfaction with job is more closely related to 
intrinsic factors or internal rewards for that work in comparison to younger workers (Cohn, 1979; Gru-
enfeld, 1962; Kanfer & Ackermann, 2004; Schwab & Heneman, 1977; Saleh & Otis, 1964; Valentine et 
al., 1998; Vallerand et al., 1995). Many other studies have supported that self- employment at later age 
was driven by the need to prioritize intrinsic motivators such as spending time with spouse and children, 
enjoyment, happiness and helping others (Stirzaker et al., 2019). Availability of successor also has impact 
in going for self- employment at older stage in life (Brunetti, 2006; Fonseca & Parker, 2019; Grossman 
& Strulik, 2010). Experience was recognized as another crucial driver of self- employment. Being of 
more age seems to be an added advantage for pursuing entrepreneurial activity as one enjoys easy access 
to connections, communication and negotiation skills, professional network and other resources devel-
oped due to prior work experience. (Perenyi et al., 2018). However, at times when older entrepreneurs 
have only experience to bring at the table, their performance is bound to diminish. (Harms et al., 2014).

Perceived social norms refer to what one believes most other people typically do or approve of. Ex-
tant literature on social norms theory suggests that social norms are vital stimuluses and/ or can be used 
to encourage behavioral change that are meaningful (Robinson, E. (2015). The more positive a social 
norm is perceived to be towards a certain behavior, the more likely a person is to actually execute that 
behavior. Harms et al., 2014, suggests that perceived attitudes of co-workers may stimulate or inhibit 
self-employment motivations of senior employees. Also, perceived acceptability among different stake-
holders including society, networks and family is great influence in shaping the decision to become an 
entrepreneur.

Economic Forces: In USA, the entrepreneurial decision of starting a new venture, by older people, 
is immensely affected by macroeconomic policies. The research done in context of the UK suggested 
that the institutional framework discouraged mature, older people from participating. In Finland, studies 
have supported that senior workforce was constrained by the lack of pull factors for entrepreneurship 
(Kautonen et al., 2008). In similar vein, in Australian studies on this topic, it was found that there existed 
very limited government programme that were effective towards encouraging senior entrepreneurship 
(Kautonen, 2013, Perenyi et al., 2018). Christelis & Fonseca (2015) also suggested that self- employ-
ment was immensely affected by government labor policies. For example, expenditures on employment 
incentives positively affected self- employment. Government policies for the labor market serves as a 
great motivation and also strengthen the quality of business startups. Institutional inflexibilities, rigidi-
ties in the labor market and more traditional economies with limited opportunities for flexible full-time 
working for older people are some other strong forces that pushes into self-employment observed in 
some countries (Fonseca & Parker, 2019). Likewise, other external enablers of new venture creation may 
include innovative technologies, economic or natural environments, or even pandemics like COVID-19 
(Alex Maritz et al., 2020).

On the Basis of Classifications of Age

Age and Motivation factors have been recognized in many studies. However, there exists lack of consis-
tency in conceptualization. For instance, age is conceptualized as a life stage in some studies, while in 
other as calendar age. Similarly, motivation is conceptualized as need in some studies and as intrinsic 
motivation in others. Using Sterns & Doverspike (1989) conceptualization of aging workers’ Lange et 
al. (2006) extricates specific interrelated age- related factors that affect older workers’ motivation to 
continue to work. They are described as following:
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1.  Chronological age factors: Calendar age can be a negative factor affecting motivation to continue 
to work, especially in organizational settings. Many companies in order to reduce training cost, 
although against the age- discrimination legislature, encourages such HR policies which impacts 
ones’ intentions to continue working (Greller and Simpson, 1999; Kooij et al., 2008; OECD, 2005). 
It may not be entirely untrue to say that calendar age may have a negative impact on individuals’ 
motivation to continue to work.

2.  Functional or performance- based age factors: Functional age or performance-based age is high-
lighted by two types of ages categories: psychological age and biological age. Cognitive abilities 
(psychological age) alter with the effect of age. Intellectual abilities such as verbal comprehension 
and general knowledge get enhanced whereas fluid intelligence such as abstract reasoning, react-
ing speed and working memory, declines. In activities demanding more of fluid intelligence, the 
motivation to continue to work among older individual may diminish as the differences between 
comfortable effort levels and demands of the tasks perceives in. Nevertheless, studies have been 
inconclusive in depicting any significant association between motivation to work and psychologi-
cal age as cognitive abilities can either have a positive or negative impact on motivation to con-
tinue to work (Kooij et al., 2008). Physical capabilities also decline with increasing age. Research 
establishes that with declining physical abilities, motivation also declines. Positive correlations 
are established between health and achievement motivation Holahan (1988) and self- determined 
external motivation factors Vallerand et al. (1995). Obsolescence of skills with increasing age is 
also possible. Employees having longer work histories may experience their knowledge and skills 
getting obsolete with changing time, also their increasing age and it becomes difficult to compete 
with the younger generation in the workplace (Čiutienė & Railaitė, 2014). They may not have had 
the time or opportunity to upgrade their skills pertaining to the changing requirements and may 
have less expectation of skill enhancement adding to any value addition or reward (Fossum et 
al., 1986; Gist et al., 1988). Apart from this, health conditions also contribute to limiting work in 
paid- employment (Anderson & Burkhauser, 1985; Higgs et al., 2003; Hayward et al. 1989) and 
thus aging workers may choose to self- enterprise (Fonseca & Parker, 2019).

3.  Psychosocial age factors: Psychosocial factors are the one’s forming self- perception of age and 
social perception of age. Self- perception of one’s age is likely to affect self- efficacy. As individual 
age, the preference for activities that assist positive affect (emotional satisfaction), one’s self concept 
and supporting one’s own identity increases (Carstensen, 1995; Kanfer & Ackerman, 2004). Lang 
& Carstensen (2002) suggests that generativity motives increase with psychological aging. People 
find themselves more directed towards activities like teaching or mentoring (Farr et al., 1998; Pratt et 
al., 1999). It implies that older workers will be more motivated with tasks that have greater positive 
evolution and greater sense of identity. An altering view by Lévesque & Minniti (2006), is argued 
that one’s self- perception of “old age” can negatively affect entrepreneurial activity. This may be 
because as people age, they perceive they have less time remaining which may not be sufficient 
to contribute towards long term exploitation of opportunities and realization of results that is an 
essential feature of entrepreneurial activity. Alternatively, they want to be associated with activities 
giving results comparatively faster and they consider generating profitable revenues as a limited 
opportunity from entrepreneurship. Stereotypical social perceptions such as unwillingness to learn 
new skills, having strong work ethic and not able to adapt changing times may also be observable 
in superiors, subordinates, peers prompting discriminatory decisions against older workers (Kooij 
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et al., 2008). The pressure arising from such social factors is likely to highly impact one’s decision 
to continue work, especially in paid- employment.

4.  Organizational age factors: Organizational age can be understood in terms of tenure (age of the 
service), and career stage. An individual’s career is composed of different occupational stages 
(Hall & Nougaim, 1968; Super, 1984). Super (1984) proposed a career model which predicts that 
job attitude varies with career stage. London (1990) explains a model for understanding career 
motivations pertaining to later stages of career in terms of three dimensions i.e., career identity, 
career insight and career resilience. Identifying oneself with work roles and responsibilities explain 
career identity. Career insight, on the other hand, is the realistic perception of oneself and one’s 
career. Career resilience is the limit to which people fight career barriers which in turn determines 
an individual’s determination and perseverance in achieving career goals. Career resilience is 
found to be higher in late stages of career suggesting higher career motivation (Noe et al. (1990). 
However, any meaningful conclusions cannot be drawn in light of insufficient literature on associa-
tion between motivation and career stage.

5.  Life-span factors: The life- span concept characterizes age in terms of family status and life stage. 
Tamir and Antonucci (1981) studies motivation through seven distinct stages of family life cycle 
and found no significant difference in motivational choices among various stages of family life 
cycle. Nevertheless, health, wages, savings and personal desires of partner has greater impact on 
employee retirement decisions (Henkens & Tazelaar, 1997; Hayward et al., 1989; Saba & Guerin, 
2005; Smith & Moen, 1998). As a worker ages, preference for more leisure time, pursuing hob-
bies and relaxation, deterioration of functional abilities, social perception, especially age norms 
and within- market discrimination may all be more prominent factors in a retirement decision and 
lessened motivation to continue to work in paid- employment.

ENTREPRENEURSHIP IN INDIA

Unemployment rates in India, according to recent data available from the Centre for Monitoring India 
Economy Pvt. Ltd., suggests steep rise in unemployment during the lockdown period in the first wave 
of coronavirus pandemic. During April- June 2020, taking it to a roaring 22.42% whereas during the 
second wave from April- May 2021 the rates of employment again rose as high as close to 12%, keep-
ing it below the rates during first wave. According to an article in the Bloomberg quint, the significant 
downfall in these employment rates from the peaks seen after the Covid-19 pandemic is contributed to 
self- employment. On aggregate, self-employed workers rose to 41% as a percentage of persons work-
ing in the April-June 2020 quarter compared to 37.7% in the same quarter last year in India. Although 
many economists see it as disguised unemployment, could it carve the way towards a new perspective 
to entrepreneurship in India? With a lifespan of a little more than a decade, entrepreneurship in India is 
still a novice academic discipline. It has its own challenges leading to incongruence between the startup 
entrepreneurs’ need and the availability of knowledge base and faculty and mentor expertise. In a coun-
try, like India, housing about 29% of Asia’s population with more than 65% population below the age of 
35 years (Misachi, J., 2021), the focus is inevitably to inculcate the culture of entrepreneurship more so 
focusing upon the youth. However, the world population structure has evolved tremendously in short span 
of time with changes impacting economy, social systems and healthcare systems. These changes have 
also led to increasing life span of human population or popularly, population aging (Čiutienė & Railaitė, 
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2014). It has also led to gradual increase in age dependency ratios around the world. Age dependency 
ratio, old, is the ratio of dependents more than the age of 64 years with respect to working age population 
aged between 15 – 64 years (indexmundi.com) It also implies that the employed population, probably, is 
to be subject to paying higher taxes in order to compensate for the non- working (children and retirees) 
ones (Mouraviev & Avramenko, 2020). In 2018, the age dependency ratio, old, in India was recorded 
maximum to be 9.26%. It was around 5.26% in 1960. With increasing life expectancy ratio y-o-y, it has 
become essential for older age people to find economic and social independence at least for an addi-
tional 15 – 20 years post- retirement. Senior entrepreneurship is a potential tool to provide self-reliance 
to aging individuals and the economy as well. In order to realize the huge potential of entrepreneurship 
both at societal and economic levels and its benefits to the aging and now post- pandemic unemployed 
workforce, it becomes equally important to create awareness about such schemes and develop entrepre-
neurship ecosystems encouraging senior entrepreneurship in India.

Role of Government in Senior Entrepreneurship

Many of the industries are meant for young people like gaming industry and social media. But there 
are many industries like healthcare where senior entrepreneurs bring more strength to the start-ups. 
Senior entrepreneurs have the opportunity to use their maturity, experience and patience while start-
ing entrepreneurship. Many of the successful entrepreneurs have proven that age does not matters, it’s 
all about the desire and passion. Many popular Indian entrepreneurs from time to time have supported 
entrepreneurship as an age- free concept. Ranjani Ayyar, Aparna Desikan and Shalina Pillai, a few, says 
that what drives them is their passion for new ideas and desire to keep working. “If you need execution, 
older entrepreneurs bring lot of strength,” says Rajesh Sawhney, founder of GSF Accelerator. Starting up 
your own venture has nothing to do with age, it’s all about the passion, says another serial entrepreneur 
and angel investor Ravi Gururaj. “You can’t worry about being old. The person should be innovative 
and think out- of- the- box type of person. It becomes more about the mental age rather than the physi-
cal age,” he quoted.

Today’s start-up world raises up images of young doers with a positive attitude and ability to take 
risks. But there may be another kind of entrepreneur with full of energy and passion, just over the age 
of 50. It is evident from the history that Government of India has taken many initiatives to support 
entrepreneurship always. The support schemes of the Government can be broadly grouped into the fol-
lowing three periods:

During 1948-1991

Earlier, during the phase of 1948-1991, major emphasis was given to micro and small enterprises. Small 
and Cottage industries was a source of generating employment and developing national economy. Indus-
trial Policy Resolution, New Delhi recommended to create cottage industries board in 1948 to strengthen 
the weak conditions of the artisans in India. Later on, the central government split the cottage industries 
into All India Handloom Board, All India Handicrafts Board, All India Khadi and Village Industries 
Board. In 1956, Khadi and Village Industries Commission Act was established to promote Khadi and 
Village Industries with the intention for rural development. Industrial Policy Revolution was adopted by 
Indian Parliament in 1956 to encourage the rural and small-scale industries along with other objectives 
like removing regional disparities and establishment of socialistic pattern of society. Industrial policy 
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statement, 1973 gave preference to small scale industries and exempted them from licensing for expan-
sion of business. Policy measures initiated till 1980’s after Independence facilitated the development 
of various industries and broad infrastructure in India. The seventh five-year plan came up with the 
measures to uplift the Indian Industries through modern technology. This phase provided the supportive 
measures which were required to promote MSMEs. The support was provided in the form of reservation 
of products for their exclusive manufacturing, support was provided through access to bank credit under 
certain programmes of commercial banks, establishment of entrepreneurship development institutes and 
infrastructure development.

During 1991-1999

To rectify the distorts and weaknesses of the industrial set up of the country, the government has come up 
with new Industrial Policy on July 24, 1991. During 1990s, the entrepreneurship was promoted through 
campaigns and women were given training under the entrepreneurial development programmes. SIDBI 
was set up in 1990 to provide financial support to small scale enterprises. With the establishment of 
Industrial Policy of 1991, entrepreneurship promotion had taken a major shift with respect to changes 
in the approval procedures as the single window procedure was adopted for licensing and permissions 
to start new enterprises. Lot of investment have been done in research and development and to develop 
new technologies. This policy emphasised on government support in context of liberalization, the pur-
pose of which was to promote enterprises in the face of foreign competition and open market. The focus 
was also given to improve quality and technology. Government came up with many developments after 
implementation of Industrial Policy, 1991 which could be seen by the emergence of Export Oriented 
Units (EOUs), Special Economic Zones (SEZs), Agri-export Zones and Export Processing Zones (EPZs) 
in order to increase exports from the country and promote export-oriented enterprises.

2000 Onwards

Government had expanded its support to incubation centres for the promotion of small- scale industry 
in the field of bio-technology, information technology, tele communications and electronics during 
2001. Many schemes like credit linked capital subsidy (CLCS), credit guarantee scheme (CGS) was 
launched to provide easy credit to the entrepreneurs. Other issues of technology and marketing were 
also addressed through these schemes. Micro, Small and Medium Enterprises Development (MSMED) 
Act was established in the year 2006 for the promotion and development of micro, small and medium 
enterprises. Medium and small enterprises were protected from large enterprises through provision of 
rebates, and financial support under this Act. Government provided financial support to the enterprises 
registered under MSMED Act. Other schemes included overdraft interest rate rebate, protection against 
delayed payments, public procurement policy-SAMBANDH etc. In March 2007, for the promotion micro 
and small enterprises, schemes having direct impact on the promotion and development of the MSEs. 
Some of the other recent policy reforms targeted toward the growth and development of the MSME 
sector in India are as follows:
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A Scheme for Promoting Innovation and Rural Entrepreneurship (ASPIRE)

ASPIRE was established with the aim to set up technology centres and incubation centres to support 
entrepreneurship and to encourage start-ups for innovation in Agri-industry. Under this scheme, provi-
sion for financial support is given to up Livelihood Business Incubators (LBI) or Technology Business 
Incubator (TBI). Various other objectives included creation of employment, Promote entrepreneurship 
and innovation.

Pradhan Mantri Mudra Yojana (PMMY) 2015

The Pradhan Mantri Mudra Yojana (PMMY), also known as “Shishu”, “Kishore” and “Tarun” is a 
scheme run by the Government of India (GoI) through MUDRA (a subsidiary of SIDBI) that assists 
small company owners in obtaining microcredit up to Rs. 10 lakhs. The MUDRA scheme encourages 
financial intermediaries to lend to non-corporate, non-farm income-generating activities of micro and 
small businesses with credit needs of up to Rs. 10 lakhs. The scheme is available to any Indian citizen 
who requires credit up to Rs 10 lakh for a non-farm revenue generating activity such as manufacturing, 
processing, trading, or the service sector.

Shishu Scheme (Covering Loans up to Rs. 50,000/-)

This loan facility is for the entrepreneurs who are either in the early stages of their firms or want less 
capital to get them started. Kishor scheme (covering loans up to Rs. 5,00,000/-) category includes the 
loan facilities for individuals who have already launched a business and require more funding to expand 
it. Tarun scheme (Loans up to Rs. 10 lakhs) is for an entrepreneur who meets the required eligibility 
criteria, he or she may apply for a loan of up to Rs. 10 lakhs. The loan rates are set in accordance with 
the Reserve Bank of India rules, which is the central finance governing body, which are updated on a 
regular basis.

Atal Innovation Mission (AIM)-2016

Atal Innovation Mission (AIM) was set up in 2016, to create the culture of entrepreneurship in India. 
AIM has launched the Atal Tinkering Lab (ATL) program to create curiosity in young minds for cre-
ating innovative ideas through technologies like internet, Robotics, 3D Painting. The purpose was to 
establish Ata Tinkering Labs in the schools to develop the Creative mindset among the young children 
and till now this scheme has covered more than 7000 Schools and more than 2 million students have 
the access to ATLs.

Stand-Up India (SUI) Scheme- 2016

On August 15, 2015, the Hon’ble Prime Minister, Shri. Narendra Modi, launched the scheme “Start-Up 
India” to promote entrepreneurship for economic empowerment and employment creation. The Stand-Up 
India Scheme aims to utilize the institutional credit structure to provide opportunity to the underserved, 
such as scheduled caste, scheduled tribe, and women entrepreneurs. The scheme makes them enable to 
contribute to the national economic growth. The Government have received 137200 applications under 
this scheme out of which 118940 applications have been sanctioned. The SUI scheme aims to provide 
at least one scheduled caste (SC) or scheduled tribe (ST) borrower and at least one women borrower 
per bank branch with bank loans ranging from Rs.10 lakh to Rs.1 crore for the establishment of a firm. 
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SC/ST and/or female entrepreneurs over the age of 18 who wants to start greenfield projects are only 
eligible for this scheme.

Start-up India 2016

Through the scheme Start-up India, Government of India provided a common platform for startups to 
interact with Government and other institutions for all business needs. Since the launch of this scheme, 
Start-up India has come with several programs for promoting and supporting entrepreneurs. Start-up’s 
program has developed Incubation Centres, facilitated easy procedures for IPR filing and patent filing. 
An online system known as Startup portal have been developed to bring all stakeholders like investors 
and entrepreneurs on common platform to collaborate with each other. Start-up India have facilitated 
with rebates in the Patent filing, Tax benefits in terms of Tax exemption in capital gains and removal 
of Angel Tax. This scheme has established various incubation centres, Research Parks and Labs. Under 
the umbrella of Startup scheme a variety of schemes have been established which includes Ucchatar 
Aavishkar Yojana, Startup India Yatra, Million Minds Augmenting National Aspirations and Knowledge 
Scheme (MANAK), NIDHI Yojana- National Initiative For Development And Harnessing Innovations. 
As per Start- up report 2018, 14036 applications were approved as Start-ups by Department of Industrial 
Policy and Promotion. 91 Start-ups got the approval for tax benefits Approval for availing tax benefits 91 
Start-ups. Start-up India Hub was started in 2016 to resolve queries of start-ups and this hub has handled 
more than 10,00,000 queries till 2018. The hub has provided support through Incubation Centres and 
financing to more than 6000 start-ups (As per Start-up Report 2018).

PM Street Vendor’s Atma Nirbhar Nidhi (PM SVANidhi)

The COVID-19 pandemic and subsequent lockdowns have had a negative influence on street sellers’ 
livelihoods. They often work with a minimal capital basis, which they may have depleted during the 
lockdown. There was a pressing need to provide financing for operating capital to street vendors so that 
they can resume their operations. This scheme is a Central Sector Scheme, supported by the Ministry 
of Housing and Urban Affairs, is established to facilitate working capital loan up to 10,000 and to assist 
legitimize street sellers and provide new opportunities to advance up the economic ladder. The Scheme 
is open to all street vendors in metropolitan areas who start hawking on or before March 24, 2020. The 
Small Industries Development Bank of India (SIDBI) would be the implementation partner for scheme 
administration. For scheme implementation, SIDBI will rely on its network of lending institutions, which 
includes SCBs, RRBs, SFBs, Cooperative Banks, NBFCs, and MFIs.

Ambedkar Social Innovation Incubation Mission (ASIIM)

In 2014-15, the ministry of social justice, government of India, announced the venture capital fund for 
Scheduled Castes (VCF-SC) with the intention to encourage the entrepreneurship among the scheduled 
castes and people with disabilities “divyang” youth and enable them to create employment opportunities. 
Data reveals that approximately 117 enterprises led by SCs have received financial assistance through 
this scheme. This scheme has also encouraged entrepreneurship among students and provided assistance 
to establish successful commercial ventures, specifically the young entrepreneurs who were working 
on Innovative and technology-based business ideas. This scheme would also empower SC students to 
pursue innovation and business.
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Pradhan Matri Kaushal Vikas Yojana (PMKVY)

The participants under this scheme get the support from e-skill India to access the digital learning 
resources. The digital resources are available in various sectors like automotive, beauty and wellness, 
construction, gems and jewelry, healthcare, etc. The interested candidates may access the resources of 
their choice through this scheme.

Make in India

Make in India was another initiative by the Government of India to encourage the entrepreneurs to manu-
facture products in India, develop modern infrastructure and open the doors for Foreign Capital. This 
scheme was established to promote the manufacturing sector, and create jobs in manufacturing sector.

PROSPECTS AND CHALLENGES FACING SENIOR ENTREPRENEURSHIP

Entrepreneurship helps in generating additional employment opportunities, enhances standards of liv-
ing of weaker sections of society and involves participation of all sections of society in the progress of 
the economy. Governments of many countries have extended the working life of aging population by 
increasing retirement age. For instance, in Malaysia the retirement age has been increased from 55 to 
60 years. Similarly in Indonesia, it has been increased from 56 to 65 years. At present, in India, retire-
ment age in most states in 60 years, except Telangana, where it has been increased from 58 to 61 years 
recently. A report titled “ India’s Demography at 2040: Planning Public Good Provision for the 21st 
Century” recommends that increase in retirement age is “inevitable” and must be emphasized to prepare 
the workforce in advance. These recommendations refer to the state pension age instead of mandatory 
retirement form workplace. This would assist in curbing dependence on welfare benefits and pensions 
(Čiutienė & Railaitė, 2014). According to Charness & Czaja (2006), older groups today are much 
healthier and well educated than the previous generations. They are certainly more active, and intend 
to stay useful at work much longer.

Biological aging claims that individuals’ performance on job and productivity diminishes with in-
creasing age because of reduction in cognitive abilities. According Bal et al. (2011), it is common to 
think that older workers are less likely to adapt to new tasks, and resist change. More so, when technol-
ogy and innovation form an essential part of that newly adopted task or job. Skills obsolescence is often 
related with increasing age and older workforce (Čiutienė & Railaitė, 2014). In this context, Beck (2009) 
emphasizes that productivity of older workers is not reduced by the age but obsolescence of skills. Un-
fortunately, no literature has been found that have examined or established the impact of obsolescence 
on work motivation. One’s self- perception of aging can also have contributing effects to the decision of 
starting an entrepreneurial venture. There are different schools of thoughts on self- perception of age, 
where one finds its’ positively linked with entrepreneurial intentions and the other presents a contra-
dictory view. More empirical research on the subject is essential in order to derive to any conclusions. 
Another component of psychosocial age is social perception of age including age norms and stereotypes. 
Several studies have already established shared beliefs regarding age- specific career and type casted 
jobs for “older people” and “younger people”. This social perception, especially in organizational en-
vironment among co-workers, superiors and peers may lead to age- discrimination and subsequently 
non- motivation to continue to work. Alternatively, community is inviting of older people coming into 
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entrepreneurship because of their enhanced experience, networks and other resources (A Maritz et al., 
2015; Perenyi et al., 2018).

Taking into consideration the significance of macro- environment factors such as the government 
policies and schemes, the GEM Report India, 2002 highlights the existence of significant gap between 
government’s entrepreneurial policies planning and its implementation. Lack of coordination was ex-
perienced by the organizations delivering entrepreneurial knowledge and training. Perception about 
government official, inconsistency in plans and policies and ineffective administration were contributed 
to crucial factors in the gap between planning and implementation. It concludes that entrepreneurial 
opportunities and readiness certainly exist in India. However, social attitudes, inadequate infrastructure, 
lack of government support are the barriers towards realization of potential opportunities. Government 
should plan and focus on such initiative which would alter the present status and improve entrepreneurial 
environment and activity in the country.

PRACTICAL IMPLICATIONS

The times of crisis have been milestones for interventions and bringing change in the society. For example, 
as an impact of the 2008 global crisis, nearly 1 million people, in the UK, aged between 50 – 64 years 
became jobless. As a temporary solution to this problem, many public institutions in the country had begun 
promoting entrepreneurial activities to the older unemployed population (Garcia, 2015). In a similar vein, 
the Covid- 19 pandemic has also impacted developed and developing economies alike. Bread- earners of 
families losing their jobs, also losing their lives, healthcare systems failing, situations getting out of hands 
of governments. Indian continent was no exception to that. The government and policy makers are still 
struggling to bring the economy back on track since the lockdown periods are over. With little success, 
there is still a long and challenging path ahead. It is also observed that as people get older, they refrain 
from the idea of entrepreneurship, simply because of the fact that “realization of yield or return” is in 
the long- term. Decline health, levels of energy and reluctance to take financial risk also add on to the 
resistance towards starting their own enterprise (Garcia, 2015). Management of senior, aging workforce 
can be one of the tools to support their efforts. Especially focusing toward self- employment of aging 
workforce. Age management can be explored from macroeconomic labor policies, organizational as well 
as individual perspective. From a prospective policy point of view, creating awareness and promoting 
senior entrepreneurship can be one of the ways to engage senior (retired/ non- working) workforce to 
engage in entrepreneurship (Kautonen et al., 2014). The objectives of such policy could be to enhance 
entrepreneurial intentions; one’s desire to start own business (Perenyi et al., 2018).

On organizational level, companies should device effective HRM systems to tackle age management 
issue. European union, 2012, p. 37 quotes “if people are to work for a longer period of time, then they 
will need to be in good physical and mental health, with access to more flexible working arrangements, 
healthy workplaces, lifelong learning and retirement schemes”. In order to maintain competitiveness and 
enhance core competencies, non- discriminatory (age) recruitment, promotions and training, lifelong 
learning programme, health and safety programme, flexible form of employment and working hours can 
be some measures that can be adopted by organizations in order to retain and motivate older workforce 
(Fabisiak & Prokurat (2012). Technological solutions such as working from home, remote working devices 
and flexible work practices could be used as tools to encourage older workforce or age management in 
the organizations. However, since investing such measure especially, on older workforce seem a little 
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riskier from organization point, it is suggested that such interventions must be applied to older workers 
with high entrepreneurial intentions and motivations (Harms & Ehrmann, 2002). Organizations should 
also focus on enhancing employees’ skills and competencies irrespective of age, as many job-related 
characteristics are not dependent on age. Organizations should also inspire a culture that positively 
perceives “older employees” as it helps in enhancing health, work performance, work satisfaction and 
a willingness to share and disseminate their experience and knowledge (Čiutienė & Railaitė, 2014). 
Aaltio, Salminen and Koponen (2014) admit that it is incorrect to presume the existing connection 
between increasing age and deteriorating skills and abilities. As these misguided presumptions lead to 
encouraging discriminatory behavior amongst organization and the society. It is crucial to comprehend 
the entrepreneurial motivations of senior employees of an organization. If these motivations are managed 
and encouraged in the right manner, it may blossom and manifest successful intrapreneurship ventures. 
On the contrary, if these motivations are not harnessed properly, people may leave the organization with 
valuable insights and competence (Hatak et al., 2015). It is essential that organizations be the transfor-
mation and steer a positive attitudinal change toward the aging workforce. It would also help in altering 
the existing social perspective on aging and prejudices associated with that. One’s self- perception of 
age as well a social norm associated with age can have huge impacts on decision to continue to work, 
it is essential that people should be made aware and encouraged about the benefits of self- employment 
after a certain age. Also, support and incentives from governments may be a huge motivating factor for 
older people to take up entrepreneurship.

CONCLUSION

It was suggested that chronological age might simply be a proxy or substitution for age- related processes 
that influence work- related outcomes directly or indirectly (Kanfer & Ackerman, 2004). Individuals 
of same chronological age may differ in respect to career stage, health, family status and many other 
factors. Notwithstanding the stereotype that claims that older employees tend to be less ambitious (Cur-
ran and Blackburn, 2001), Harms et al., 2014 found resonance with Helyer and Lee (2012), that older 
entrepreneurs do not exit a company because of insecurities of keeping up with younger co- workers. On 
the contrary, they are driven away because of non- ambitious and unenterprising employers. Although 
maximum number of gray entrepreneurs represent themselves as strong individuals, the societal norms 
toward entrepreneurial behavior does seem to have crucial impact on their decision for starting their 
own business. Furthermore, the decision to begin a new venture is largely dependent on government 
policies (macro- environment factor). Government policies not only provide incentives and subsidies 
to the business, but also technical, marketing and training assistance. Entrepreneurship has numerous 
advantages, especially for developing economies. The world economies hard- hit by the coronavirus- 
induced lockdown and economic stoppages, need innovative solutions to manage and come out of the 
reaping effects of the pandemic. Senior entrepreneurship, although has its own challenges, but cannot be 
completely overlooked as a measure to manage aging workforce and older population in a country. The 
governments should device policies and programme to increase awareness about the concept and inspire 
people to be more risk-taking keeping in mind their self- reliant future. Additionally, corporates should 
be encouraged to tackle the issue of age management with utmost sensitivity and awareness towards 
its benefitting outcomes. Human resource managers should focus on develop challenging positions and 
advancing career options for those who ask for them, regardless of age. Creating work-life balance for 
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older personnel can be another important method of tackling aging workforce problems that must be 
carefully considered by employers. Lastly, social norms play a great role in motivating mature, older 
people to make a decision towards self- employment. Hence, social acceptance should systematically 
be orchestrated through awareness and education programme, training, support and incentives to boost 
senior entrepreneurship in the country.

Special Eurobarometer 378, 2012 report suggested that older workers are willing to work after pen-
sionable age. However, retaining older workforce in paid employment has its own problems including 
discrimination on the basis of age (Franck, 2010; Ainsworth and Hardy, 2013; Kibler et al., 2015; OECD, 
2015; Stirzaker and Galloway, 2017), obsolete skills and knowledge, out- of- date work experience (Kenny 
and Rossiter, 2018) etc. It is, hence, suggested to explore senior entrepreneurship as a viable option 
which could provide flexible working hours, fulfil the need to be with one’s family, and also tackle the 
issue of age discrimination at workplace. Although, Botham & Graves (2009) suggest that new ventures 
created before reaching the retirement age have higher changes of growth and survival. But that opinion 
is based on premise more focused on biological age only, and not inclusive of the wider perspective of 
aging. Countries can relish the significant advantages of entrepreneurship by encouraging a more diverse 
population toward self- employment. We suggest that additional research must be geared to address the 
unique avenues and challenges the older and mature entrepreneurs’ encounter.
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KEY TERMS AND DEFINITIONS

Age Dependency Ratio: Ratio of the population not included in working force, usually ages 0 to 14 
years and 65 years and older and those which constitutes the typical working population, usually ages 
15 to 64 years.

Aging Workforce: Part of workforce over and above 40 years of age.
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GEM Report: Global Entrepreneurship Monitor report was prepared as a result of a comprehensive 
survey conducted covering 37 countries and 3/5th of total world’s population. The report presented as-
sessment about the entrepreneurial activities covering about 460 million adult entrepreneurs worldwide.

HRM: Human resource management.
OECD: Organization for Economic Co-operation and Development
SST: Socio-economic selectivity theory.
TPB: Theory of planned behavior.
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ABSTRACT

Household expenditures are important indicators in many aspects, especially in the economic growth of 
a country. One of the most important determinants of expenditures is the head of the household working 
within the framework of the household’s income. From this point of view, the aim of the study is to de-
termine the factors affecting the household expenditures of the heads of the household who are 60 years 
of age and older living in Turkey. In this framework, the data set of the Household Budget Survey of the 
Turkish Statistical Institute was used for the years 2015-2019. The least absolute deviation regression 
was used for the data set analysis. As a result of the study, it was determined that the gender of the head 
of the household, educational status, economic indicators, especially income, and social indicators were 
effective on the expenditures of the households. The results of the study provide valuable information to 
researchers, decision-makers, and policymakers who want to study this issue to understand the household 
spending patterns of working elderly household heads.

INTRODUCTION

Consumption is the sum of households’ expenditures on goods and services to meet their needs. Con-
sumption, that is, household expenditures, covers a significant part of the gross domestic product (Türk-
bal, 2005; Ünsal, 2013). In addition to showing the welfare level of the society where the households 
live, the expenditures of the households also affect many important economic issues such as economic 
development and policy planning. Any information on the expenditure values of households is undoubt-
edly of great importance for policymakers and decision-makers. Household expenditures are affected 
by many factors such as the age of the head of the household, in other words, the life cycle stage that is 
considered to be in the first place, the structure of the household, and the income level. Likewise, the 
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relationship between the ages of individuals and their expenditures has been a remarkable phenomenon 
in terms of economics. The life cycle hypothesis of Franco Modigliani and his student, which has a very 
important place in the economic literature, was formed on the basis of the idea of how much people want 
to spend at what age (Deaton, 2005). Therefore, in the study, all the variables that are thought to affect 
the household expenditure values were determined with the help of the literature, and it was progressed 
on the focus of the variables of age and working status in terms of the dependent variable.

Studies in recent years have focused on online spending, and in this case, it means having information 
at the level of the young population where technological literacy is high. Although Turkey is in a country 
where the young population is higher compared to the elderly population, creating an econometric per-
spective that takes into account the expenditures of the elderly population has been the main motivation 
source of the study in order not to overlook a remarkable expenditure value. In the literature, individuals 
aged 60 and 65 are classified as elderly (Axelson and Penfield 1983; Host et al., 2016; Moehrle, 1990). 
Working elderly individuals are not passive consumers.

The aim of this study is to determine the factors that affect the household expenditures of the heads 
of the household aged 60 and over living in Turkey. In this framework, the Household Budget Survey 
data set of the Turkish Statistical Institute was used. When households are mentioned, it should be 
considered that each member of the household is considered. In order to make the data set suitable 
for econometric analysis, first, the total consumption values of the individual in each household were 
calculated, and then the consumption values of the individuals in the same household were summed to 
obtain the total consumption expenditures of the relevant household. Subsequently, from the data set 
obtained, considering the working status and age values of the household heads, the data belonging to 
the household heads who are working and at the same time aged 60 and over were filtered and the data 
set to be used for analysis was created. After the introduction part of the study, a literature summary is 
involved in section 2. In section 3, the methodology and data set used in the study are described. section 
4 contains the findings, and, finally, in section 5, the conclusions are included.

LITERATURE REVIEW

There are many studies on household expenditure items from past to present (Bellante and Foster, 1984; 
Bryant, 1988; Cook et al, 1995; Jacobs et al, 1989; Koelln et al, 1995; Paulin, 2000; Rubin and Koelln, 
1996; Strober and Weinberg, 1977; Yen, 1993; Weinberg and Winer, 1983). In this section, summaries 
of some of these studies will be presented.

Expenditure patterns of elderly individuals were examined by Chung and Magrabi (1990). The data 
set of the study was obtained through the 1986 Consumer Expenditure Survey. Multiple regression 
analysis was applied in the study. As a result of the study, it was determined that age is an important fac-
tor in expenditures, compared to younger households, older households spend more on public services, 
care, and domestic services, and less on clothing, housing, and entertainment. In addition, it has been 
identified that there is no statistically significant difference between old and young individuals in terms 
of eating at home and making food expenditures outside.

Factors affecting household expenditures were examined by Soberon-Ferrer and Dardis (1991). Data 
obtained from the United States Consumer Expenditure Surveys were used in the study. As a result of 
the study, it was determined that households with full-time and part-time working spouses have signifi-
cant differences in their expenditures on childcare, dining out, and total services, and that the effects of 
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other variables such as family life cycle, education, race, and geographical location do not differ from 
according to the service category and employment status of the spouse.

A study was conducted by Abdel-Ghany and Sharpe (1997) on the consumption patterns of elderly 
individuals. The data set of the study was obtained from the Consumer Expenditure Survey in the United 
States. The multivariate tobit regression model was used in the study. In the study, households with 
people aged 65-74 and people aged 75 and over were divided into two groups. As a result of the study, 
it has been determined that there are significant differences in expenditures for food at home, eating out, 
alcohol and tobacco, housing, clothing, transportation, entertainment, and self-care.

The examination related to the household expenditures of men and women was made by Phipps and 
Burton (1998). The study uses microdata from the 1992 Statistics Canada Family Expenditure Survey. 
As a result of the study, it has been determined that traditional gender roles are important, expenditures 
for childcare increase only with the increase in women’s income, and spouses are more likely to use their 
own income for private consumption items.

A study was conducted by Denton et al. (2002) on the consumption expenditures of the elderly 
population. Canada Family Expenditure Surveys were used to collect data in the study. As a result of the 
study, it has been determined that the changes observed in the budget allocations of elderly individuals 
are mostly associated with decreases in income.

Ong et al., (2008) examined the expenditure patterns of elderly consumers. 1500 elderly individu-
als were included in the study. As a result of the study, it has been determined that the elderly spend 
the most on food, followed by rent, fuel, and electricity, these expenditure items make up 67% of their 
monthly expenditures, leaving relatively little usable income for other potential purchasing decisions.

A review of household expenditures was made by Song (2008). Survey data collected by the Institute 
of Economics of the Chinese Academy of Social Sciences were used in the study. According to the results 
of the study, it was determined that women’s bargaining abilities changed their expenditure patterns, and 
young men were more sensitive to household health expenditures compared to young girls.

Çağlayan and Astar (2012) investigated the determinants of household consumption expenditures in 
Turkey. The data set of the study was obtained from the household consumption expenditures survey of 
the Turkish Statistical Institute in 2009. As a result of the study, regardless of the rural-urban distinc-
tion, the consumption expenditures of men are lower than the consumption expenditures of women, the 
consumption expenditures increase as income increases, the consumption expenditures in urban areas 
are higher than in rural areas, and the variables of age, income, marital status, insurance, and household 
size in rural areas are statistically significant, and it has been determined that as age increases, while 
consumption expenditures increase in urban areas, consumption expenditures decrease in rural areas.

A study was conducted by Ong (2012) on the grocery shopping of elderly individuals. In the study, 
the household survey covering Peninsular Malaysia was conducted in urban and rural areas. 537 individu-
als were included in the study. As a result of the study, it was determined that the elderly tend to shop 
in supermarkets and weekend/night markets alone or with their spouses, the most important criterion 
for purchasing decisions is quality, the least important criterion is brand, leisure activities are watching 
television, reading books, gardening, and exercising.

Socioeconomic determinants of household expenditures were investigated by Sekhampu and Niy-
imbanira (2013). In the study, a survey was conducted in Bophelong, South Africa. Multiple regression 
analysis was applied in the study. According to the results of the study, it was determined that household 
income, household size, number of working people in the household, employment status, and education 
level of the head of the household create a strong positive effect on household expenditures. In addition, 

 EBSCOhost - printed on 2/9/2023 2:53 AM via . All use subject to https://www.ebsco.com/terms-of-use



71

LAD Regression Application
 

the marital status of the head of the household was associated with a negative impact on household 
expenditures. It was detected that the gender and age of the head of the household had no effect on the 
differences in household expenditures.

A study on the household expenditures of working spouses was conducted by Bodur and Avcı (2015). 
The data set of the study was obtained from the 2003 Household Budget Survey of Turkey. The Tobit 
regression model was used in the study. As a result of the study, it has been determined that while the 
wage rates of the spouses have no statistically significant effect on food away from home, processed 
food, and entertainment-culture expenditures, they have a statistically significant effect on personal care 
expenditures. Besides, while the age of women did not have a statistically significant effect on expen-
ditures, it was also determined that the education level of women increased their food away from home, 
personal care, and entertainment-culture expenditures.

The out-of-pocket expenditures of individuals during the COVID-19 pandemic were examined by 
Erişen and Yılmaz (2020). In the study, 484 people were surveyed and SPSS 20 package program was 
used to analyze the data. Mann Whitney U and Pearson Correlation analysis were used to analyze the 
data. As a result of the study, it was determined that 436.1 TL for health, 1011.9 TL for other expenditure 
items, and a total of 1163.3 TL was spent on average, and the expenditures differed according to age, 
marital status, gender, and the status of being diagnosed with COVID-19.

Household consumption expenditures were analyzed by Topal and Çağlayan Akay (2021). The data 
set of the study was obtained through the 2018 Turkey Household Budget Survey. In the study, the least-
squares method, least absolute deviation, least absolute reduction, and selection operator methods were 
used. According to the results of the study, income, savings, and household size increase household 
consumption expenditures for all models, and it has been determined that in the LAD-LASSO model, 
various variables such as kitchen, bathroom floors, heating, air conditioning preferences, energy sources 
used, detached house, apartment, summer house, credit card usage, internet shopping habits are the 
determinants of household consumption expenditures.

MATERIALS AND METHODS

Data

In this study, the data set obtained from the Household Budget Survey conducted by the Turkish Statisti-
cal Institute between 2015-2019 was used. The geographical scope of the data set covers all settlements 
within the borders of the Republic of Turkey. In the study, those included in the institutional population 
and the nomadic population were excluded. The main sampling framework applied in the selection of 
blocks, which is the primary step sampling unit in the Household Budget Survey, is the National Ad-
dress Database. Blocks were determined with probability, proportional to the size of the settlement 
from urban areas, rural areas with a municipal organization and villages, and the households from each 
block were systematically selected. The stratified two-stage cluster sampling method was used as the 
sampling method. In addition, the sampling structure was created in accordance with the purpose of 
giving estimates based on Turkey. The head of the household in the definition of the dependent variable 
in the study is the individual who is responsible for the income and expenses of the household, manages 
the household, can make legal, social, and economic decisions on behalf of the household, and plays a 
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superior and active role than other individuals (TUIK, 2021). From the data set for the years 2015-2019, 
4644 household heads aged 60 and over who were currently working were included in the study.

Measure and Variables

The dependent variable of the study is the household’s total monthly expenditure. Since the inflation rate 
changes over the years, inflation adjustments have been made to the expenditure and income variables.

Factors related to demographic, economic, and social characteristics that may affect the total expen-
diture values of the households are considered as independent variables. The demographic factors are 
the gender (male, female), educational status (did not finish a school-primary school; secondary school; 
high school; the university), marital status (never married; married; widowed/divorced) of the household 
responsible person and household size variables.

Annual disposable inflation-adjusted income of the household, type of house (detached house; 
apartment), second home ownership (yes; no), number of automobiles, saving status (yes; no), inflation-
adjusted lighting expenditure, inflation-adjusted heating and kitchen expenditure and inflation-adjusted 
fuel expenditure for vehicle variables are economic factors.

Social factors are whether there is a person who has the habit of using a credit card (yes; no), whether 
there is an individual who has the habit of going to the farmer market (yes; no), whether there is an 
individual who has a habit of smoking (yes; no), whether there is an individual who has a habit of using 
alcohol. (yes; no), whether there is a person who has the habit of eating out, (yes; no), whether there is 
an individual who has the habit of going to places such as a coffee house, cafe, local, internet cafe etc. 
(yes; no), and whether there is an individual who has the habit of buying daily newspapers (yes; no) as 
variables.

Research Method

The data set of the study was made ready for statistical analysis through the Microsoft Excel program 
and then Stata 14.1 program was used to make the necessary analysis.

In the study, in which the factors affecting the expenditures of the households were investigated, 
first of all, the variables and descriptive statistics used for the households participating in the research 
were investigated. Then, by applying Least Absolute Deviation (LAD) regression analysis, the factors 
affecting the total expenditures of the households were identified.

RESULT

Descriptive Statistic

The independent variables that may have an impact on the total expenditures of households in Turkey 
were selected based on the available literature and the availability in our data set. The category definitions 
and descriptive statistics of the independent variables used in the econometric analysis are presented in 
Tables 1 and 2.
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Continued on following page

Table 1. List and description of the modeled variables

Variables n (%) Frequency

Demographic indicators

Gender

1 Male 93.26 4331

2 Female 6.74 313

Education Status

1 Did Not Finish A School-Primary School 42.59 1978

2 Secondary school 39.51 1835

3 High school 6.35 295

4 University 11.54 536

Marital status

1 Never Married 0.78 36

2 Married 89.04 4135

3 Divorced - Widowed 10.19 473

Economic indicators

House Type

1 Detached 72.03 3345

2 Apartment 27.97 1299

Second Home Ownership

1 Yes 15.44 717

2 No 84.56 3927

Saving Status

1 Yes 40.09 1862

2 No 59.91 2782

Social indicators

The Habit of Using a Credit Card

1 Yes 36.50 1695

2 No 63.50 2949

The Habit of Going to the Farmer Market

1 Yes 64.13 2978

2 No 35.87 1666

The Habit of Smoking

1 Yes 42.53 1975

2 No 57.47 2669

The Habit of Using Alcohol

1 Yes 5.51 256

2 No 94.49 4388

The Habit of Eating Out

1 Yes 25.58 1188
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The majority (93.26%) of the heads of the household working at the age of 60 and over are male, 
11.54% of them are university graduates, and 89.04% of them are married. 72.03% of the participants, 
who attended the study, live in a detached house, 15.44% have a second home, 40.09% of them practice 
economy, and 36.41% of them use credit cards. 63.50% of the household heads have the habit of going 
to the farmer market, 42.53% have the habit of smoking, 5.51% have the habit of alcohol use, 25.58% 
have the habit of eating out, 33.12% have the habit of going to the cafe, 5.25% have the habit of buying 
daily newspapers.

Households with household heads aged 60 and over have an average monthly expenditure of 
4326.549₺, lighting expenditure an average of 109.782₺, heating and kitchen expenditure an average of 
168.864₺, fuel expenditure for vehicle an average of 182.181₺ and monthly annual income an average 
of 66588.82₺. In addition, the number of cars in the households is an average of 0.482, and the average 
household size is 2.955.

Figure 1 indicates the distribution of household expenditures in Turkey with an average of 4326.549₺, 
and a standard deviation of 4149,042₺. We can observe that the distribution is asymmetrical and indicates 
a right-skewed average household expenditure.

Table 1. Continued

Table 2. List and description of the modeled variables

Variables Mean Standard Deviation

Household Expenditure (₺) 4326.549 4149.042

Number of Automobiles 0.482 0.574

Household Size 2.955 1.831

Income 66588.820 67165.480

Lighting Expenditure 109.782 127.952

Heating and Kitchen Expenditure 168.864 167.750

Fuel Expenditure for Vehicle 182.181 270.882

Variables n (%) Frequency

2 No 74.42 3456

The Habit of Going to the Cafe

1 Yes 33.12 1538

2 No 66.88 3106

The Habit of Buying Daily Newspapers

1 Yes 5.25 244

2 No 94.75 4400
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Estimation of Models

The ordinary least squares (OLS) method was primarily applied to determine the factors affecting the 
expenditures of the households included in the study. Then, the assumptions of the ordinary least squares 
method were tested. First, a multicollinearity test was performed. The variance inflation factor (Vif) being 
less than 5 indicates that there is no multicollinearity problem (Çebi Karaaslan, Oktay & Alkan, 2022). 
Table 3 exhibits the Vif values of the independent variables. When the Vif values of the independent 
variables used in the study are examined, they are all less than 5. Thus, there is no independent variable 
that causes the multicollinearity problem.

Figure 1. Histogram curve showing total expenditure distribution
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Table 3. Variance inflation factor

Variables Vif 1/Vif

Demographic indicators

Gender (reference: female)

Male 1.70 0.59

Education Status (reference: university)

Did Not Finish A School-Primary School 3.82 0.26

Secondary School 3.58 0.28

High School 1.52 0.66

Marital Status (reference: married)

Never Married 1.05 0.96

Divorced - Widowed 1.68 0.59

Household Size 1.19 0.84

Economic indicators

Income 1.66 0.60

House Type (reference: detached house)

Apartment 1.36 0.74

Second Home Ownership (reference: no)

Yes 1.11 0.90

Number of Automobile 1.82 0.55

Saving Status (reference: no)

Yes 1.12 0.89

Lighting Expenditure 1.16 0.86

Heating and Kitchen Expenditure 1.07 0.93

Fuel Expenditure for Vehicle 1.93 0.52

Social indicators

The Habit of Using a Credit Card (reference: no)

Yes 1.43 0.70

The Habit of Going to the Farmer Market(reference: no)

Yes 1.09 0.92

The Habit of Smoking(reference: no)

Yes 1.12 0.89

The Habit of Using Alcohol(reference: no)

Yes 1.11 0.90

The Habit of Eating Out (reference: no)

Yes 1.20 0.83

The Habit of Going to the Cafe (reference: no)

Yes 1.14 0.88

The Habit of Buying Daily Newspapers (reference: no)

Yes 1.14 0.88

Mean Vif 1.55
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For the assumption tests, the normal distribution assumption test and the heteroscedasticity assumption 
test were performed. The heteroscedasticity problem was tested with Breusch-Pagan / Cook-Weisberg 
test (P<0.000) and the normal distribution was tested with the Jarque-Bera test (P<0.000) respectively. 
As a result of the assumption tests, it was determined that the data set contained extreme values and 
did not show a normal distribution. For the data with extreme values, robust regression models, which 
are resistant to the presence of extreme values, are used instead of the OLS method. The reasons why 
the OLS method cannot be used when there is extreme value in the data set: the detection of extreme 
values and the estimation stage of parameters, it is mostly not possible to distinguish them; even if the 
raw observation values consist of normal observations with large errors, the extracted data is not normal 
and the performance of the best exclusion methods does not reach the performance of the robust method 
sufficiently (Huber, 1981; Türkay, 2004).

To overcome these inconveniences, LAD regression was used in the study. LAD regression param-
eters estimate by minimizing the sum of the absolute values of the errors, rather than the square of the 
errors (McGreevy et al., 2009).

Table 4 includes the LAD regression estimation results regarding the factors affecting the household 
expenditures of household heads aged 60 and over.

Table 4. LAD regression model estimation results

Variables β Robust Std. 
Error P

95% Conf. Interval

LL UL

Demographic indicators

Gender (reference: female)

Male -149.817 77.406 0.053 -301.569 1.936

Education Status (reference: university)

Did Not Finish A School-Primary 
School -701.751 126.045 0.000 -948.859 -454.642

Secondary School -581.689 125.325 0.000 -827.386 -335.992

High School -635.318 143.428 0.000 -916.505 -354.130

Marital Status (reference: married)

Never Married -52.887 140.149 0.706 -327.646 221.871

Divorced - Widowed -72.438 73.371 0.324 -216.279 71.403

Household Size 138.583 17.100 0.000 105.060 172.107

Economic indicators

Income 0.024 0.001 0.000 0.021 0.027

House Type (reference: detached house)

Apartment 433.351 60.464 0.000 314.813 551.889

Second Home Ownership (reference: no)

Yes 151.310 73.533 0.040 7.150 295.471

Number of Automobile 53.831 64.983 0.407 -73.567 181.228

Saving Status (reference: no)

Yes -444.639 44.154 0.000 -531.203 -358.075

Continued on following page
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When Table 4 is examined, the gender of the household head, educational status, household size, 
annual disposable income of the household, type of housing, second home ownership, saving status, 
lighting expenditure, heating and kitchen expenditure, fuel expenditure for the vehicle, use of credit card, 
going to farmer market, smoking, alcohol use, eating out, going to a cafe and buying daily newspapers 
were found to be statistically significant.

In terms of demographic factors, male household heads have a lower median household expenditure 
compared to female household heads. Household expenditure median is lower for those who have not 
completed school, those who have graduated from secondary school and high school, compared to those 
who have graduated from university. As the household size increased by 1 unit, the median household 
expenditure increased by 138,583₺.

In terms of economic factors, as the household income level increased, the median household ex-
penditure increased. Those who practice the economy have a lower median household expenditure than 
those who do not. A 1-unit increase in lighting expenditure increases the household expenditure median 
by 2,341₺, a 1-unit increase in heating and kitchen expenditure increases the household expenditure 
median by 1,589₺, and a 1-unit increase in fuel expenditure for the vehicle increases the household 
expenditure median by 2,260₺.

Table 4. Continued

Variables β Robust Std. 
Error P

95% Conf. Interval

LL UL

Lighting Expenditure 2.341 0.256 0.000 1.840 2.843

Heating and Kitchen Expenditure 1.589 0.180 0.000 1.237 1.942

Fuel Expenditure for Vehicle 2.260 0.209 0.000 1.850 2.671

Social indicators

The Habit of Using a Credit Card (reference: no)

Yes 162.510 57.116 0.004 50.536 274.485

The Habit of Going to the Farmer Market (reference: no)

Yes 146.670 40.952 0.000 66.384 226.956

The Habit of Smoking(reference: no)

Yes 284.230 42.942 0.000 200.043 368.418

The Habit of Using Alcohol(reference: no)

Yes 250.194 71.487 0.000 110.044 390.343

The Habit of Eating Out (reference: no)

Yes 322.968 63.885 0.000 197.723 448.214

The Habit of Going to the Cafe (reference: no)

Yes 159.711 45.097 0.000 71.299 248.122

The Habit of Buying Daily Newspapers (reference: no)

Yes 446.175 145.134 0.002 161.643 730.708

Cons 1097.631 160.739 0.000 782.505 1412.756

N: 4644

Pseudo R2: 0.3448 Prob: 0.000
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In terms of social indicators, those who use credit cards have a higher median household expenditure 
compared to those who do not. The household expenditure median is higher for those who have the habit 
of going to the farmer market compared to those who do not have the habit of going to the farmer market. 
Households with an individual, who has a smoking habit, have a higher median household expenditure 
than those who do not have a smoking habit. Households with an individual who has a habit of drink-
ing alcohol have a higher median household expenditure than those who do not.  Households with an 
individual, who has a habit of eating out, have a higher median household expenditure than those who 
do not. Households with a habit of going places such as coffeehouses, cafes, local, internet cafes have 
a higher median household expenditure than those without. Households with the habit of buying daily 
newspapers have a higher median household expenditure than those without.

CONCLUSION

In this study, the factors affecting the household expenditure of actively working household heads aged 
60 and over in Turkey were examined. As a result of the study, it was determined that the gender of the 
head of the household, educational status, economic indicators, especially income, and social indicators 
were effective on the expenditures of the households.  The results have a qualification to support the 
economic literature. The results of this study contribute to understanding the spending patterns of elderly 
working individuals by analyzing the factors associated with household expenditures.

First, it was determined that the gender factor had a statistically significant effect on the household 
expenditure value. According to the econometric model, male household heads have less household 
expenditure than female household heads.

In terms of the educational status of household heads, university graduates have the highest household 
expenditure value. It is possible to explain this situation by the fact that educated and qualified individu-
als tend to spend more as a natural consequence of earning more.

As the household size increased, the household expenditure value increased. This situation may be 
related to the increase in the number of people in the household, and the increase in many expenditure 
items, especially the kitchen, lighting, education, and transportation expenses.

As the household income level increased, the household expenditure value increased as expected. 
Households that save have a lower household expenditure value than those that do not save. This situation 
comes from the definition of saving. Saving is the portion that individuals separate from their income to 
spend (Keynes, 1936). As a result, those who save spend less money than those who do not.

The increase in Lighting Expenditure increased the value of household expenditure, the increase in 
Heating and Kitchen Expenditure increased the value of household expenditure, and the increase in Fuel 
Expenditure for Vehicle increased the value of household expenditure. All of these are important expen-
diture items for households. Fuel Expenditure for Vehicle has the largest coefficient of these increases. 
This situation is related to the high costs as a result of high taxes on fuel prices in Turkey.

Households that use credit cards have a higher household expenditure value than those that do not. 
This situation may be related to the fact that credit cards provide many spending conveniences such as 
not having cash, being able to shop online, and so on.

Households with a habit of going to the farmer market have a higher household expenditure value than 
those without. Households with an individual who has a smoking habit have a higher median household 
expenditure than those who do not have a smoking habit. Households with an individual who has a habit 
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of drinking alcohol have a higher median household expenditure than those who do not. Households 
with an individual, who has a habit of eating out, have a higher median household expenditure than those 
who do not.  Households with a habit of going places such as coffeehouses, cafes, local, internet cafes 
have a higher median household expenditure than those without.  Households with the habit of buying 
daily newspapers have a higher median household expenditure than those without.  These variables can 
be regarded as socio-cultural variables, and it is appropriate for the economic realities to have higher 
expenditure values for the responsible person in the household with more socialization.

FUTURE RESEARCH DIRECTIONS

The study has several limitations. A cross-sectional dataset was used in the study. The dependent vari-
able is based on expenditures reported by household heads, and, therefore may be affected by excessive 
values due to incorrect reporting. There is no rural/urban distinction in the study. The impact of these 
limitations as a whole does not invalidate the policy significance of the findings yielded in this study. 
Working with econometric models that will allow comparing the spending characteristics of certain age 
groups, as well as a wider year range for future studies, can be carried to a more valuable point.
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KEY TERMS AND DEFINITIONS

Cross-Sectional Data: Data collected from different units at a certain time is called cross-sectional 
data.

Dependent Variable: The basic variable whose value is determined in the model, which is thought 
to be affected by other variables, is called the dependent variable.

Heteroscedasticity: It means that error terms do not have constant variance. Thus, the variance of 
the error terms will change with the independent variable.

Independent Variable: The variable whose value, which is thought to have an effect on the dependent 
variable, is determined outside the model is called the independent variable.

Least Absolute Deviation Regression: It is an estimation method that aims to obtain estimators that 
minimize the sum of the absolute values of the errors.

Normal Distribution Assumption: It is an assumption that the error terms are normally distributed.
Ordinary Least Squares Method: It is an estimation method that aims to obtain estimators that 

minimize the sum of squares of error.
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ABSTRACT

Human migration is a challenging process in Ethiopia, where special illegal human migrants cross dif-
ferent border countries without any basic information or knowledge. Due to this, there is the difficulty of 
getting a vast amount of information to know the destination countries. They go without any information, 
which also wastes more time, cost, violates their human rights, and endangers their lives. This study 
used a KBRF to assess the user input and compare them with the stored cases. For this, 75,920 cases 
were collected from MoLSA and central statistical agencies with and attributes selected for the query 
of users as well as for their solution. The best solutions are displayed for a user after the similarity 
calculation of the query and the stored cases. Then the users can decide on which similar cases satisfy 
their needs. KBRF has an average performance, recall, and precision score of 92% (4.60), 0.91 (91%), 
and 0.63 (63%), respectively, from domain experts and system performance.
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INTRODUCTION

According to UN Migration Agency (IOM), “no commonly conventional definition for migration exists”. 
In reality, there are a lot of definitions of human migration, and it defines differently. It can be defined 
as “a process of moving, either across different border countries, or within a state; it is a peoples move-
ment, nearby any kind of movement of peoples, whatever its length, composition, and causes; it includes 
migration of refugees, displaced persons, uprooted people, and economic migrants” (Fiorini, A., 2016). 
On the other hand, Encyclopedia Britannica defines the term ‘migration’ as being “a permanent change 
of residence by an individual or group; it excludes such movements as migrant labor, travel, and tourism, 
all of which are transitory in nature”. Finally, defines migration as being a long-term movement of an 
individual people or group of peoples outside their place of migrant’s source. In general, these processes 
are it may be illegal or legal.

“Since the dawn of human progress, more than 70,000 years ago, humans have migrated across different 
border countries to search for food, shelter, safety, and hospitable climate”. The movement is continuing 
in the beginning of the 21st century (Hristoski, I., & Sotiroski, K., 2012), but new reasons for human 
migration are arising too, such as job-related movement (Boubakri, H., 2013). Due to the great techno-
logical advances in electronic communications and transportation, the scale of modern human migration 
is even bigger and more dynamic than ever before. It is a global problem of huge strength, involving 
people from various countries, of different ages, gender, and race, belonging to various nationalities and 
religions, and having various social, economic and political background problems (Yemisrach, F., 2015).

As stated in (Yemisrach, F., 2015) illegal migration front multiple challenges or problems to countries 
of source, bridge, and destination, as well as to migrants themselves. Migrants in the illegal situation are 
particularly open to bias, exploitation, and violence. Such migrants are also in danger of being exploited 
by crime organizations involved in human trafficking and migrant smuggling crimes that constitute a 
serious violation of the human rights of its sufferers.

Basic Information about unrecorded migrants in the illegal situation is often difficult to put a figure 
on. Estimates vary greatly from one source to another. As described in IOM, “has approximate that 
10–15% of the world’s 214 million international migrants in 2010 were unrecorded and also the UNDP 
has estimated that around one-third of all migration flows in developing countries were unrecorded” 
and also both the UNDP and the OECD include unrecorded migrants in their estimation of the migrant 
database, but the accurate amount of migrants in the illegal situation are unknown.

According to the central statically agency and MoLSA office, from 2000-2014 years, there are around 
84, 000 and 459, 810 young people in Ethiopia living outside their place of birth, in different regions 
by legally system was recorded about 459, 810 respectively. The main origins of Ethiopian migrants are 
from the populated regions, such as Amhara, Oromiya, SNNPR, Addis Ababa, Gambela, Dire Dawa, 
Harari, Tigray, Somali, and Beshangul Gumuz region. These areas are also the same that belong to the 
poorest regions in Ethiopia, with low per capita incomes. Central statically agency and MoLSA Office 
clearly defines the number of migrants in each year in different regions as shown, in Table 1 and 2.
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The main destinations countries for migrant’s area are Saudi Arabia, Kuwait, Dubai, Israel, Peru, 
Japan, Denmark, Qatar, Italy, and India countries with the highest per capita income as stated by center 
statically agency and MoLSA office.

The current practices to control illegal migration of Ethiopia Government made to control illegal 
migration the first option was to prevent human trafficking, by coordinating both regional and national 
policy to make awareness the dangers of illegal migration in Ethiopia, by creating TV program. The 
government monitored the activities of labor staffing agencies and closed in a different agency that was 
facilitating the migration for a dangerous condition. And also, make labor migration right discussion in 
the previous reporting period with Jordan, Kuwait, and Qatar stay in place, the government discuss new 
agreements in 2013 with the Governments of Djibouti, Sudan, the UAE, and Kenya. However, these 
agreements did not explicitly contain provisions to protect workers, such as by outlining mandatory rest 
periods, including grounds for filing grievance, and prohibiting recruitment fees.

One of the challenging problems in the world to control illegal migrants is the absence of (Arione, 
E., Barone, G., Holsten, M., & Weber, F., 1999) recorded information for analysis purposes. Ethiopia 
also faces this problem, since most young Ethiopian migrant follows an illegal system. As a result, the 
country loses its young human power every year. Therefore law enforcement bodies like police need 
to learn the factors that constitute human migration. To control migration, there should be a need for 
careful migration prevention strategies and policies.

Table 1. Human migration numbers of record from 2000-2014

(Salem, A. B. M., Roushdy, M., & Hodhod, R. A., 2005)
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The challenging problem in Ethiopia is that most of the migrants cross the border of the countries 
in an illegal system. They move across different life cycles to arrive at the destination countries. Amid 
illegal migration, with the hope of finding better jobs, a considerable pack of nationals leaves Ethiopia 
with the help of human traffic, and their preferred destinations are European countries. It requires pure 
luck to reach the destination crossing the Mediterranean Sea often; this dangerous journey of life takes 
the lives of many on the barren desserts or the seas. “In the aftermath of the brutal ISIS massacre of 30 

Table 2. Human migration status in Ethiopia from 2009-2013

(Moore, C. J., Lehane, M. S., & Price, C. J., 1994, March)
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Ethiopian migrants in Libya, citizens have started to talk seriously about the dangers of illegal migration”. 
Human trafficking has become an immense problem in Ethiopia. As a result of poverty, large numbers 
of Ethiopians are voluntarily trafficked, through illegal ‘desert routes and they are mainly trafficked for 
household labor purposes (Watson, I., 1998).

The challenge these migrants face during the journey is not the end but the beginning of the distur-
bance. Even in the case, they succeed to reach their destination and get a job, they are subjected to abuses 
such as long working hours, unbearable workload, restricted movement, isolation, inability to change 
employers, lack of leisure, denial of wages, and irregular payment of wages.

Metema-Galabat, a ‘desert route’ of human trafficking from Ethiopia to Sudan, is a place of suffering 
for many illegal migrants from Ethiopia, and also the migrants physical and emotional abuse, torture, 
imprisonment, threats, beatings, and even death are just some of the horrors the majority of trafficked 
women face while passing through this route. The magnitude of “illegal migration in Ethiopia is becoming 
significant the view of the MoLSA, around 1.5 million Ethiopians left the country illegally between the 
years 2008 and 2014”. However, the illegal migrants travel around with the aid of organized smugglers 
across the borders and the deserts of Yemen and Libya. The time between going away and arrival may 
vary from some days to several months or even years (Iqbal, N., & Ashraf, M. H., 2006).

Very often, the illegal travels take place under inhuman conditions: the migrants are overcrowded 
in trucks, with minimal or no food and drink for extended hours, and fatal accidents occur commonly. 
After they arrive in the destination country, their illegal status puts them at the mercy of their smugglers, 
who often force the migrants to work for years in the illegal labor market to pay off the debts incurred 
as a result of their transportation.

Smuggling is mostly done by land and sea, high pressure and low economy in the illegal migration 
work are the big factors that make not as good as these situations (Van Meteren, R., & Van Someren, 
M., 2000, May).

Since in Ethiopia, there is no local research to recommend destination countries for human migrants 
to give basic information about the migrant where they go and also make awareness for illegal migrants. 
So, we design a prototype KBRF system to solve those problems in Ethiopia.
Based on the above-stated problems, the study addresses the followings research problems:

• What are the factors of human migration in Ethiopia?
• How to identify variables that help to recommend the destination country?
• How to recommend?
• To what extent the recommender system gets users’ acceptance?

LITERATURE REVIEW

Recommender systems are a special type of information filtering system. Information filtering deals with 
the delivery of items selected from a large collection that the user is likely to find interesting or useful 
and can be seen as a classification task (Al-Wakel, E., 2014).

Recommender systems provide advice to users about items they might wish to purchase or examine. 
Recommendations made by such systems can help users navigate through large information spaces of 
product descriptions, news articles, or other items. As online information and e-commerce burgeon, 
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recommender systems are an increasingly important tool (Ekstrand, M. D., Riedl, J. T., & Konstan, J. 
A., 2011).

Recommender systems are a special type of information filtering system. Information filtering deals 
with the delivery of items selected from a large collection that the user is likely to find interesting or 
useful and can be seen as a classification (Sun, S. H., & Chen, J. L., 2007, June).

Collaborative filtering (CF) is a popular recommendation algorithm that bases its predictions and 
recommendations on the ratings or behavior of other users in the system. The fundamental assumption 
behind this method is that other users’ opinions can be selected and aggregated in such a way as to pro-
vide a reasonable prediction of the active user’s preference (El-Sappagh, S. H., & Elmogy, M., 2015).

The main advantage of this type of recommender system is that they are more effective when it comes 
to customer satisfaction as they recommend the most appropriate items to users which are personalized 
at the same time. The collaborative filtering algorithms are designed such that the accuracy of their 
prediction increases tremendously over time as more user preferences are added to the database, irre-
spective of the size of the database. It has the same problem as with a content-based system. To make 
accurate recommendations, the system must first learn the user’s preferences from the ratings that the 
user gives. New items are added regularly to recommender systems. Collaborative systems rely solely 
on users’ preferences to make recommendations. Therefore, until the new item is rated by a substantial 
number of users, the recommender system would not be able to recommend it (Salem, A. B. M., 2007).

Content-based recommendation systems try to recommend items similar to those a given user has liked 
in the past. Indeed, the basic process performed by a content-based recommender consists in matching 
up the attributes of a user profile in which preferences and interests are stored, with the attributes of a 
content object (item), to recommend to the user new interesting items.

Disadvantages of Content-Based Recommender Systems

Limited Content Analysis

Content-based techniques have a natural limit in the number and type of features that are associated, whether 
automatically or manually, with the objects they recommend. Domain knowledge is often needed, e.g., 
for movie recommendations, the system needs to know the actors and directors, and sometimes, domain 
ontology is also needed. No content-based recommendation system can provide suitable suggestions 
if the analyzed content does not contain enough information to discriminate items the user likes from 
items the user does not like. Some representations capture only certain aspects of the content, but many 
others would influence a user’s experience. For instance, often there is not enough information in the 
word frequency to model the user interest’s in-jokes or poems, while techniques for affective computing 
would be most appropriate. Again, for Web pages, feature extraction techniques from the text completely 
ignore aesthetic qualities and additional multimedia information.

Over-specialization

Content-based recommenders have no inherent method for finding something unexpected. The system 
suggests items whose scores are high when matched against the user profile; hence the user is going 
to be recommended items similar to those already rated. This drawback is also called the serendipity 
problem to highlight the tendency of the content-based systems to produce recommendations with a 
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limited degree of novelty. To give an example, when a user has only rated movies directed by Stanley 
Kubrick, she will be recommended just that kind of movie. A “perfect” content-based technique would 
rarely find anything novel, limiting the range of applications for which it would be useful.

Case-Based Reasoning System

The objective for computer systems being able to support human experts during the complex problem-
solving task is a usual topic of AI research. To enable a computer system to give rational support when 
solving problems in a complex application domain, it is essential to provide it with specific knowledge 
within that domain. Several methodologies to realize such knowledge knowledge-based systems have 
been developed, such as the rule-based approach and KBRF approach. KBRF means “adapting earlier 
solutions to meet new demands, using earlier cases to account for new situations, using earlier cases 
to evaluate new solutions, or reasoning from precedents to understand a new situation” (Mishra, N., 
Lin, C. C., & Chang, H. T., 2015). KBRF is easier to make better decisions in a dynamically changing 
environment. People learn from their success and wrong activities to handle similar situations in the 
right manner and not to repeat their mistakes of the past. KBRF approach is more compatible to reuse 
earlier solved problems and learn from experiences for future decisions. Similarly, KBRF is an approach 
to incremental learning. Once a problem has been solved, KBRF approaches use the solution to solve 
future problems (Mishra, N., Lin, C. C., & Chang, H. T., 2014, December) (Chang, H. T., Mishra, N., 
& Lin, C. C., 2015).

Knowledge-Based Reasoning Techniques

There are different types of knowledge-based reasoning techniques. Some of them are semantic net-
works, neural networks, fuzzy logic, rule-based reasoning, and case-based reasoning techniques. From 
those types of techniques, the researcher discusses rule-based and case-based techniques. Rule-based 
reasoning is a system whose knowledge representation is in a set of rules and facts. Symbolic rules are 
one of the most popular knowledge representation and reasoning methods. This popularity is mainly due 
to their naturalness, which facilitates comprehension of the represented knowledge. The basic forms of 
a rule, if <condition> then <conclusion> where <condition> represents premises and <conclusion> 
represents associated action for the premises as described. The condition of rules is connected between 
each other with logical connectives, such as AND, OR, NOT, etc. When sufficient conditions of a rule 
are satisfied, then, the conclusion is derived and the rule is said to be fired.

The case based on earlier history understanding is that it can be used for coming problems solving, 
and can refer to the past case, stored or retained case Express reasoning by reusing earlier cases is the 
most strong and common applied way to find or to solve the problem of humans. In other words, KBRF 
is a group of occurrences that happens in a particular order, one following the other, which are often 
repeated and process of two or more combined cases that become more effective for problem-solving. 
Similarly, the new case or unsolved is a description of a new problem that is to be solved. Problem-solving 
is not needed to achieve a particular correct result of an application problem; it may be expressed by 
the user. The term solving a problem is used in the wide sense, a set of ideas or plans within the area of 
knowledge base system in general.
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KBRF SYSTEM CYCLE

The problem-solving cycle of KBRF consists of four main methods.

• Retrieving: the majority of similar history experience cases were retrieved for the similar unsolved 
problem.

• Reusing: the cases from history retrieved cases by joining together and copying.
• Revising: the future (proposed) solution from the attempt to solve new (cases) problem or adopt 

a new (future) proposed solution.
• Retaining: when the new solution was confirmed, then the newly proposed solution was retained.

The nearest-neighbor retrieval technique is to measure the “similarity between a source case and case 
which we are searching” according to and if the case is not matched with the KBRF library. Then, the 
KBRF system will return the nearest match. The nearest match corresponds to the following equation.

Similarity (T, S) = ∑n
i=1 f (Tj, Si) *Wi ---- (1)

Where

T= target case
S= source case
n= number of attributes in each case
I= individual attribute from 1 to n
f= similarity function for attributes I in cases T and S
w= importance weighting of attribute I

To inductive retrieval, use history experienced cases to construct decisions or extract rules. Inductive 
retrieval is used to retrieve a set of matched cases and then nearest-neighbor retrieval rank these cases 
according to their similarity with the target case. Study the effects of migration on the economic condi-
tion of the moving country. Thus, an investigation of the current trends in migration has been done, to 
improve the understanding of this occurrence, and a model based on growth accounting was developed 
and applied on aggregated data for 131 countries. From this study, the researchers used the geographic 
instrument technique, often employed in practice. Differences in the economic condition of the countries 
have been accounted for by dividing the countries according to the value of average income per person. 
Also, a model variable has been used to divide the effects of the different countries with migration rates 
of highly skilled from the rest. The results show that migration rates have a positive effect on the GDP 
per capita growth rate and also on employment and capital stock growth rates and income. Finally, from 
these study, “countries, where migration charge is of very much educated, exceed 30% there is less 
economic growth and a lower increase in wages, compared to the others, as predicted by the economic 
theory”. The study recognizes the major causes of migration of educational intellectuals from Addis 
Ababa University to the “industrial world and to compare and contrast the brain drain from Imperial 
regime up to FDRE (1974-1993)”.

The researcher also used both narrative and survey research designs are used and the researchers 
“divided the sampling frame into commonly selected strata (groups) of five Colleges and two institutes 
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arranged by strata”. In the selection process, respondents were selected from each college and research 
institutes using stratified random sampling techniques. The data were gathered from Addis Ababa Uni-
versity educational intellectuals, analyzed by using percentage, average (mean), descriptive words, and 
the documents were incorporated to substitute the qualitative information. Finally, from this study, some 
recommendations are forward: Policymakers to control this issue promote on adjusting housing, salary, 
creating a conducive environment, attracting foreign intellectuals and both are should know university 
is not political and it is an area of academic, avoid conflict, take the responsibility on political issues, 
social situation and in democratic principles for the realization of better development. Gudetu Wakgari, 
human migration is a movement of people from one geographic area to the other for a better life in 
different developed countries. Ethiopia is not exceptional to this challenges problem where migration 
is initiated by both pull and push reasons. But this time it is categorized by mass migration of women 
to the Middle East Arabic countries, among which the majority are illegal humans. Illegal humans in 
Ethiopia are causing several serious problems, turning the hope of many young girls into disaster. This 
study attempts to assess the causes and consequences of an illegal human taking women in the Middle 
East Arabic Countries as a case study. The researchers used qualitative research this study concludes 
that in addition to poverty and unemployment several interrelated factors cause trafficking.

Migration Patterns in the Horn of Africa

According to IOM in 2012, there are now about “192 million people” who migrate to developed countries, 
which is “about 3% of the world’s population”. The most common challenges in the horn of Africa, are 
especially in Ethiopia in the past years. “The political overthrow of the Ethiopian Imperial Government 
in 1974, the independence struggle of Eritrea, the war between Ethiopia and Somalia 1978, and the civil 
conflict in Sudan and Somalia in the 1980”. These are the major cause of people migrating across dif-
ferent border countries. In general, the causes of the migration pattern in the Horn of Africa, especially 
in Ethiopia is complex because there are so many factors, including “ethnic and religious conflicts, 
irredentist and separatist-inspired violence, an international war between countries in the region, and 
intervention in domestic conflicts by external powers” (Mishra, N., Chang, H. T., & Lin, C. C., 2015).

Until the early 1990s, Ethiopia was one of the largest producers of migrants in Africa, and also to 
some scholar migration flows in the Horn Africa and Ethiopia is presented in Table 3. As this table 
shows, the movement or migration number in Ethiopia increased from “55,000 in1972 to over a million 
in 1992”. Even though Ethiopia has experienced migratory flows throughout its history, the movement 
of Ethiopian civilians became greater in the late 1960 and 1970 as described.
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Here in this section, the researcher discusses different research papers that are related to case-based 
reasoning in different areas conducted locally in Ethiopia which helps to understand how to solve and 
develop case-based reasoning to recommend destination countries for human migrants. Application of 
case-based recommender system has been instigated in the field of study selection in the case of higher 
education in Ethiopia”. The objective of the study was to develop a prototype case base recommender 
system that assists the students in their field of study selection process. That helps and recommends to 
the students based on previously solved cases and new queries given by the users/students. With the 
collection of 105 cases that are collected from successful students. For the implementation, the author 
uses JCOLIBRI as an implementation tool to develop the prototype recommender system. Queries from 
users are used as input for the system to provide a recommendation. After accepting the input the system 
calculates the similarity between existing cases and new queries that are provided by the students and 
provides solutions or recommendations by taking best cases to the new query this helps the students to 
make decisions easily. After developing the prototype of the system, testing of the prototype for case base 
recommender system was done to evaluate the performance of the system. Based on user acceptance of 
prototype testing, the average performance of the system was 77.2% and 80.2% by the domain experts 
and students respectively.

Research studies that are titled “application of case-based reasoning for anxiety disorder diagnosis” to 
develop a prototype case-based reasoning system that can give decision support for anxiety disorder diag-
nosticians at a different level of expertise. The investigation of the research paper is based on limitations 
of a rule-based knowledge base system such as incremental learning and specific knowledge acquisition. 
The implementation tool used to develop the prototype is the JCOLIBRI case-based framework and for 
the implementation of the prototype, successfully solved cases were acquired from Amanuel Mental 
Specialized Hospital. In addition, the main parameter was identified in consultation with anxiety disorder 
experts. Testing of the prototype case-based reasoning system was done to evaluate the performance 

Table 3. Migrants in the Horn of Africa and Ethiopia: 1972-1992

(Van Meteren, R., & Van Someren, M., 2000, May)
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of the system. The testing of the prototype was performed from two sides. The first one was testing in 
terms of precision and recall and registered 71% and 82% respectively. In addition to this, the average 
solution similarity using methods Leave One Out evaluator and Hold Out evaluation achieved perfor-
mance of 73% and 75.5% respectively. The second one was the performance of the system was evaluated 
by the potential users of the system and achieved 83.2% performance. The research study that is titled 
“application of recommender system in investment activity selection in the case of Ethiopia” develop a 
Case-Based Recommender System that can give recommendations on the selection of investment sec-
tors and investment activity in Ethiopia to foreign and domestic investors. The prototype system also 
provides a recommendation to new investors based on previously solved cases and new queries given 
by the investor. 1344 cases were used which are collected from the successful investor as a case base. In 
this study, the author also uses the JCOLIBRI case-based development framework for the implementa-
tion of the prototype system. Finally, testing of the prototype for case base recommender system was 
done to evaluate the performance of the system, and Based on user acceptance of prototype testing; the 
average performance of the system was 82% and 84% by the domain experts and investors respectively.

DATA PREPARATION FOR KBRF

This study is based on data collected from the central statistical agency and the MoLSA office. Before 
implementing the Knowledge-base (KBRF) system, the researcher clearly understands the migrant’s 
factors and has worked closely with the two dataset sources. To understand the migrant’s factors to 
migrate legally, the first step is identifying the migrant’s causes to understanding the characteristics of 
migration that determines migrant’s goals and DM goals were set to identify and prepare data required 
for the study. Next, the KBRF system task is ready for retrieve, retain, revision, and also to recommend 
destination country for human migrants in Ethiopia. Migration can be defined as a process of moving, 
either across different border countries or within a State. Migration is part of human history since its very 
beginning. People have migrated from one continent to the other, from country to country or internally, 
inside the same country. Currently, IOM states that there are “about one billion migrants around the 
world”. This number includes “214 million international migrants and 740 million internally displaced 
persons”. The business understanding was carried out on pertinent issues giving due emphasis on the 
following parameters as noted in. Observing domain experts work to define clearly the problem and 
determine the goal. Secondly, organizing the migrants’ cases and learning about the current solutions 
to the problem. We are processing the dataset to make it useable for experimentation, and also how to 
make the dataset useable for the KBRF.

In the activity of the DM process, data gathering and understanding of the data was the first task to 
get useful information for the knowledge discovery. The migrants’ dataset was collected from MoLSA 
and the central statistical agency office. But, the study preprocessing the dataset was held to make it 
suitable for the intended purpose. From 2000-to 2014, the offices recorded the migrants’ data and in-
formation in an unorganized format. Originally, the dataset consists of 11 attributes from the MoLSA 
office: Gender, Age, Region, Zone, Marital Status, Education Levels, Year of Migrants, Length Of Stay, 
Income Level, Kebele and Migrants Destination with 459, 810 records, and also 10 attributes Gender, 
Age, Region, Zone, Werda, Marital Status, Education Levels, Year of Migrants, Income Level and Mi-
grants Destination countries with 84, 000 records from central static agency office, which include the 
relevant information relating to migrants.
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Description of the Initial Data

The data collected from MoLSA and central static agency offices are using the same standard paper 
format and they are not directly collected for this study. Initially, the data were in record file format. The 
data in a record file format are then exported to Microsoft Excel for further preparation and ready for 
input to WEKA 3.6.9 data mining tool. This initial dataset is described and visualized using Microsoft 
excel. Then data preprocessing is performed to verify the quality of the dataset such as missing values, 
error values, and to obtain high-level information regarding the data mining questions. Table 4 shows 
the dataset information which is collected from the MoLSA and central static agency office.

As shown in Table 4 the initial data collected from MoLSA and central static agency office have 11 
and 10 attributes respectively. One important feature of WEKA, which may be crucial for some learning 
schemes, is the opportunity of choosing a smaller subset from all attributes. As a result of the dataset 
from the two data sources as business process analysis, relevant attributes are selected, DM techniques 
such as discretization or categorization are used to summarize the low level too many distinct values 
into high-level values. The following Figure 1 shows the selected attributes for this study after being 
discussed with the two data source domain experts.

Table 4. Description of the initial dataset
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Organizing data is a significant pre-processing step for data analysis not only as part of data ware-
housing but also for DM. The main reason is that the quality of the input data strongly influences the 
quality of the analysis results. Data pre-processing is a DM technique that involves transforming raw 
data into an understandable format. Real-world data is often “incomplete, inconsistent, and/or lacking 
in certain behaviors or trends, and is likely to contain many errors” (Mishra, N., Chang, H. T., & Lin, C. 
C., 2014). Data pre-processing is a proven method of resolving such issues. Data pre-processing prepares 
raw data for further processing. Pre-processing the data helps to fill some missing values; to detect some 
outliers that may put the data at risk, and remove or correct some noisy data. In general, data preparation 
comprises several subtasks: selection, transformation, cleaning as well as reduction and/or discretization 
of data. Often, these tasks are very expensive.

Data Selection

The whole dataset has not been taken for the KBRF cycles task. Before that, by using DM unneces-
sary instances and attributes are removed before starting the actual KBRF function. After removing the 
instance and attributes, an only total of 75, 920 records and 9 attributes were used for conducting this 
study from the two central statically agency and MoLSA data sources. The following are the initial sets 
of attributes, which are further preprocessed to select the final attributes used in the study. GENDER, 
AGE, REGION, ZONE, MARITAL STATUS, EDUCATION LEVEL, MIGRANTS YEAR, INCOME 
LEVEL, and MIGRANTS DESTINATION were the initial set of attributes that are selected. But we 
remove LENGTH OF STAY and KEBLE attributes from the data source MoLSA, and also the WERDA 
attribute from the data source central statically agency because it is difficult to integrate the two data 

Figure 1. Dataset before experimentation
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sources using different attributes. After removing uncommon attributes we make the dataset used for 
the extermination of the two data sources.

Data Cleansing

There were numerous inconveniences in the original dataset which need additional pre-processing of 
the migrants’ data. These are:

• Attributes have so many missing values. For example, the attribute migrants region has a missing 
value of 51187, 8426 from MoLSA and central static agency office respectively. The researcher 
removes each instance from the dataset because had enough instances in the dataset.

• Discretize or organize an instance filter that discretizes a range of numeric attributes in the dataset 
into nominal attributes.

• In the original dataset, there was an error in changing the attribute values from attribute to at-
tribute. For instance, some records had age value in the sex attribute and sex value in the age at-
tribute. Like the attribute age had a value of “M” at someplace “F” in another place. Whereas, the 
attribute sex had a value of the number in some places.

• Another problem in the dataset was that there was inconsistency or irregularity in writing, way of 
attributes i.e. some attributes were written in abbreviation format and some attributes in standard 
form. For example, in the attribute migrants region, one of its attribute regions was written as reg. 
in some places and the full name region in other places. These are simple tasks for the researcher 
to full fill these problems.

Some attribute names are different in different places. For instance, the attribute name “sex” in some 
places is and “gender” in another place. In Table 2 below, the total missing instance from the Ethiopian 
MoLSA dataset. The next task of the study is to rewrite each instance. It must be reprocessed manually 
system by filtering each missing attribute value, in Table 5 it shows the number of missing after ignoring 
missing values. After removing, then the researcher imported the data to Microsoft Office Excel 2007 
and changed it to with appropriate ways as indicated in Figure 2.

For this reason, the study takes time to correct and normalize the above-stated problem of the mi-
grants’ dataset sequentially by the manual system, using Microsoft Excel. After removing the missing 
values in the dataset, the dataset MoLSA decreased from 405, 810 rows data to 354623 rows and also 
decreased the dataset central statically agency from 84,000 instances to 75574 instances as indicated in 
above Table 5.
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Figure 2. Before preprocessing some missing attribute value MoLSA office dataset

Table 5. Missing values in the dataset
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KBRF- KNOWLEDGE ACQUISITION, CONCEPTUAL 
MODELING, AND REPRESENTATION

Firstly, the study organized migrant cases and conceptual models by applying a hierarchical structure 
concept system before designing a prototype KBRF system. The knowledge for this study is acquired 
from relevant documents by using the document analysis technique which was employed to purify the 
acquired knowledge. As discussed by the different researchers (Mishra, N., Lin, C. C., & Chang, H. T., 
2014) (Chang, H. T., Li, Y. W., & Mishra, N., 2016) (Chang, H. T., Liu, S. W., & Mishra, N., 2015), the 

Figure 3. The dataset after cleansing
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most significant steps that the knowledge engineer follows to carry out during the knowledge acquisi-
tion process are:

1.  Eliciting data and information from the domain experts and relevant documents.
2.  Read the acquired data and information to be aware of human expert reasoning processes.
3.  Construct a conceptual knowledge model to represent the expert’s knowledge.
4.  Repeating step I-III as the knowledge-based system involves a functional system.

In general, the knowledge engineers to develop the knowledge-based system use two main steps in the 
knowledge acquisition process: these are knowledge elicitation and knowledge structuring. This involves 
extracting knowledge from human experts, and/or written documents to build a knowledge-based system. 
In this study, the knowledge required to build a knowledge-based system was elicited from both tacit 
and explicit sources of knowledge. Tacit knowledge is collected from eight experts in the domain area 
from MoLSA and central static agency by using semi-structured interviews. Here, the number of experts 
to gather the needed knowledge was determined as eight because there were about 8 domain experts at 
MoLSA, central statically agency office and also we, interviewing all of them is challenging and time 
taking for both the experts and the researcher. And it can be the representative of them. Domain experts 
are chosen purposely for wide-ranging discussion using semi-structured interviews to understand the 
domain knowledge Architecture of the Knowledge Base System.

During the knowledge elicitation process, we build a conceptual knowledge model or representation 
of the relevant document knowledge. In this study, we focused on building the knowledge-based system 
by extracting the knowledge from the relevant documentation regarding migrant cases. The main pro-
cess of knowledge acquisition of this research covered some basic actions such as gathering the relevant 
document knowledge, analyzing the document knowledge, identifying a migrant destination, and lastly 
modeling the knowledge by applying a hierarchical structure concept system.

Migrants’ Knowledge Acquisition From Relevant Document

There are numerous sources of explicit knowledge. Document analysis involves gathering knowledge 
from existing documentation. For this reason, document analysis has been carried out to acquire explicit 
knowledge which is found in various secondary sources of knowledge. To elicit explicit knowledge, 
relevant documents which are related to migrant destination countries and migrant factors have been 
reviewed. The most important documents used for this study are published books and journal articles, 

Figure 4. KBS architecture
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research papers, etc. As a consequence, relevant document knowledge was extracted and structured in 
a manner that is suitable for conceptual knowledge modeling and lastly knowledge representation. As 
a result, the challenges and difficulties confronted in the transfer of knowledge acquisition have been 
shown as the obstruction of Knowledge-Based Systems Development. Accordingly, this study gathers 
and analyzes the basic domain knowledge regarding migrants’ characteristic, and that help to develop 
the proposed prototype knowledge-based (KBRF) system. The knowledge engineer collects migrants’ 
destination countries; the study explores the applicability of KBRF.

Knowledge Representation

The next task after knowledge acquisition is representing the elicited knowledge in such a way that the 
computer can understand it. It refers to expressing knowledge explicitly in a computer-tractable way such 
that the agent can reason out (Mishra, N., Chang, H. T., & Lin, C. C., 2018) (Mishra, N., 2018) (Mishra, 
N., 2017) (Patnaik, B. C., & Mishra, N., 2016). Acquired knowledge is organized so that it will be ready 
for use, in an activity called knowledge.

A case in case-based reasoning is a contextualized piece of experience, which can be represented 
in various forms and that teaches a lesson fundamental to archiving the goal of the reasoned. The issue 
of case representation involves deciding the type and the structure of the domain knowledge within the 
cases. Case representation is one of the main components of a case-based reasoning system because it 
is the process of representing the case in a way that, the programming language (jCOLIBRI) can eas-
ily understand or interpret. Case representation in case-based reasoning (KBRF) makes use of familiar 
knowledge representation formalisms from AI to represent the experience contained in the cases for 
reasoning purposes.

Conceptual Knowledge Modelling

As noted in (Mishra, N., 2011) (Priyadarsini, K., Mishra, N., Prasad, M., Gupta, V., & Khasim, S., 
2021) (Mishra, N., Alebachew, K., & Patnaik, B. C., 2018) (Mishra, N., Chang, H. T., & Lin, C. C., 
2018), conceptual modeling of domain knowledge implies capturing the static structure of information 
and knowledge types. Models are applied to express the important characteristics of real-time systems 
to understand simply by dividing them into small parts. Models are more related to the problem domain 
they represent. Models assist individuals to weigh up and know such complications by supporting them to 
explore every specific area of the system. They are applied in the construction process of systems to draw 
the architecture of the system and to simplify the exchange of information between several individuals in 
the group at various levels of abstraction. Individuals have numerous thoughtful of the system and models 
can help them to know these understandings in a coordinated way. After the knowledge acquisition stage, 
the next job is modeling the knowledge. According to, the modeling process builds conceptual models 
of knowledge-intensive activities. During the knowledge acquisition process, the knowledge engineer 
will attempt to understand the explicit form of knowledge and then use visual tools to make an exchange 
of views among end-users. This exchange of views produces concepts and understandings concerning 
how the acquired knowledge is applied, how judgments are made, and so on. The knowledge engineer 
should build the knowledge model from the acquired exchange of views with end-users. This helps the 
knowledge engineer to transfer the knowledge model into functional computer-machine programs (Mishra, 
N., 2010) (Mishra, N., & Samuel, J. M., 2021) (Mishra, N., Thangavel, G., & Samuel, J. M., 2020) 
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(Mishra, N., 2019). As noted by conceptual knowledge modeling is extremely significant for knowing 
the functioning means in the development process of a knowledge-based system. It is also a vital stage 
of the knowledge engineering process. It can provide a means to without difficulty recognize the source 
of knowledge, the inputs and outputs of knowledge, and the designation of other parameters. After the 
knowledge acquisition phase is completed from the previous migrant case, domain experts, and relevant 
documents, the next task is modeling the knowledge. As noted by Schreiber, et al, the modeling process 
builds conceptual models of knowledge-intensive activities. During the knowledge acquisition process, 
the knowledge engineer will attempt to understand both the tacit and explicit form of knowledge and then 
use visual tools to make an exchange of views between domain experts and end-users. This exchange of 
views produces concepts and understandings concerning how the acquired knowledge is applied, how 
judgments are made, and so on. And the knowledge engineer should build the knowledge model from 
the acquired exchange of views with domain experts and end-users. This helps the knowledge engineer 
to transfer the knowledge model into functional computer machine programs. According to Schreiber 
et al., Knowledge modeling is very significant for knowing the operational means in the development 
process of a knowledge-based system (Mishra, N., Alebachew, K., & Patnaik, B. C., 2018) (Dandu, S., 
Rage, K., Sundar Raj, M., Mishra, N., Sivakumar, D., & Mohan, S., 2021). It is also a vital stage of 
the knowledge engineering process. This model starts from the main concept at the highest level of the 
hierarchy and other sub-concepts that can affect or be affected by the highest level concept put next to 
downzone in the hierarchy as shown in Table 6.

• Identifying knowledge: Relevant cases and attributes were collected using documents. Next to 
that, the following input attributes were selected.

Input-- Gender; Age; Educational Level; Region; Zone; Marital status; Year of Migrant; Income Level.
The selected output attributes are also Migrants’ Destination Countries.

Table 6. Problem context solution
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KBRF- DESIGN AND IMPLEMENTATION

To recommend destination country for human migrants by design prototype KBRF system to create 
knowledge-base, in addition, KBRF provides recommend and add a new migrant’ cases or problems into 
the knowledge-base (KBRF) system. As shown in Figure 5-1, the structural design prototype indicates 
how to recommend a destination country for human migrants by using the KBRF.

As shown in Figure 5, the developed prototype system functions by selecting the migrant cases from 
the user interface. It starts by selecting migrant cases from the user interface, after this, the system gen-
erates historical migrants cases (retrieve), similarity cases (revision), recommend destination countries, 
and retain (conformed to the solution) and also the system visualizes the migrants with gender and 
destination countries to make clear the numbers of migrants in Ethiopia. The user interface is a means 

Figure 5. Architecture of migrants KBRF system
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of communication with the end-users that enables them to interact easily with the designing prototype 
KBRF system. It must translate the KBRF knowledge of the prototype to its representation in the KBRF 
system. The end-users of the system can start by clicking the executive file, after starting the window, 
the system displayed migrant attributes with selected options. Then it gives general basic information 
about migrants’ attributes for retrieving, revision, and retaining, recommends the destination countries 
for each migrant. KBRF is a methodology for solving problems by utilizing previous experiences. It 
involves retaining a memory of previous problems and their solutions and, by referencing these, solves 
new problems. Generally, a case-based reasoned will be presented with a problem. It may be presented 
by either a user or another program or system. The case-based reasoned then searches its memory of past 
cases (the case base) and attempts to find a case that has the same problem specification as the current 
case. If the reasoned cannot find an identical case in its case base, it will attempt to find the case or cases 
in the case base that most closely match the current query case. Case-based reasoning systems are an 
alternative in many situations to rule-based systems. In many domains and processes, referring to cases 
as a means of reasoning can be an advantage due to the nature of this type of problem-solving. One of 
the most time-consuming aspects when developing a rule-based system is the knowledge acquisition 
task. Acquiring domain-specific information and converting it into some formal representation can be a 
huge task and, in some situations, especially less understood domains the formalization of the knowledge 
cannot be done at all. Case-based systems usually require significantly less knowledge acquisition as it 
involves collecting a set of past experiences without the added necessity of extracting a formal domain 
model from these cases. In many domains, there are insufficient cases to extract a domain model. There 
is another benefit to KBRF, which is that a system can be created with a small, or limited, amount of 
experience and incrementally developed, adding more cases to the case base as they become available. 
After creating the case base, the query dialog, as shown in Figure 6, appears. The user has to fill in the 
appropriate inputs in the selected options. This information presents in the case base, as our application is 
dependent on real-time data as stated in chapter four, the study clearly describes the migrants’ attributes.
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The default similarity function of the case attributes is set according to the recommended values. 
The similarity dialog is shown in the figure below. The resulting dialog shows the top similar cases as 
presented as shown in Figure 7. It also includes the evaluation of cases in a range between 0 and 1.

Cases are selected and retrieved in a ranked order based on their similarity for the given new case 
query. For this research nearest neighbor retrieval algorithm is used to measure the similarity of input 
cases with cases in the case base.

Figure 6. To create the new migrant user interface

Figure 7. Similarity migrant case configuration
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The similarity number is also shown here; closer to “1” is more similar. A destination countries fac-
tor of either: Saudi Arabia, Dubai, Kuwait, Others countries. The end-user can also choose to visualize 
the destination countries and gender as shown in Figure 8, where domain experts need to see the total 
destination countries of Ethiopian Migrants.

User after having the retrieved cases, the user can choose the best solution to the user query and click 
on the “Next” button. When the user is satisfied, can go on by clicking the “Set Revision” button, which 
will take him/her to the retain result shown in Figure 8.-11 The user can now decide to retain the case 
for later use or to discard it. The retaining is done by checking the check box and clicking the “save” 
button. And also, as shown in Figure 8-11, if the end-user needs to continues there is the option to click 
the “Yes” button, and if not needs to continue by clicking the “No” button.

Figure 8. Total migrant destination countries
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Figure 9.The revise migrant cases

Figure 10. The retain migrant case
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After developing and implementing the prototype, the system should be tested against the require-
ment of its expectation. It should also be tested based on user acceptance to check that the end-users are 
satisfied and to know the attitude they have to the system.

To develop the case base first the attributes required had to be identified, including their similarity 
functions. In this research, the initial set of attributes was gathered from existing documents of each 
MOLSA and central static agency office. Those attributes were reviewed by undertaking a qualitative 
type of interview with the domain experts and analyzing documents from various sources. Therefore 9 
attributes were chosen to represent cases of the human migrants. One of the tasks of a case-based recom-
mender is to calculate attribute similarity between a new query case and cases in the case base, and then 
to show the most similar cases. For this research, the similarity function to be used for each identified 
attribute had to be decided. The most similar cases were retrieved using a k-nearest neighbor algorithm. 
To find a solution for a query case, instead of recommending just the solution of the nearest neighbor 
or the k-nearest neighbors, a mechanism in which the k-nearest neighbor’s vote was implemented. To 
measure the significance of KBRF system cycles, the researcher applied recall and precision methods. 
The researcher explores the most commonly used to measure the performance of KBRF system cycles 
and also stated the test values are between (1.0 – 0). “Recall tests the relevant cases to a given new case 
that has been retrieved from all the relevant cases in the case-base”, and also “precision measure the 
relevant cases to give a new case from those that have been retrieved”. To measure the performance of 
KBRF (knowledge-base) the retrieval process, the researcher uses the evaluation methods of recall and 
precision. To begin these tasting methods, first, we identified the related or the most similar migrant 
cases from the knowledge base or case-base. Next, MigCase431=20, MigCase200=17, MigCase219=16, 
MigCase300=18, MigCase311=16, MigCase601=17, MigCase700=16 and MigCase719=22 identified 
the most related or similarity migrant cases from the case-base system. After that, the domain experts 
assign related migrant cases from the case-based system. It is also simple to know the value of recall and 
precision performance evaluation methods. The researcher conducted 82 migrant cases query experi-
ments to measure the performance measurement of recall and precision value by using leave-one-out 
cross-validation testing proportion and (1.0-0.0) threshold interval value. So, the researcher applies this 
interval value to measure the KBRF retrieval process performance measurement.

Figure 11. If the end-user needs to continue and exit
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As per the investigation in Table-7, the researcher scores the recall threshold interval value which 
becomes 0.80(80%). Similarly, already calculate precision values like the recall concept. That is the 
researcher calculates the precision threshold interval values from the number of most related migrant 
cases dividing by the sum of the retrieved cases from the test cases. So, the precision threshold value 
becomes 0.71(71%). The researcher also calculated the rest of the migrant case’s precision threshold 
interval value in the same way. From these results, the system registers the average and promising result 
the recall and precision are 0.91 (91%) and 0.63 (63%) respectively. As shown in Table 6-2 above, in 
general, the researcher can say that the system score is a good result. To compare and contrast the two 
performance measurements the result of recall and precision threshold interval value, the recall registers 
is a better result than the precision. This is because the numbers of migrant cases are not enough. From 
this result, the researcher concludes the number of recall results registered in the system is higher than 
the precision result, so most of the migrant solution cases can retrieve the most similar migrant destina-
tion countries. On the other hand, the knowledge-based or case-based system retrieved most related or 
similar migrant cases for the end-user with a 0.63 (63%) precision threshold interval value.

CONCLUSION AND FUTURE RESEARCH DIRECTION

The objective of this research was to solve the problems faced by human migrants to know basic informa-
tion about human migrants for destination countries. In this case, case-based reasoning would be more 
suitable. A case-based system stores previously solved and successful cases, reasons by comparing a 

Table 7. KBRF retrieval process performance measurement by using recall and precision
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problem case to solved cases and retrieving human factors or causes. The solution of a KBRF system 
can be revised by testing its success in the real world or by giving it to domain experts. It also incre-
ments its knowledge by learning from its own solving experience. Recommender systems are tools and 
techniques providing suggestions aimed at supporting users in decision making. In this research, a case-
based recommender system uses case-based reasoning to suggest the destination countries for human 
migrants. To undertake the from section stated problems, the researcher initiated to conduct research 
having the main goal of developing a prototype KBRF system to recommend destination country for 
human migrants. The KBRF system uses the well-known KBRF cycles (Retrieval, Revise and Retain) 
to perform different tasks. In this recommender system, the first task is the retrieval of cases by enter-
ing a new problem description (case) by using the query window. Next case similarity computation is 
performed and retrieves most similar cases. The retrieval task of the prototype used in this study is the 
Nearest Neighbor retrieval algorithm. Regarding the evaluation process of the system, the recommender 
system registers encouraging retrieval performance which is an average value of 91% recall and 63% 
precision. The system was also evaluated from the users’ side which is called user acceptance testing. 
Then domain experts the average user acceptance evaluation registered 92% performance by domain 
experts. To make the system effective and accurate, it is important integrating KBRF with transfer learn-
ing systems for further research.
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KEY TERMS AND DEFINITIONS

Artificial Intelligence: It’s a mechanism to transform man-made Cognition and insights for the 
stated application.

Case Base System: It’s a part of the knowledge base expert system that consists of a set of cases 
and heuristics, which are accumulated from both primary and secondary resources to generate expert 
solutions for migrant cases.

Conceptual Knowledge Modelling: It is described through a rational structure that transforms both 
tacit and explicit knowledge into some sort of logical and structural representation to further enable the 
development of knowledge-based applications.

Data Elicitations: It consists of a set of tools to accumulate data from both primary and secondary 
resources.

Data Mining: It consists of a set of processes to extract knowledge and insights from the data as-
sociated with real-world application, i.e. human migrant recommendation application.

KBRF: It’s a knowledge-based recommender framework that suggests artificial intelligence-inspired 
cognitive solutions following the human migrant’s domain.

Knowledge Base: It’s the structured representation of an expert system that integrates knowledge 
and insights with inference engine and user’s interfaces with a set of explanation facilities.

Recommender System: It’s associated with a search engine along with a knowledge base to recom-
mend a set of cognitive solutions based on the user’s inputs.

Rule-Based: It’s a part of the knowledge base expert system that consists of a set of rules and heu-
ristics, which are accumulated from both primary and secondary resources to generate expert solutions.

 EBSCOhost - printed on 2/9/2023 2:53 AM via . All use subject to https://www.ebsco.com/terms-of-use



Section 2

Post-Pandemic New Normal

 EBSCOhost - printed on 2/9/2023 2:53 AM via . All use subject to https://www.ebsco.com/terms-of-use



115

Copyright © 2022, IGI Global. Copying or distributing in print or electronic forms without written permission of IGI Global is prohibited.

Chapter  6

DOI: 10.4018/978-1-7998-2395-7.ch006

ABSTRACT

The changes that have taken place over the last few decades have culminated in the existence of a 
workforce of different ages and experiences in the organizational context. This diversity of workforce is 
a challenge for the human resources management not only in the integration processes, but also in the 
development of competences and in the management of workers’ careers. The aim of this research is to 
evaluate the effectiveness of the leader’s competences following a model that integrates a great variety 
of competences grouped in four dimensions: intellectual competences, social competences, management 
competences, and emotional competences. The survey results show the validity and reliability of the 
integrative model of leader competence. With this model, organizations can identify the skills that need 
to be developed to improve leadership effectiveness.

INTRODUCTION

In the digital transformation context accelerated by the COVID-19 pandemic situation, younger genera-
tions and older workers coexist within organizations. The aging workforce has significant implications for 
people, human resource management, organizations and societies (Ciutienė & Railaitė, 2014; Hertel & 
Zacher, 2018). This scenario reinforces the relevance in the implementation of competence management 
processes in organizations. The new generations are culturally different and have a greater technological 
domain. Older workers have the knowledge and experience. “Training is less effective for older than 
for younger employees. Training effectiveness is measured with respect to key aspects such as career 
development, earnings, adoption of new skills, flexibility and job security” (Zwick, 2012).

The pandemic has had a major impact on the lives of people, organizations, and societies. Researchers 
are concerned with understanding the role of leaders and human resource development in the pandemic 
and post-pandemic contexts (Dirani et al., 2020). Competence development is critical to business success. 
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Sometimes, there is a greater concern with younger workers in order to provide them with knowledge and 
experience. Although older workers are retiring later, it is necessary to prepare the transfer of knowledge 
to younger ones. In the leadership context, we are witnessing the reform of the baby boomer generation 
and it is essential to prepare the succession within organizations (Behan et al., 2009; Brant et al., 2008; 
Giambatista et al., 2005; Groves, 2007; Kowalewski et al., 2011). An individual development plan for 
workers who can succeed leaders is essential. Organizations must timely plan the succession of their 
leaders. The pandemic and working in virtual environments are also a challenge for leaders (Chen & 
Sriphon, 2021), and the need for a “task- and relation-oriented leadership behavior to maintain service 
employees’ work performance in a virtual environment during crisis situations” (Bartsch et al., 2021).

Competence Management is the HRM practice that ensures an internal policy of continuous promo-
tion of the development of competences that guarantee the business sustainability. The big challenge is 
to find a model and identify which competences need to be developed by workers. Researchers’ concern 
with the effectiveness of competences has already been identified in studies carried out in the last decades 
of the last century. Yukl referred that there is a segmentation of research through theoretical approaches 
and sought a frame of reference that would integrate the various contributions (Yukl, 1989). In the 21st 
century, work has an intellectual rather than a physical component and the subject of competences con-
tinues to be on the agenda both at the organizational and research levels (Boyatzis, 2008). Therefore, the 
researchers’ greatest concern on how to develop the competences of leaders is evident.

As a result of the critical analysis of the competence models found in the literature, some weaknesses 
were highlighted – the wide range of competences; the selection of competences following different 
focuses (e.g., emotional intelligence, problem solving); and the difficulty in perceiving or measuring 
the effectiveness of these models and the competences identified, due to lack of knowledge and lack of 
external validity/generalization (Figueiredo, 2019). Through an integrative model of leader competences 
presented by Figueiredo (2019), this research aims to understand how leaders and the followers evaluate 
the effectiveness of the leader’s competences. Considering a broader range of competences, the inten-
tion is to make a diagnosis of the competence’s development needs of leaders. It is believed therefore 
be possible to identify the competences of aging leaders, contributing to the implementation of more 
appropriate development plans to their needs.

LITERATURE REVIEW

Theoretical Concept: Competence

Several differences are found in the use of ‘competence’, ‘competency’, ‘competencies’ and ‘competences’ 
in the literature. Mulder and Collins (2007) consider ‘competence’ as a general capacity and ‘competen-
cies’ as components of competence. From a European perspective, the concept of ‘competence’ is seen 
in an orientation towards holistic or professional development and ‘competences’ as its components. The 
term ‘competency’ maintains a specific or behavioral perspective. Different concepts are associated with 
the research carried out in the countries. In the US, functional and cognitive competences are increasingly 
being added to behavioral competences, while in the UK, cognitive and behavioral competences are being 
added to the occupational functional competence model. In European countries (France, Germany, and 
Austria), more holistic approaches were adopted (Delamare-Le Deist & Winterton, 2005).
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In 1973, McClelland discussed the concept of competence or individual characteristics regarding 
them as significant predictors of workers’ performance and success (McClelland, 1973). Over time, 
new concepts have emerged in the literature. “Competences are descriptions of clusters or groupings of 
behaviors, motivations, and knowledge related to job success or failure under which data on motivation, 
knowledge, or behavior can be reliably classified” (Byham, 1996, 2). According to Byham and Moyer, it 
is difficult to define a concept because there are three different meanings: i) “Organizational Competen-
cies - Unique organizational factor that are key to competitiveness; ii) Job/Role Competencies - Things 
individuals must demonstrate to be effective in a job or role; iii) Personal Competencies - Skills or abili-
ties possessed by an individual at an adequate level” (Byham & Moyer, 1996, 6). The first meaning is 
based on the definition of Core Competences by Prahalad and Hamel – “provides potential access to a 
wide variety of markets, make a significant contribution to the perceived customer benefits of the end 
product, and are difficult for competitors to imitate” (Prahalad & Hamel, 1990, 7). The second meaning 
refers to what the individual should be able to do in the context of their role in the organization and, lastly, 
‘personal competences’ are different from the others because they refer to the individual’s development 
efforts. Another way of grouping the competence’ concept is through three different approaches: - ‘The 
Educational approach, the Psychological approach and the Business approach’ (Markus et al., 2005). The 
first approach is more related to the competence development and the search for patterns; the second ap-
proach is more focused on the studies of McClelland and Boyatzis, on the identification of competences 
through specialized behavioral repertoires; and the last one has a more entrepreneurial vision and based 
on ‘core competences’. “A competency is defined as a capability or ability. It is a set of related but dif-
ferent sets of behavior organized around an underlying construct, which we call the ‘intent’” (Boyatzis, 
2008, 6). The behaviors are alternate manifestations of the intent. Through the concepts it is possible 
to describe competence as a combination of personal characteristics and competences and reinforce the 
idea of this approach arising from the theory of personality (Boyatzis, 2009). This approach can also 
arise from behaviors that translate into actions and high performance when acting on problem solutions 
in line with the organization’s strategy. All concepts contribute to demonstrate the scope of the theme. 
This paper follows a more behavioral approach in which competence is seen as a set or group of organized 
behaviors as referred by Boyatzis (2008) and motivations and knowledge as mentioned by Byham (1996). 
Competence and behavior are not autonomous concepts; behaviors are the effective manifestation of a 
certain competence, the result of learning the competence.

The competency approach can follow several paths, however, in the organizational context, the focus 
can be on the competences of workers (in general) or leaders. Boyatzis sought to distinguish the role 
of the leader and contributed to the leadership development approach in organizations. The researcher 
says that being a leader is an individual’s choice. “Many people in leadership positions do not demon-
strate leadership and frustrate members of their organizations and their stakeholders, even though they 
possess many of the competencies necessary to be an effective leader” (Boyatzis, 1993, 6). One of the 
aspects that can influence the choice of developing competences and being a leader is the moment in the 
individual’s career and life. Boyatzis presents three modes of growth that can occur at different times in 
life - Performance, Learning and Development. With the integration of research by Kolb that focused 
on learning and Boyatzis that focused on performance, a new theoretical framework emerged regarding 
learning styles and the theory of experiential learning (Boyatzis & Kolb, 1995). In a competence ap-
proach, it is important to consider that when defining the competences to be developed by leaders, it is 
essential to consider the moment of each person’s career and life.
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Competency Models

The competence model emerges as a trend after the researchers found that the analysis of functions wasn’t 
enough for the new challenges of organizations (Schippmann et al., 2000). “The competency approach 
to human resource management is based on identifying, defining and measuring individual differences 
in terms of specific work-related constructs, especially the abilities that are critical to successful job 
performance” (Vakola, Soderquist, & Prastacos, 2007, 260). The relevance of the models is visible in 
terms of benefits for organizational leaders and human resources development professionals, providing 
the basis on which training programs can be created to encourage superior performance, maintaining a 
strong link with strategy and direction of the organization (Stevens, 2012). There are also criticisms of 
the models. “Competency modeling has typically been fraught with issues of conceptual ambiguity, lack 
of methodological rigor, and dubious psychometric quality” (Stevens, 2012, 102). Several researchers 
present the evolution of competence model, highlighting competency-based human resource manage-
ment (Ratnawat, 2018).

At the end of the last century, there was a greater mobility of the workforce and the retirement of 
leaders of the baby boomer’s generation. In this scenario, competence models associated with training, 
‘assessment’, people development and succession planning proliferate (Ennis, 2008). Competences 
models have become a fashion in the organizational context due to the demands of leadership develop-
ment. The need for leaders available and prepared to assume leadership roles has become a priority in 
organizations. The need to complement the analysis of functions, more precisely the description of a 
worker’s work activities with organizational strategies and objectives also contributed to the adoption of 
competence management models (Stevens, 2012). Their use results in a conceptual ambiguity due to the 
lack of methodological rigor in the development of the system and to psychometric issues (Stevens, 2012).

Like some competence concepts, some competence model definitions are defined as a set of behav-
iors among other aspects such as traits, skills and characteristics that need to be effective in the work 
context. “A competency model is a descriptive tool that identifies the competencies needed to operate in 
a specific role within a job, occupation, organization or industry” (Ennis, 2008, 3). Other construct “com-
petency development or competency modeling, refers to the process of identifying a set of competences 
representative for job proficiency” (Burnett & Dutsch, 2006, 141). Regarding leadership, “competency 
models that define what leaders know and how they behave have become common in most organiza-
tions” (Burns, Smith, & Ulrich, 2012, 17). A more recent literature review reports that, “managerial 
competency models located in the literature capture business skills, intra–personal skills, interpersonal 
skills, and leadership skills as important competencies for effective performance” (Manxhari et al., 2017, 
187). Some studies refer to the mapping of competences in organizations and their role in organizational 
success. “The competency mapping process helps the organization in developing a clear strategy for 
developing competencies of their workforce. It supports successful performance of the employees within 
the organization” (Chouhan & Srivastava, 2014, 14).

Competence models seek to know what competences and behaviors are necessary for the effectiveness 
of functions and roles performed within organizations. In the light of complexity theory, it is necessary 
to know how many times competence must be demonstrated to be regarded enough for performance 
(Boyatzis, 2006). Most human resource management practices are not published because companies are 
afraid to disclose the data, considering it a competitive advantage (Boyatzis, 2006). This was the main 
difficulty in analyzing the several competence models in literature. In Appendix, several models and the 
competences associated with each of them are identified.
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Katz was one of the first researchers to show concern for grouping technical, human, and conceptual 
skills. More recently, through the emotional intelligence approach, competences are defined by Gole-
man (1998), Boyatzis, Goleman and Rhee (2000) e Dulewicz & Higgs (2003, 2004) and Hawkins & 
Dulewicz (2007). The model developed by Mumford, Zaccaro, Harding et al (2000) seeks to integrate 
personal attributes and skills and see the impact on leadership results, through career experience and 
environmental influence. Skills are related to problem solving. Mumford and his team, established the 
requirements for leadership skills according to the hierarchical level of the leader/manager (Mumford 
et al., 2007). Researchers identified four groups: - ‘Cognitive skills’ are the foundations of leadership 
skills, ‘Interpersonal skills’ and ‘Business skills’ make up the model and ‘Strategic skills’ are the most 
important skills for the senior level. The study concludes that when the hierarchical level of the leader/
manager increases, the need for these competences increases too. These competence groups are described 
by the researchers as ‘Leadership Skills Requirements’ (Mumford et al., 2007). Hogan and Warrenfeltz 
propose another model with four competence domains that are made up of lists - Intrapersonal skills, 
Interpersonal skills, Business skills, Leadership skills). The content of the domains is defined through 
‘management education’ where intrapersonal skills are the first to be developed and the most difficult to 
develop. Leadership skills are developed later and are less difficult to learn. The remaining competences 
are essential for effective leadership (Hogan & Warrenfeltz, 2003). Following the trend of creating a 
competency taxonomy, Chin, Gu, and Tubbs created the Global Leadership Competences model. Its 
identification arises from a pyramidal hierarchy that represents the phase of development similar to 
Maslow’s hierarchy of needs (Bueno & Tubbs, 2004). At the base of the pyramid is the cognitive level, 
represented by the Ignorance phase and at the top of the pyramid is the behavioral level, represented 
by the Transformation phase. Bueno and Tubbs tested this model by conducting a qualitative study of 
several international leaders and established some of the most important leadership competences: i) 
“communication competences; ii) motivation to learn; iii) flexibility; iv) open-mindedness; v) respect 
for others; e, vi) sensitivity” (Bueno & Tubbs, 2004). The search for a competency taxonomy is found in 
other researchers who establish a set of generic behaviors and competences associated with leadership 
and management (Hamlin, 2002; House et al., 2002; Tubbs & Schulz, 2006; Yukl et al., 2002).

Researchers in the social sciences field have often been focused on what makes the leader most effec-
tive regardless of the several leadership approaches (Burns et al., 2012). Ulrich, Smallwood & Sweetman 
created the ‘The Leadership Code’ with the idea that it is possible to simplify what makes leaders more 
effective and efficient. This model also derives from several competences models and presents five do-
mains – ‘Strategist; Executor; Talent Manager; Human Capital Developer; Personal Proficiency’ -, each 
one has specific competences (Burns, Smith, & Ulrich, 2012). At the organizational level, there are the 
competences related to Strategist and Executor, the first is framed in the long-term view and the second 
is more operational, so a short-term view. At the individual level, there are the competences related to 
the role of Human Capital Developer and Talent Manager, the first framed in the long-term view and 
the second is more operational, therefore, a short-term view. In the Personal Proficiency domain are 
the competences related to the leader’s self-knowledge, character and integrity and the concerns with 
himself (balance work and life) and his results (Burns et al., 2012). Organizations have been concerned 
with the work and personal life balance of their workers, as their impact is direct on productivity and 
performance. Managers, leaders, CEO, executives should be aware of these issues in their beliefs and 
decision making (Eversole et al., 2007).

Conger and Ready have three limitations to the competence management models. Competences 
are complicated, conceptual and built through current realities leading to a tendency for models with 
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too many dimensions (Conger & Ready, 2004). This is the first limitation and the second refers that 
competence models are based on an idealized concept of leadership - the concept of a leader capable of 
working in all situations. This results from extensive research to identify competences. The last limitation 
states that competence models focus on current leadership behaviors, that is, they are developed using 
today’s high-performance leaders as a reference. Models tend to stabilize within organizations and the 
competences that have contributed to the identification and development of current leaders may not be 
appropriate for the next leaders generation (Conger & Ready, 2004). It is possible that leaders are being 
evaluated using outdated models.

In short, competency-based management models have characteristics and specificities, and it is dif-
ficult to evaluate which is more complete and best suits the current reality, as well as the competences 
that contribute to increasing the effectiveness of leaders. Some theoretical models are developed and 
implemented in organizations (e.g., army or multinational companies) (Mcevoy et al., 2005; Mumford, 
Zaccaro, Harding, et al., 2000; Rodriguez et al., 2002; Rouco, 2015; Rouco & Sarmento, 2012), therefore, 
it is not possible to obtain relevant information for a good analysis. It is also complicated to assess the 
effectiveness of each of them, not only because of the lack of information, but because the models are 
implemented in organizations with specific contexts. It is necessary to replicate them in other organiza-
tions with different characteristics to validate and generalize the results of the models and the associated 
competences. Through this analysis, it is concluded that some focus only on emotional competences and 
others on competences associated with problem solving. This demonstrates that there is no integrated 
view of competences.

Integrative Model of the Leader Competence

In an attempt to integrate the competences of the leader in a model, Figueiredo (2019) presented the Inte-
grative Model of the Leader Competence. According to the author, through this integration, four dimen-
sions of competences are identified – Intellectual Competences (CMPE_I), Management Competences 
(CMPE_I), Emotional Competences (CMPE_I) and Social Competences (CMPE_I). These dimensions 
arise from the analysis of various models and types of competences found in the literature (Table 1).

Table 1. Relationship between the four dimensions of the model and the other competence models

Authors Intellectual 
Competences

Management 
Competences Emotional Competences Social 

Competences

Katz, 1974 Conceptual Skills Technical Skills - Human Skills 
(interpersonal)

Goleman, 1998  
-

 
-

Self-awareness, Self- 
regulation, Motivation, 
Empathy, Social skills

Motivation, Empathy, 
Social skills

Mumford et al., 
2000 Knowledge Problem-solving - Social Judgement

Analoui et al., 
2000

Analytical and self-
related skills

Task-related skills
People-related skills 
(Problem-solving)

Analytical and self-related 
skills

People-related skills
Analytical and self-related 

skills

Continued on following page
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The dimension of Intellectual Competences includes Conceptual Skills (Katz), Cognitive Skills/
competences (Mumford et al., 2007), Intrapersonal Skills (Boyatzis and Hogan and Warrenfeltz) and 
Intellectual Competencies (Dulewicz and Higgs). This dimension refers to the leader’s intrapersonal 
competences, that is, knowledge for the role and a vision of the change-oriented future. Today, knowledge 
about digital transformation and artificial intelligence is crucial for the future. Intellectual Competences 
distinguish the leader from other team members, for their vision and knowledge of the organization and 
the market. Knowledge of each person’s culture (specific and linguistic information) is essential in the 
context of globalization.

Management Competences include Technical Skills (Katz and Hogan and Warrenfeltz), Business/
Strategic Skills (Mumford et al., 2007), Managerial Competencies (Dulewicz and Higgs) and Task-related 
skills and Problem-solving Analoui et al. (2000) and Mumford et al., 2000). This dimension refers to 

Authors Intellectual 
Competences

Management 
Competences Emotional Competences Social 

Competences

Goleman, 
Boyatzis, 
McKee, 2001

 
 
-

 
 
-

Self-awareness, Self- 
management, Social 

awareness, Relationship 
management

Social awareness, 
Relationship management

Dulewicz, 
Higgs, 2003 Intellectual Competencies

Intellectual 
Competencies, 

Managerial 
Competencies

Emotional
Competencies

Managerial Competencies
Intellectual Competencies

Hogan & 
Warrenfeltz, 
2003

Leadership Skills
Intrapersonal Skills Technical Skills Intrapersonal Skills

Leadership Skills
Leadership Skills

Interpersonal Skills

Tubbs, 2005

META
COMPETENCY I: 

Understanding the Big 
Picture
META

COMPETENCY II. 
Attitudes are Everything

META
COMPETENCY III: 

Leadership, The Driving 
Force
META

COMPETENCY IV: 
Communication, The 

Leader ’s Voice

META
COMPETENCY IV: 
Communication, The 

Leader ’s Voice
META

COMPETENCY 
V: Innovation and 

Creativity

META
COMPETENCY II. Attitudes 

are Everything
META

COMPETENCY III: 
Leadership, The Driving 

Force
META

COMPETENCY IV: 
Communication, The Leader’s 

Voice

META
COMPETENCY III: 

Leadership, The Driving 
Force
META

COMPETENCY IV: 
Communication, The 

Leader ’s Voice
META

COMPETENCY VI: 
Leading Change

META
COMPETENCY VII: 

Teamwork and Followership

Boyatzis, 2006b Cognitive Cluster Self-motivation cluster, Self-
regulation cluster People management cluster

Mumford et al., 
2007

Cognitive skills
Strategic skills

Business skills
Strategic skills - Cognitive skills

Interpersonal skill

Boyatzis, 2009, 
2011 Cognitive Competencies - Emotional Intelligence 

Competencies
Social Intelligence 

Competencies

Burns, Smith, & 
Ulrich, 2012 Personal Proficiency

Strategist, Executor
Talent Manager
Human Capital 

Developer

 
-

Talent Manager
Human Capital Developer

Table 1. Continued
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the competences related to strategy and problem solving such as setting goals, planning, and monitoring 
activities and evaluating results. These competences are task-oriented. Management Competences focus 
on strategy and on solving the day-to-day problems.

Social Competences include Human Skills (Katz), Social Judgment (Mumford et al., 2000), People-
related skills, (Analoui et al, 2000), Leadership Skills and Interpersonal Skills (Hogan and Warrenfeltz 
and Mumford et al, 2007), People management cluster and Social Intelligence Competencies (Boyatzis). 
Social Competences are people-oriented. These refer to the leader’s interpersonal competences such as the 
competences linked to the way the leader listens and speaks to others, how he communicates and shares 
information, his relationship with others, the creation of bonds, empathy, and concern for others, both 
personally and professionally. Social Competences contribute to good people management as they seek 
to build and maintain the relationship between the leader and the team members. Following Goleman’s 
model of emotional intelligence, a study carried out highlighted social competences, namely Relation-
ship Management as those that leaders and followers perceive as less practiced by leaders (Figueiredo & 
Sousa, 2016). It is important to understand whether this is due to the need to develop such competences.

Emotional Competences are found in models that only focus on that type of competence or are in-
cluded in Intrapersonal, Leadership and Interpersonal Competences. Emotional Competences are found 
both at a personal and social level as suggested by the model of Goleman, Boyatzis and Mckee (2007). 
Emotional Competences allow to understand and use the emotional knowledge of the leader and others 
to achieve high performances.

With the view to understand the leader’s competences in the context of 4.0 Industry, the researchers 
used the model of Mumford et al. (2007). They concluded that only Business Skills were not identified. 
Regarding the remaining 3 groups, it was found that the most important Cognitive Skills, in descending 
order, are active learning, speaking, active listening and critical thinking; the most important Interper-
sonal Skills in descending order are negotiation, persuasion and social perceptiveness; and, the most 
important Strategic Skills in descending order are visioning, identification of key causes, solution ap-
praisal and systems perception (Guzmán et al., 2020). In another study, there are 3 competences that 4.0 
industrial revolution leaders must have: (1). Having the basic ability to be a leader (2). Quick decision 
(3). Choosing and building your own team (Tulasi et al., 2019). More than defining the competences 
of the 4.0 leader, some researchers reinforce the concept of training – “promotes the qualification of 
the participants with regard to leadership competencies and provides specific methods and tools which 
support transferability to the participants’ everyday work” (Helming et al., 2019). Other researchers refer 
to the lack of digital culture and competences in the organization that they need to develop (Oberer & 
Erkollar, 2018, 411). Thus, it is considered that the competences for the 4.0 leader are already included 
in the dimensions of the presented model.

This model follow the assumption of orientation for change, task and people defended by Yukl et al. 
(2002) and is presented in Figure 1 and is described in more detail in Appendix.
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This model makes it possible to diagnose the competences that need to be developed by the leaders 
according to the perception of their own and the followers. These dimensions help human resources 
professionals to prepare training and leadership development programs according to the organization’s 
needs. The model enables leaders to make a self-assessment to prepare their own personal and profes-
sional development.

RESEARCH METHODOLOGY

The research follows a quantitative and non-experimental research methodology (Creswell, 2009) and 
the research strategy adopted is by questionnaire (Yin, 2009). The main objective is to evaluate the ef-
fectiveness of the leader competences identified in the integrative model according to the leaders and 
followers’ perceptions. The quantitative methodology also aims to verify the issues of validity and reli-
ability of the model’s constructs that resulted from the integrative literature review and the critical analysis 
of existing models. This methodology uses various statistical techniques and allows us to validate or 
not certain results. In this sense, in addition to the descriptive analysis of the variables, an Exploratory 
Factor Analysis is carried out to ensure the validity of the model’s constructs.

Figure 1. Integrative model of the leader competences
(Figueiredo, 2019)
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The questionnaire emerged from the Integrative Model of Leader competences (Appendix) and al-
lows evaluating each competency as to the effectiveness perceived by leaders and followers, using an 
ordinal Likert scale, where 1 means Not Effective, 2 means Little Effective, 3 means Effective and 4 
means Very Effective.

This study was carried out in a company and had the participation of 92 workers of the 157 work-
ers of the department based in Lisbon. The online questionnaire setting only allowed a single response 
per worker and asked them to respond according to their perception of the direct supervisor’s behavior 
and not according to what they would like. The average age of workers is 38 years and there is some 
dispersion around the average, which translates into a standard deviation of 7.553, due to the amplitude 
of the interval between the minimum (24 years) and the maximum (57 years). The sample has 51% of 
participants female and 49% male. Regarding the role they perform, 47% of the participants are middle 
managers, 39% do not perform leadership/management roles, so we considered them in the study as 
non-managers and 14% are top managers. Finally, through the Seniority variable, the average tenure in 
the organization is 6 years, that is, most participants have been in the company for less than 6 years. The 
range of the range is large; the minimum is 1 year and the maximum 34 years. The standard deviation 
(6.363) shows the existence of data dispersion.

ANALYSIS AND DISCUSSION OF RESULTS

At this point of the research, an analysis of the metric qualities is made through the Exploratory Factor 
Analysis and a descriptive analysis of the variables related to the leader competences.

Analysis of Metric Qualities

The analysis of metric qualities is performed at subscales through the analysis of validity, reliability, 
and sensitivity. Validity is “the degree to which a measure accurately represents what i tis supposed to” 
(Hair Jr. et al., 2010). To ensure validity it is necessary to understand what is to be measured and then 
the measurement must be ‘correct’ and accurately. Validity analysis is performed using Exploratory 
Factor Analysis and allows the verification of correlations between the original variables in order to 
estimate common factors and structural relationships between factors and variables. “Factor analysis is 
an interdependence technique whose primary purpose is to define the underlying structure among the 
variables in the analysis” (Hair Jr. et al., 2010). This analysis uses the observed correlations between the 
original variables to estimate the common factor and the structural relationships that link the latent factor 
to the variables (Marôco, 2011). Factor extraction requires that the variables have a multivariate normal 
distribution. The most used method is the Kaiser-Meyer-Olkin test (KMO). The KMO measures the 
homogeneity of the variables and compares the simple correlations with the partial correlations observed 
between the variables. According to several authors (Marôco, 2011; Pestana & Gageiro, 2014), KMO 
can have the value from 0 to 1 and is unacceptable when the index is less than 0.5; between 0.5 and 0.6, 
the index is considered bad but still acceptable; between 0.6 and 0.7, the index is considered mediocre; 
between 0.7 and 0.8, the index is considered average; between 0.8 and 0.9, the index is considered good; 
and, between 0.9 and 1, the index is considered excellent.

With the Exploratory Factor Analysis, only the minimum number of factors that allow explaining 
the phenomenon under study is retained. The KMO criterion and the eigenvalue rule greater than 1 

 EBSCOhost - printed on 2/9/2023 2:53 AM via . All use subject to https://www.ebsco.com/terms-of-use



125

Leader Competence Effectiveness
 

explain that factors with greater variance should be retained, that is, that explain more information than 
the standardized information of the original variable, whose value is 1. As for the variance extracted 
by each factor and the total variance extracted, it is to retain the factors that extract at least 5% of the 
total variance or to extract a minimum number of factors that explain at least 50% of the total variance 
of the original variables. Exploratory Factor Analysis is not always able to properly interpret the factor 
weights in common factors, so the Varimax Rotation Method is used. The objective is to obtain a factorial 
structure in which one and only one of the original variables is strongly associated with a single factor, 
and little associated with the remaining factors (Marôco, 2011).

Reliability is “the degree to which the observed variable measures the ‘true’ value and is ‘error 
free’” (Hair Jr. et al., 2010). The researcher’s role is to assess the reliability indicators of the variables 
and choose those that are more reliable. This analysis is done using Cronbach’s Alpha. This coefficient 
varies between 0 and 1, and represents the scale’s internal consistency, evaluating the ratio between the 
variance of each item with the entire scale. A value equal to or greater than 0.70 is acceptable (Pestana 
& Gageiro, 2014).

Sensitivity is analyzed through measures of dispersion, asymmetry, and kurtosis, as they explain the 
ability of an item to discriminate subjects. For this purpose, the median, asymmetry, flatness, maximum 
and minimum of each item were analyzed. Items must not have the median at any of the extremes, the 
absolute values of asymmetry and flatness must be less than 3 and 7 respectively, and must have answers 
at all points (Kline, 2011). Sensitivity must discriminate subjects according to the factor being evaluated. 
For this purpose, the average of the sum of the items of each of the scales used is calculated.

The leader’s competences are measured based on a new scale composed of twenty-eight items, clas-
sified using the Likert scale with four points ranging between “Not Effective” (1) and “Very Effective” 
(4). These items are distributed in four dimensions of competences - Intellectual Competences (CMPE_I), 
Management Competences (CMPE_M), Social Competences (CMPE_S) and Emotional Competences 
(CMPE_E). Validity analysis is performed using Exploratory Factor Analysis at four subscales.

Intellectual Competences (CMPE_I) - Through the KMO and Bartlett tests, it is possible to assess 
the quality of the correlations between items. The KMO test is a measure that allows you to analyze 
the adequacy of data. The KMO test has a value of 0.884, which can be considered good. Through the 
Bartlett test, it is verified that a significance level of 0 is associated, so there is a correlation between 
some pairs of items (Table 2).
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Factor extraction allows obtaining a factorial structure in which one and only one of the original 
variables is strongly associated with a single factor and little associated with the other factors. The 
result was to obtain a single factor that explains about 57.42% of the variance. While the commonality 
matrix shows the percentage of variance explained jointly by the retained factor, the component matrix 
explains the correlation per item in each factor. Each component is a linear combination, that is, the 
correlation between the item and the component. The weight of the items is greater than 0.7, except for 
item CMPE_I7. Since all factor weights are greater than 0.60, it is not necessary to remove any item. All 
items are accepted, as they measure what is intended to be studied – Intellectual Competences.

Management Competences (CMPE_M) - Through exploratory factor analysis, the KMO criterion 
has a value of 0.853 and is considered a good indicator. The KMO test shows that the items are homo-
geneous (Table 3).

Table 2. KMO and Bartlett test - CMPE_I
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After extracting the factors, a single factor is obtained that explains about 59.15% of the variance. 
All items have weights greater than 0.7 in the component matrix, so it is not necessary to remove any 
item from the Management Competences; all items measure the same construct.

Social Competences (CMPE_S) - The KMO test presents a value considered good (0.879), demon-
strating that the items are homogeneous (Table 4).

Table 3. KMO and Bartlett test - CMPE_M

Table 4. KMO and Barlett test - CMPE_S
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After the extraction method, it appears that a single factor is also obtained that explains about 59.29% 
of the explained variance. The weight of each item is also greater than 0.7 in the component matrix, so 
the validity of the construct is accepted, with no need to remove any item from the Social Competences.

Emotional Competences (CMPE_E) - The KMO test presents the value of 0.857. It can be concluded 
that there is a good correlation between the items (Table 5).

With the extraction method, it appears that a single factor is obtained that explains about 67.78% of 
the explained variance. Compared to previous analyses, this is the one with the greatest explained vari-
ance. As for the weight of the items, it is verified that they are greater than 0.7 in the component matrix, 
so the validity of the construct is accepted. There is no need to remove any item, as they measure what 
is intended to be studied - Emotional Competences.

Reliability analysis allows to analyze internal consistency through Cronbach’s Alpha. However, this 
indicator is heavily influenced by the correlation between the items. Cronbach’s Alpha indicator if the 
item is excluded is used. This analysis was performed at subscales, considering the types of competences. 
The outputs are presented in Table 6.

Table 6. Reliability statistics

Scale Dimension Items Initial Cronbach’s Alpha Cronbach Alpha if Item Is Deleted

Intellectual 
Competences

CMPE_I1

0.892

0.870

CMPE_I2 0.869

CMPE_I3 0.869

CMPE_I4 0.878

CMPE_I5 0.885

CMPE_I6 0.883

CMPE_I7 0.891

CMPE_I8 0.882

Table 5. KMO and Barlett test - CMPE_E

Continued on following page
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Through the reliability statistics, it is verified that Cronbach’s Alpha always presents good or very 
good internal consistency (greater than 0.88); if any of the items in each dimension were excluded, the 
value of Cronbach’s Alpha would not be higher. The dimension of the Management Competences scale 
(CMPE_M) are those that present a higher Cronbach’s Alpha (0.9) as opposed to Emotional Competences 
(CMPE_E). Thus, it is chosen to include all items in each dimension.

Sensitivity is analyzed using measures of dispersion, asymmetry, and kurtosis. In Table 7, it is veri-
fied that the items do not have the median at any of the extremes, the absolute values of asymmetry and 
flatness are less than 3 and 7 respectively, and all items have answers at all points. In this regard, it ap-
pears that the items meet the established criteria and are important for the analysis of the phenomenon 
under study.

Scale Dimension Items Initial Cronbach’s Alpha Cronbach Alpha if Item Is Deleted

Management Competences

CMPE_M1

0.900

0.890

CMPE_M2 0.878

CMPE_M3 0.89

CMPE_M4 0.885

CMPE_M5 0.883

CMPE_M6 0.888

CMPE_M7 0.894

CMPE_M8 0.887

Social 
Competences

CMPE_S1

0.885

0.865

CMPE_S2 0.851

CMPE_S3 0.864

CMPE_S4 0.879

CMPE_S5 0.875

CMPE_S6 0.865

CMPE_S7 0.874

Emotional 
Competences

CMPE_E1

0.880

0.884

CMPE_E2 0.862

CMPE_E3 0.841

CMPE_E4 0.838

CMPE_E5 0.837

Table 6. Continued
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Descriptive Analysis

After verifying the validity and reliability of the data, a descriptive analysis of the leader competences is 
carried out. Twenty-eight of the Integrative Model of the Leader Competence items follow an ordering 
(Likert scale), so they are ordinal qualitative variables; these do not assume quantitative values and are 
defined by several categories that represent a classification of individuals (McClave et al., 2014). These 
are grouped into four dimensions

Table 7. Sensitivity statistics

N
Median Asymmetry

Standard 
Asymmetry 

Error
Kurtosis Standard 

Kurtosis Error Min. Max.
Válid Missing

CMPE_I1 92 0 3.00 -0.470 0.251 -0.063 0.498 1 4

CMPE_I2 92 0 3.00 -0.363 0.251 -0.229 0.498 1 4

CMPE_I3 92 0 3.00 -0.473 0.251 -0.494 0.498 1 4

CMPE_I4 92 0 3.00 -0.429 0.251 -0.199 0.498 1 4

CMPE_I5 92 0 3.00 -0.374 0.251 1.064 0.498 1 4

CMPE_I6 92 0 3.00 -0.429 0.251 -0.215 0.498 1 4

CMPE_I7 92 0 3.00 -0.286 0.251 0.234 0.498 1 4

CMPE_I8 92 0 3.00 -0.069 0.251 -0.276 0.498 1 4

CMPE_M1 92 0 3.00 -0.348 0.251 0.116 0.498 1 4

CMPE_M2 92 0 3.00 -0.400 0.251 -0.535 0.498 1 4

CMPE_M3 92 0 3.00 -0.623 0.251 0.871 0.498 1 4

CMPE_M4 92 0 3.00 -0.483 0.251 -0.472 0.498 1 4

CMPE_M5 92 0 3.00 -0.245 0.251 -0.349 0.498 1 4

CMPE_M6 92 0 3.00 -0.207 0.251 -0.135 0.498 1 4

CMPE_M7 92 0 3.00 -0.619 0.251 -0.124 0.498 1 4

CMPE_M8 92 0 3.00 -0.545 0.251 0.454 0.498 1 4

CMPE_S1 92 0 3.00 -0.414 0.251 -0.101 0.498 1 4

CMPE_S2 92 0 3.00 -0.169 0.251 -0.589 0.498 1 4

CMPE_S3 92 0 3.00 -0.396 0.251 -0.583 0.498 1 4

CMPE_S4 92 0 3.00 -0.318 0.251 -0.243 0.498 1 4

CMPE_S5 92 0 3.00 -0.424 0.251 -0.223 0.498 1 4

CMPE_S6 92 0 3.00 -0.463 0.251 0.041 0.498 1 4

CMPE_S7 92 0 3.00 -0.221 0.251 -0.346 0.498 1 4

CMPE_E1 92 0 3.00 -0.442 0.251 0.147 0.498 1 4

CMPE_E2 92 0 3.00 -0.564 0.251 0.446 0.498 1 4

CMPE_E3 92 0 3.00 -0.295 0.251 -0.559 0.498 1 4

CMPE_E4 92 0 3.00 -0.255 0.251 -0.074 0.498 1 4

CMPE_E5 92 0 3.00 0.039 0.251 -0.633 0.498 1 4
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• Intellectual Competences (CMPE_I), Management Competences (CMPE_G), Social Competences 
(CMPE_S) and Emotional Competences (CMPE_E). These dimensions are quantitative variables. 
Analyzing the frequencies of the variables presented in Appendix, it is concluded that:

• Regarding Intellectual Competences (CMPE_I), respondents perceive the following competences 
as less effective, in descending order: - CMPE_I2 - Imagination, Creativity and Innovation, an 
open and confident approach to new solutions (40%); CMPE_I6 - Leadership by example, prac-
ticing and defending the principles, rules, and good practices (33%); e, CMPE_I3 - Creating 
an inspiring and attractive mission that motivates all team members (32%). More than 30% of 
respondents rated these competences as ‘Not Effective’ and ‘Little Effective’. Management and 
personal development, promoting improvements in their performance (CMPE_I5) is considered 
by respondents as the competence in which direct supervisors demonstrate greater effectiveness 
(90% considered ‘Effective’ and ‘Very Effective’).

• It appears that the Management Competences (CMPE_G) perceived by respondents as being the 
least effective are as follows in descending order: - CMPE_G2 - Timely resource management 
(materials, technical, financial, and human) (36%); CMPE_G5 - Analysis, planning and timely 
work organization (36%); and, CMPE_G6 - Monitoring and evaluating of activities and results 
and constructive feedback (35%). More than 60% of respondents perceive these competences as 
‘Effective’ and ‘Very Effective’ by the supervisor.

• It is observed that the Social Competences (CMPE_S) perceived as the least effective by respon-
dents are as follows, in descending order: - CMPE_S2 - Active listening and negotiating power 
(39%); CMPE_S1 - Effective and frequent communication (verbal and non-verbal) according to 
the motivations, needs, attitudes and feelings of others (37%); CMPE_S3 - Influence and people 
management (direction, motivation, and development) (33%); CMPE_S7 - Monitoring, coach-
ing, support, and direction according to the needs of each one (33%); e, CMPE_S4 - Creation 
and management teams encouraging participation, team spirit and confidence (32%). Personal 
and professional development of the team and future leaders (CMPE_S5) is a competence that 
respondents perceived as the most effective by their supervisors (about 79% of respondents rated 
it as ‘Effective’ and ‘Very Effective’).

• Finally, it is shown that the Emotional Competences (CMPE_E) perceived by respondents as 
the least effective are as follows, in descending order: - CMPE_E5 - Relationship management, 
inducing desirable responses in others, through teamwork, conflict management, inspiration, and 
influence (41%) e CMPE_E3 - Confidence in oneself and in one’s abilities (39%). On the contrary, 
Awareness of one’s emotions and the effect of the emotional state on others (CMPE_E1) is the 
competence perceived in which direct supervisors demonstrate greater effectiveness compared to 
other competences (about 87% rated it as ‘Effective’ and ‘Very Effective’).

In summary, Table 8 presents the ranking of competences perceived by respondents.
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Integrative Model of the Leader Competence arises from the integration of competences from the 
various theoretical models to obtain a more up-to-date and comprehensive list of competences. Analyz-
ing the data in isolation, the intellectual competence related to personal and career management and 
development, promoting improvements in their performance is the competence with the greatest ef-
fectiveness according to the participants’ perception (CMPE_I5). This result demonstrates the leaders’ 
concern with their personal and professional development. Considering Boyatzis and Kolb’s theory of 
experimental learning, this result can be explained by the moment in the individual’s career and life 
that influence the development of competences (Boyatzis, 1993; Boyatzis & Kolb, 1995). If we look at 
the profile of respondents, it appears that more than 60% are under 40 years of age. From the findings, 
it is believed that they are now at a career stage where performance is very important, hence the need 
for constant updating of knowledge and competences. The remaining competences of the model with 
greater effectiveness in each of the dimensions are: - Involvement of everyone in decision making and 
problem solving (CMPE_M3); Personal and professional development of the team and future leaders 
(CMPE_S5); Awareness of one’s emotions and the effect of the emotional state on others (CMPE_E1); 
and Management of own emotional states, impulses, and internal resources (CMPE_E2).

These results are in line with the emotional intelligence approach of Dulewicz & Higgs (2003), who 
claim that emotional and intellectual competences are most responsible for leadership performance 
(36% and 27%, respectively) in relation to management competences (16%). One of the explanations 
for the competence of ‘Personal and professional development of the team and future leaders’ being 
considered as one of the most effective, may be due to the development experience. According to several 
researchers, influences the development of leaders (DeRue & Myers, 2009; Mumford, Marks, et al., 
2000; Mumford, Zaccaro, Connelly, et al., 2000). The focus on developing the team and future leaders 
should be highlighted.

According to the descriptive analysis of the integrative model’s leadership competences, it is possible 
to outline them following the respondents’ perception of effectiveness. Table 9 summarizes the results.

Table 8. Ranking of competences

5 competences Perceived With Greater Effectiveness 5 Competences Perceived With Lower Effectiveness

90% - Management and personal development, promoting 
improvements in their performance (CMPE_I5)

41% - Relationship management, inducing desirable responses in 
others, through teamwork, conflict management, inspiration, and 
influence (CMPE_E5)

87% - Awareness of one’s emotions and the effect of the 
emotional state on others (CMPE_E1)

40% - Imagination, Creativity and Innovation, an open and confident 
approach to new solutions (CMPE_I2)

82% - Management of own emotional states, impulses, and 
internal resources (CMPE_E2) 39% - Confidence in oneself and in one’s abilities (CMPE_E3)

79% - Personal and professional development of the team and 
future leaders (CMPE_S5) 39% - Active listening and negotiating power (CMPE_S2)

78% - Involvement of everyone in decision making and 
problem solving (CMPE_G3)

37% - Effective and frequent communication (verbal and non-verbal) 
according to the motivations, needs, attitudes and feelings of others 
(CMPE_S1)
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CONCLUSION AND IMPLICATIONS

The context of the labor market shows that the nature of work has changed, so it is necessary to identify 
and assess the effectiveness of the competences of leaders. In addition, there are workers from different 
generations within organizations. Young workers need to develop competences not only when they are 
integrated into organizations, but also for career advancement. On the other hand, it is necessary to provide 
working conditions and career development suitable for the perspectives of aging workers. Yukl (1989) 
demonstrated the existence of a segmentation of research through the various competency approaches. 
He created a framework for integrating the various contributions. As for the models after Yukl, some 
of them continue to show weaknesses regarding the wide variety of competences that are selected in 
each model, following different focuses – emotional intelligence, problem solving, for example. Thus, 
we chose a model that is an attempt to integrate various types of leader competences (Figueiredo, 2019) 
and that provides a more comprehensive list of competences.

The originality of this research is present in the analysis of the effectiveness of the leader’s compe-
tences according to a theoretical model that integrates several types of competences. Through this study, 
the validity and reliability analysis of the model is also promoted. The analysis of the metric qualities 
of the scales through the analysis of validity, reliability, and sensitivity, validate the constructs of the 
Integrative Model of the Leader Competence. This model diagnoses the gap in leader competences at 
any point in their professional career, with the aim of promoting their development.

More important than the research findings are its implications for the management and development 
of human resources. The implications of research at the Management level consist fundamentally in the 
issues of the connection between the strategy and the business itself. The most important and required 

Table 9. Leader competences effectiveness

Greater Effectiveness Lower Effectiveness

 
Intellectual 
Competences 
CMPE_I

 
Management and personal development, 
promoting improvements in their 
performance (CMPE_I5)

Imagination, Creativity and Innovation, an open and confident 
approach to new solutions (CMPE_I2) 
Leadership by example, practicing and defending the principles, rules, 
and good practices (CMPE_I6) 
Creating an inspiring and attractive mission that motivates all team 
members (CMPE_I3)

 
Management 
Competences 
CMPE_M

 
Involvement of everyone in decision 
making and problem solving (CMPE_
M3)

Timely resource management (materials, technical, financial, and 
human) (CMPE_M2) 
Analysis, planning and timely work organization (CMPE_M5) 
Monitoring and evaluation of activities and results and constructive 
feedback (CMPE_M6)

 
Social Competences 
CMPE_S

 
Personal and professional development 
of the team and future leaders 
(CMPE_S5)

Active listening and negotiating power (CMPE_S2) 
Effective and frequent communication (verbal and non-verbal) 
according to the motivations, needs, attitudes and feelings of others 
(CMPE_S1) 
Influence and people management (direction, motivation, and 
development) (CMPE_S3)

 
Emotional 
Competences 
CMPE_E

Awareness of one’s emotions and the 
effect of the emotional state on others 
(CMPE_E1) 
Management of own emotional states, 
impulses, and internal resources 
(CMPE_E2)

Relationship management, inducing desirable responses in others, 
through teamwork, conflict management, inspiration, and influence 
(CMPE_E5) 
 
Confidence in oneself and in one’s abilities (CMPE_E3)
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competences evolve, that is, they are not the same over time. It is not only competences that become 
obsolete in the face of work demands, but development methods also must be suited to the type of 
competences and the profile of leaders that organizations need. Without jeopardizing the organization’s 
objectives, strategy, and business growth, it is important to diagnose the competences that leaders need 
to develop. This model can thus be adopted by organizations. This process of identifying competences 
that contributes to perceived effective leadership is an ongoing process that must be updated considering 
the context and needs of organizations. Developing leaders’ competences is crucial to business strategy.

The challenge of human resource development is to accelerate the development of leadership in or-
ganizations, improving the performance of leaders and creating a talent management channel to ‘feed’ 
the training of leaders internally. The identification of competences thus contributes to the effectiveness 
of leadership as it has direct implications for the development of human resources. In terms of human 
resource development, this research has implications for the process of selecting people, training manage-
ment, talent management and retention, and career management within the organization. In practice, the 
identification of competences is a reference for the design of training programs and the development of 
human resource management techniques, such as 360º performance evaluation. With the identification 
and assessment of competences, it is possible to create individual development plans suited to the orga-
nization’s requirements and review the competency management models, thus increasing their relevance 
and the usefulness of the evaluation criteria used in the selection of leaders and in the measurement of 
its performance.

RECOMMENDATIONS FOR FUTURE STUDIES

This is a first study using the integrative model of leader competences and the need to apply it in other 
contexts and business realities is clear. Other studies make it possible to introduce improvements and 
make the model more robust and adequate to organizational needs. The use of the questionnaire in other 
organizations with different characteristics will be an asset to compare the results obtained and improve 
the model and the questionnaire. The context and development of society and organizations lead to the 
emergence of new critical competences, so competency models must keep pace with these changes.

The training and development programs for new leaders are essential tools for managing and retaining 
talent within the organization. In operational terms, it is also essential to understand which leadership 
development practices are most appropriate for each leader profile. Thus, organizations are looking to 
increasingly value their human capital, adding more value to it. Competences impact leadership effec-
tiveness and create value for organizations, contributing to performance and bottom-line results.

Leadership development is indisputably essential for organizations’ survival. Studies related to lead-
ership competences and effectiveness seek to encourage and stimulate the development processes of 
leaders in organizations. However, competences are not enough to guarantee this effectiveness, as leader 
development programs can be great in acquiring competences, but without translating into results in the 
organization. It is necessary to study the impact of these programs and measure their effectiveness in terms 
of performance. The leader’s motivation for the development of competences is also an important factor 
that needs to be deepened. On the other hand, a greater perception by leaders of what others think about 
their behavior and competences is crucial for management and leadership in organizations. This type 
of research is thus an asset for a continuous valorization of human capital in the organizational context.
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KEY TERMS AND DEFINITIONS

Competence: It is a set of attitudes, skills, abilities, and knowledge that are acquired by the individual 
throughout life.

Competence Management: Is a human resource management practice that aims to develop skills 
according to the individual’s profile and the organization’s needs.

Effectiveness: Is a combination of quality and quantity of performance of a group or unit of work 
managed by a responsible/leader.

Human Resource Management: Is a strategic area made up of several practices and techniques 
that are implemented not only to achieve the organization’s goals, but also to manage human relations, 
ensuring people’s satisfaction and fulfillment.

Leader: Is someone who has the ability to influence, share and inspire their vision on others; others 
live and feel this vision as their own.

Leader Competence: Are skills that prepare a leader to effectively manage people.
Leadership: Is the art of influencing people, attracting followers and promoting the development of 

positive mindsets and behaviors in order to achieve goals.
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APPENDIX 1: TYPES OF COMPETENCES IDENTIFIED 
IN THE COMPETENCE MODELS

Table 10.  

Competences Authors

- Technical Skills
- Human Skills
- Conceptual Skills

Katz, 1974

- Self-awareness
- Self-regulation
- Motivation
- Empathy
- Social Skill

Goleman, 1998

- Problem solving
- Social judgment
- Knowledge

Mumford, Zaccaro, 
Harding, Jacobs, & 
Fleishman, 2000

- Analytical and self-development
- People-related skills
- Task-related skills

Analoui, Labbaf, & 
Noorbakhsh, 2000

- Self-awareness
- Self-management
- Social awareness
- Relationship management

Goleman, Boyatzis, & 
Mckee, 2001

- Intellectual skill (IQ)
- Managerial skill (MQ)
- Emotional skill (EQ)

Dulewicz & Higgs, 
2003

- Intrapersonal Skills
- Interpersonal Skills
- Technical Skills (work skills)
- Leadership Skills

Hogan & Warrenfeltz, 
2003

- METACOMPETENCY I: Understanding the Big Picture
- METACOMPETENCY II. Attitudes are Everything
- METACOMPETENCY III: Leadership, The Driving Force
- METACOMPETENCY IV: Communication, The Leader ’s Voice
- METACOMPETENCY V: Innovation and Creativity
- METACOMPETENCY VI: Leading Change
- METACOMPETENCY VII: Teamwork and Followership

Tubbs & Schulz, 2006

- Self-motivation cluster
- Self-regulation cluster
- People Management cluster
- Cognitive Cluster

Boyatzis, 2006b

- Cognitive skills
- Interpersonal skills
- Business skills
- Strategic skills

Mumford, Campion, & 
Morgeson, 2007

Cognitive competencies
Emotional intElligEncE compEtEnciEs - Self-Awareness cluster; Self-Management cluster
social intElligEncE compEtEnciEs - Social Awareness cluster; Relationship Management

Boyatzis, 2009, 2011

- Strategist
- Executor
- Talent Manager
- Human Capital Developer
- Personal Proficiency

Burns, Smith, & 
Ulrich, 2012
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APPENDIX 2: DIMENSIONS OF THE INTEGRATIVE 
MODEL OF THE LEADER COMPETENCES

Table 11.  

Dimensions Competences

 
Intellectual 
Competences 
(CMPE_I)

1. Vision, perspective of ‘helicopter’, ‘the big picture’. 
2. Imagination, Creativity and Innovation, an open and confident approach to new solutions. 
3. Creating an inspiring and attractive mission that motivates all team members. 
4. Analysis and organization of information, through its knowledge and critical thinking. 
5. Management and personal development, promoting improvements in their performance. 
6. In-depth knowledge of the contexts, role and impact of culture and other worldviews 
7. Leadership by example, practicing and defending the principles, rules, and good practices. 
8. Stress management at work. 
9. Creating an environment for learning and change.

 
Management 
Competences 
(CMPE_M)

1. Definition of an effective business strategy and objectives according to the available resources. 
2. Timely resource management (materials, technical, financial, and human). 
3. Involvement of everyone in decision making and problem solving. 
4. Definition and development of necessary rules and procedures. 
5. Analysis, planning and timely work organization. 
6. Monitoring and evaluating of activities and results and constructive feedback. 
7. Delegation and allocation of resources. 
8. Coordination and performance evaluation.

 
Social 
Competences 
(CMPE_S)

1. Effective and frequent communication (verbal and non-verbal) according to the motivations, needs, attitudes and 
feelings of others. 
2. Active listening and negotiating power. 
3. Influence and people management (direction, motivation, and development). 
4. Creation and management teams encouraging participation, team spirit and confidence. 
5. Personal and professional development of the team and future leaders. 
6. Concern about the personal and professional life of the team members. 
7. Monitoring, coaching, support, and direction according to the needs of each one.

 
Emotional 
Competences 
(CMPE_E)

1. Awareness of one’s emotions and the effect of the emotional state on others (Leader). 
2. Management of own emotional states, impulses, and internal resources (Leader). 
3. Confidence in oneself and in one’s abilities (Leader). 
4. Awareness of the feelings, emotions, needs and concerns of others and the power of relationships between team 
members (Organization). 
5. Relationship management, inducing desirable responses in others, through teamwork, conflict management, 
inspiration, and influence (Organization).
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APPENDIX 3: FREQUENCY ANALYSIS OF VARIABLES

Table 12.  
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ABSTRACT

The Covid-19 pandemic has brought widespread disruption to labor markets around the world. The 
pandemic has led to a dramatic shift in expected skill requirements, and it has forced people to acquire 
new demanded skills, including digital skills, to succeed in the workplace or find a job. Hence, the com-
petition of higher education graduates in the labor market is now changing shape. Accordingly, young 
workers (15–24 years old) have a greater risk than older ones of being pushed out of the labor market 
since the current situation shows that higher education graduates do not have enough high-level digital 
skills in many countries. Although younger adults with a higher education degree are less likely to be 
unemployed than other educated adults, it is obvious the digital transformation in the workplace might 
affect them negatively if they cannot update their skills for the post-pandemic world.

INTRODUCTION

Globally, the rise of the knowledge-based economy has a critical role in a long-term competitive ad-
vantage for all sectors, including higher education. Hence, competition between countries in the era of 
the knowledge-based economy has become the driving force for higher education expansion since the 
1980s (Liu et al., 2016). Therefore, human capital development for a knowledge-based economy has 
become a central component of economic and social policies for international competition worldwide in 
the last few decades (Organisation for Economic Co-operation and Development [OECD], 1996; Sum 
and Jessop, 2013).

National and international competition in higher education has led to a massive expansion in enrol-
ment over the last decades. Today, the total number of higher education students globally has reached 
more than 227 million (United Nations Educational, Scientific, and Cultural Organization [UNESCO], 
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2021). In recent years, the early cohorts of higher education students have experienced massification, 
flooding into the labor market and boosting the proportion of higher education degrees workers (Mok 
and Jiang, 2018). Higher education enrolments are less typical among the older population as students 
graduate and transition to the labor market. For example, the OECD average enrolment rate in all levels 
of education reached 16% among 25–29 years old, which is higher than 6% among 30-39 years old 
(OECD, 2021a). However, the increasing number of higher education graduates has negatively affected 
the labor market and national economic competitiveness since there are unemployment problems for 
many graduates (Mok and Wu, 2016; Mok and Jiang, 2018).

However, the Covid-19 pandemic, which emerged in December 2019 in China, has affected ev-
eryone worldwide. Globally, as of September 20, 2021, there have been 228.394.572 confirmed cases 
of Covid-19, including 4.690.186 deaths. As of September 19, 2021, a total of 5.776.127.976 vaccine 
doses have been administered (World Health Organization [WHO], 2021). It is not just a global health 
crisis; it has triggered the most severe economic recession in nearly a century and is causing enormous 
damage to people’s jobs and well-being, along with their health. The global economy has been expe-
riencing the deepest recession since the Great Depression in the 1930s, with GDP declines of more 
than 20% and a surge in unemployment in many countries in the early stages of the pandemic (OECD, 
2020). The OECD projects that global output will rise by nearly 6% in 2021, an impressive surge after 
the 3.5% contraction in 2020. Although the OECD states that recovery will return most of the world to 
pre-pandemic GDP levels by the end of 2022, many OECD countries may not return to pre-pandemic 
levels as quickly as expected due to high unemployment rates (OECD, 2021b). Hence, the recovery will 
be long-lasting due to the unprecedented uncertainty characteristics of the pandemic (Altig et al., 2020; 
Açıkgöz & Günay, 2021).

The International Labor Organization (ILO) confirms that the pandemic caused massive disrup-
tions in the labor market throughout 2020. At the end of 2020, globally, 114 million jobs disappeared 
compared to 2019. In contrast to previous crises, the bulk of employment losses in 2020 translated into 
rising inactivity rather than unemployment, leading to an additional 81 million people shifting to inac-
tivity alongside 33 million additional unemployed (ILO, 2021a). In particular, workers like those in the 
hospitality, retail, service, travel, and tourism sectors, who have been displaced from their jobs in the 
short term and potentially in the future, have been affected most negatively by the Covid-19 pandemic 
(World Economic Forum [WEF], 2020a). The pandemic has accelerated digital transformation and au-
tomation in the workplace while widening wage disparities. Many jobs are fully or partially transformed 
into digital jobs, expanding the digital economy and related activities (OECD, 2021c).

The application of digital technology has already changed or destroyed many work environments, 
industries, and business activities (Nyiri, 2002). Also, while there is uncertainty about the speed of 
these changes, technology-intensive working life is spreading and constantly transforming. Also, the 
types of jobs that are being created are not the same as those that are being lost (OECD, 2018). As new 
technologies are adopted by enterprises globally, skills shortages for the jobs of tomorrow are set to 
become more pronounced as populations have switched to remote work during the Covid-19 pandemic. 
The WEF’s Future of Jobs Report 2020 estimated that by 2025, 85 million jobs may be displaced by a 
shift in the division of labor between humans and machines, while 97 million new roles may emerge 
that are more adapted to the new division of labor between humans, machines, and algorithms (WEF, 
2020a). This situation has also led to a dramatic shift in expected skill requirements, and it has forced 
people to have new skills to succeed in the workplace or find a job. Hence, this new transformation is 
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a big challenge for all the workforce, including higher education graduates. Only a higher education 
degree is not enough to survive in the new post-pandemic world.

In this regard, this study aims to address the transformation in the labor market after the Covid-19 
pandemic, especially for higher education graduates. In other words, how the Covid-19 pandemic has 
characterized the labor market for higher education graduates is the main focus of this study. Thus, the 
objective of this study is to characterize the current state of higher education graduates in the labor mar-
ket concerning the pandemic circumstances, to synthesize the findings on available data, particularly in 
OECD countries, and to make some recommendations for new demanded skills, such as critical thinking, 
problem-solving, and digital skills, acquisition and improvement. However, this study mainly focuses on 
digital skills since they will probably be the most in-demand skills in the long-term labor market due to 
the rapid digital transformation in the workplace. Therefore, OECD data, analysis, and surveys can be 
used as a good proxy for evaluating digital skills among higher education graduates worldwide, along 
with other resources such as the ILO and WEF, providing information about unemployment and the 
prospects of the job market. This study comprehensively analyzes existing databases and other sources 
to identify the current state of higher education graduates for the post-pandemic labor market, especially 
in terms of digital skills.

In this context, the paper’s organization is as follows: The following section provides some background 
and literature review about the topic. While the third section discusses the current situation of youth and 
higher education graduates in the labor market during the pandemic, the following are related to newly 
demanded skills in the labor market during the pandemic and the current digital skills level of higher 
education graduates, respectively. The next section is about future research directions, and finally, the 
study is concluded.

BACKGROUND

In recent decades, the massive expansion of higher education has resulted in many higher education 
graduates, making the labor market highly competitive. Existing research consistently suggests that 
recent cohorts of higher education graduates have had difficulty finding jobs that match their skill sets, 
while employers claim they are unable to find people with the skills they require (Bai, 2006; Kim and 
Lee, 2006; West, 2000; Teichler, 1997; Walker, 2007; Wu, 2011; Vedder et al., 2013; Lauder and May-
hew, 2020; Mok and Jiang, 2018). This is simply characterized as a skill mismatch in the labor market, 
where a skill mismatch is commonly defined in terms of an individual’s excess or deficiency of skills in 
comparison to job skill requirements (McGuinness and Pouliakas, 2016). Studies of skill mismatch tend 
to focus on two of four central measures: over-qualification, under-qualification, over-skilled, and under-
skilled. Although terms like “over-qualification” and “over-skilled” are often used interchangeably, they 
refer to different situations in the labor market. Over-qualification or under-qualification occurs when 
individuals take jobs that do not match their qualifications. People are over-skilled or under-skilled when 
whatever their qualification level, their skills do not match the job (European Centre for the Development 
of Vocational Training [CEDEFOP], 2015). As a result of the misalignment of supply and demand for 
various talents, unemployment rates in the labor market have risen.

Prior to the Covid-19 pandemic, evidence from several advanced economies showed that skill mismatch 
is a common occurrence, affecting approximately one-third of the higher-educated employed population 
(McGuinness and Pouliakas, 2016). Several research studies have also cautioned in recent years that, as 
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a result of the 2008 economic crisis, there has been a tendency towards higher over-qualification rates 
across Europe (Pouliakas, 2012; ILO, 2014). As a result, higher education graduates may secure employ-
ment by accepting jobs that are typically reserved for those with less education. In other words, for many 
higher education graduates, their degree serves as a credential or signal for admittance into jobs that 
formerly required only high school diplomas (Lauder and Mayhew, 2020; Dolado et al., 2000; Mayhew 
et al., 2004; Chan and Lin, 2016; Mok and Jiang, 2018). Furthermore, policymakers predict that there 
will be an ever-increasing demand for a highly skilled workforce, which should meet by mass higher 
education graduates (Lauder and Mayhew, 2020). For example, CEDEFOP’s skill supply forecast for 
Europe up to 2020 suggested a substantial further increase in the proportion of the adult labor force with 
high-level qualifications acquired by a higher education degree. The European labor force aged 25 and 
over with a high level of qualification will represent 34% of the entire labor force in 2020 (CEDEFOP, 
2010). From this perspective, the proportion of people with high levels of qualification has risen steadily 
in recent years in most countries due to the massification of higher education worldwide. In addition, 
firms had strong incentives to invest in automation to remain competitive in a changing world of work. 
Such motives will be stronger in the post-pandemic period, as businesses will aim to gain a competitive 
edge by offering pandemic work environments, services, and products. Hence, high-level qualifications, 
in other words, higher education degrees, will be more critical than in the pre-pandemic world.

The pandemic has brought widespread disruption to labor markets around the world. Unlike the pre-
vious crisis, the pace and depth of the Covid-19 crisis have been unprecedented, with no country spared 
from the sharp deterioration in labor market conditions (Dewan and Ernst 2020; Lee et al., 2020; ILO, 
2021b). Those who lost their jobs gave up looking for work or were unavailable due to the pandemic, 
resulting in more people leaving the labor force and becoming inactive rather than unemployed. As a 
result, many previously inactive workers will enter the labor force during the pandemic but might not 
find a job. It is expected that employment growth will reach 100 million jobs in 2021, followed by a 
further 80 million in 2022. However, this rebound will not be sufficient to accommodate those who 
have lost their jobs and new labor market entrants, given the growth of the working-age population. 
As a result, the pandemic-induced shortfall in jobs is projected to amount to 75 million in 2021 and 23 
million in 2022, which exacerbates the precarious labor market situation before the Covid-19 pandemic. 
While economic recovery will induce more individuals to reenter the labor force, the lack of available 
jobs will increase global unemployment, reaching 205 million people (ILO, 2021b). Hence, it is evident 
that a significant share of graduates might struggle to find good jobs in the post-pandemic world due to 
the lack of available jobs or newly demanded skills because of digital transformation in the workplace 
during the pandemic.

YOUTH AND HIGHER EDUCATION GRADUATES IN THE 
LABOR MARKET DURING THE PANDEMIC

Table 1 displays the world’s actual and estimated unemployment rates according to country groups 
based on income levels before and during the pandemic. The unemployment rate is projected to fall 
from 6.3% to 5.7% in 2022, slightly higher than the pre-pandemic value (5.4%). Even before the pan-
demic, unemployment rates were nearly three times higher for youth (between 15 and 24 years) than for 
adults (aged 25 years and above). The rise in the unemployment rate among youth would be driven by 
young people in employment being more likely to lose their jobs and new entrants to the labor market 
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finding it challenging to secure entry-level jobs with hiring rates down. Alongside new large numbers 
of young higher education graduates, youth unemployment rates will likely remain elevated for some 
time to come. Young workers who lose their jobs have been more likely than their adult counterparts to 
become inactive, which further impairs their labor market prospects (ILO, 2021b). Table 1 shows that 
the number of unemployed youth increased only 1.1% between 2019 and 2020 worldwide, compared 
to the 1.2% rise in adult unemployment because many young people without a job have stopped look-
ing for one or have delayed their entry into the labor market. Moreover, other studies showed that the 
pandemic has a more adverse impact on younger workers than older workers since the effects could be 
more fiscally costly for older workers due to the spillovers onto social security (Bui et al., 2020; Gupta 
et al., 2020; Goda et al., 2021).

On the other hand, Table 1 shows that unemployment is projected to be high in countries at all income 
levels in 2022, with upper-middle-income countries being the most affected. The unemployment rate 
is forecasted to be 6.4% in upper-middle-income countries, higher than the world unemployment rate 
(5.7%). Indeed, the recovery will be relatively faster in high-income countries. The unemployment rate 
is forecasted to be 5%, probably due to unprecedented policy support and privileged access to vaccines 
in those countries. In low and lower-middle-income countries, the more limited access to vaccines and 
more significant constraints on fiscal spending will probably dampen the employment recovery. The 
unemployment rate is projected to be 5.2% and 5.5% in those countries, respectively. Also, upper-middle-
income countries have a higher young unemployment rate, with a 16.2% value in 2020, above the 14.6% 
world rate. However, higher-income countries have the highest adult unemployment rate, most probably 
due to their effective labor support income policies.

In many OECD and partner countries, younger adults with a higher education degree are less likely to 
be unemployed compared to those with upper secondary or post-secondary non-higher education as their 
highest attainment. While the OECD average for unemployment rates as a percentage of 25–34-years 
old (younger adults) with a higher education degree in the labor force was 5% in 2019, this ratio jumped 
to 7% in 2020. In addition, the positive effect of higher education attainment on unemployment rates is 
exceptionally high in the United Kingdom (UK) and the United States (US), since the unemployment 
rate as a percentage of 25–34-years old with a higher education degree is 3%. However, countries like 
Spain (15%), Italy (11%), and Greece (21%) have a higher unemployment rate among younger adults 
with higher education attainment (OECD, 2021a). Furthermore, higher education graduates are now in 

Table 1. Unemployment Rate (%)

Total (15+) Youth Adult

2019 2020 2021 2022 2019 2020 2019 2020

World 5.4 6.5 6.3 5.7 13.5 14.6 4 5.2

Low-income countries 4.8 5.3 5.3 5.2 8 8.7 3.7 4.1

Lower-middle-income countries 5.1 6.5 5.9 5.5 15.1 15.4 3 4.6

Upper-middle-income countries 6 6.7 7 6.4 15.1 16.2 4.7 5.5

High-income countries 4.8 6.8 5.8 5 10.9 14.9 4.1 5.9

Source: (ILO, 2021b)
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a more difficult situation than before when it comes to finding a job due to the pandemic. The fact that 
they have not found the jobs they expected after graduation. It is predicted that the youth unemployment 
rate will increase further in the next few years. Hence, there will be some possible adverse impacts on 
higher education graduates.

NEW DEMANDED SKILLS IN THE LABOR MARKET DURING THE PANDEMIC

Figure 2 shows that high-skilled workers accounted for the lowest share of employment worldwide 
among all the occupational categories in 2019, namely 20.6%, but as a group, they also exhibited the 
lowest decline in employment relative to the pre-pandemic period, at 3%. In other words, high-skilled 
“white-collar” workers (managers, professionals, and technicians) were far more likely to be able to work 
from home during the pandemic than “blue-collar” workers (middle-skilled occupations in production, 
construction, or manufacturing) and workers in low-skilled service occupations involving manual tasks 
and personal interaction (ILO, 2021b). Job loss among high-skilled workers differs from that of low- and 
middle-skilled workers, implying that technological change affects workers differently depending on the 
skill content of their occupation (Autor et al., 2003; Goos et al., 2014). Suppose high-skilled workers are 
associated with higher education graduates. In that case, it might be said that adults with higher education 
degrees are less affected when compared to other degree graduates during the pandemic.

Figure 1. Unemployment rates of higher education graduates as a percentage of 25-34 years old in the 
labor force (%)
Source: (OECD, 2021a)
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According to the survey results conducted by WEF in 15 major developed and emerging economies 
and regional economic areas, more than one-third (36%) of all jobs across all industries are expected to 
require problem-solving skills as one of their core skills. Also, the WEF’s Future of Jobs Report 2020 
is projected that technological change is set to displace a range of skills in the labor market while driv-
ing greater demand for a new set of core demand skills such as critical thinking and analysis, problem-
solving, in addition to digital skills (WEF, 2020a). In this context, Figure 3 displays that employers set 
to accelerate their job automation and augmentation agendas, raising the possibility of a jobless recov-
ery. Among the business leaders surveyed, just over 80% report accelerating the automation of their 
work processes and expanding their use of remote work. A significant 50% also indicate that they set 
to accelerate the automation of jobs in their companies. In addition, nearly 30% of employers expect to 
reduce their workforce temporarily, and nearly 15% expect to do so permanently. Hence, digital skills 
will be more critical than ever before to survive in the labor market during the pandemic and after that.

Figure 2. Distribution of employment by occupational skill level (%)
Source: (ILO, 2021b)
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DIGITAL SKILLS LEVEL OF HIGHER EDUCATION GRADUATES

The OECD defines problem-solving in technology-rich environments as “using digital technology, 
communication tools and networks to acquire and evaluate information, communicate with others and 
perform practical tasks” (PIAAC Expert Group in Problem Solving in Technology-Rich Environments, 
2009). Problem-solving in technology-rich environments does not measure the cognitive skills required 
to solve problems. Instead, it measures both problem-solving and basic computer literacy skills, like 
the capacity to use Information and Communications Technology (ICT) tools and applications. That 
is done by assessing how well adults can use ICT tools and applications to assess, process, evaluate, 
and analyze information in a goal-oriented way (OECD, 2019a). Therefore, OECD’s data on problem-
solving in technology-rich environments might be used as a proxy variable to measure the digital skills 
of higher education graduates.

Programme for the International Assessment of Adult Competencies (PIACC) is conducted every 
10 years and has had two cycles so far. For the PIAAC 1st Cycle, 39 countries participated between 
2011-2018, and data were collected in three different rounds: Round 1 (2011-2012), Round 2 (2014-
15), and Round 3 (2017). Under the supervision of trained interviewers, the survey was administered 
to the respondents. The respondents completed the assessment test on a laptop computer or a paper 
version using printed test booklets, depending on the respondents’ computer skills. On average, it took 
50 minutes to complete the assessment tests. The results from the assessment are analyzed based on a 
500-point scale. However, each participating country had a substantial proportion of adults who could 
not display any proficiency in problem-solving in technology-rich environments since they took the as-
sessment in the paper-based format. Three separate groups of adults fall into this category: those with 

Figure 3. Planned business adaptation in response to the pandemic
Source: (WEF, 2020a)

 EBSCOhost - printed on 2/9/2023 2:53 AM via . All use subject to https://www.ebsco.com/terms-of-use



152

Challenges for Higher Education Graduates in the Post-Pandemic Labor Market
 

no computer experience, those who failed the ICT core test and thus did not have the basic computer 
skills needed for the computer-based assessment, and those who opted to take the paper-based version 
of the assessment even though they reported having ICT experience. Overall, around one in ten adults 
(11.7%) reported having no prior computer experience. A further 4.7% of adults did not have the basic 
ICT skills assessed by the ICT core test, such as the capacity to use a mouse or scroll through a web 
page across OECD countries (OECD, 2019a).

Figure 4. Percentage of higher education graduates having no computer experience (adults aged 25-65)
Source: (OECD, 2019a)
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On the other hand, Figure 4 shows that among higher education graduates across OECD countries, 
only 4.4% of adults in this group were not able to participate in the problem-solving assessment due 
to the lack of computer experience. Moreover, the shares of higher education graduates having no 
computer experience were slightly higher in Ecuador, Mexico, and Turkey (7%), Kazakhstan (9%), and 
Peru and Japan (12%). On the other hand, the Russian Federation, on the other hand, is a leader, with a 
15% higher percentage of higher education graduates who have no computer experience. The share of 
higher education graduates without basic digital skills or computer experience reflects these countries’ 
levels of economic development and ICT penetration. Although internet users have doubled since 2010, 
surpassing 50% of the world population worldwide (WEF, 2020b), the share of higher education gradu-
ates having no computer experience is higher in many OECD countries. However, the pandemic most 
probably would raise the digital divide around the world.

Mainly, educational attainment positively affects the proficiency levels of adults’ problem-solving in 
technology-rich environments (OECD, 2016; Xiao et al., 2019). In other words, it can be said that adults 
with higher education diplomas probably have higher-level digital skills than others if problem-solving 
skills in technology-rich environments is used as a proxy for digital skills. Hence, Figure 5 shows the 
proficiency levels of digital skills for higher education graduates. The total shares of higher education 
graduates are 46.6% scored at higher proficiency level in digital skills on average across OECD countries. 
In other words, 46.6% of higher education graduates can at least use both generic and more specific 
technology applications in their typically required tasks. Some navigation across pages and applications 
is required to solve the problem (OECD, 2019a). This share was much lower in some countries, including 
Peru (13.7%) and Mexico and Turkey (26.2%). In contrast, the shares in countries like the Netherlands, 
Norway, Germany, and the UK is higher than the 50% in digital skills. Therefore, countries with lower 
digital skills proficiency levels for higher education graduates should focus on equipping higher educa-
tion students with digital skills for the post-pandemic labor market.

Figure 5. Proficiency level of higher education graduates in problem-solving technology-rich environ-
ments (%) (aged 16-65)
Source: (OECD, 2019a)
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FUTURE RESEARCH DIRECTIONS

Since this study focused on the indirect measure of digital skills or currently employed, there is a need to 
investigate alternative measurements to more objectively examine the impact of the Covid-19 pandemic 
on higher education graduates. For example, how the highly educated 25–64 age group that has been 
affected by the pandemic might be investigated. Another study might answer how the new demanded 
skills like digital skills of young and older higher education graduates can be improved. Measurement 
of other new demanded skills like problem-solving or critical thinking is open to debate. Finally, it is 
pretty problematic to collect homogeneous and reliable data to examine the skill gaps and unemployment 
levels for young and old due to the pandemic’s unprecedented uncertainty structure. Because countries’ 
economic recovery is now uneven, labor market conditions might change according to the new paths of 
the Covid-19 pandemic. Researchers should focus more on higher education and labor market studies.

CONCLUSION

Globally and across all countries, the pandemic has affected employment losses. As vaccination continues 
and some countries begin to loosen pandemic restrictions, economic growth is expected to accelerate. 
The unprecedented levels of assistance that countries have provided through job retention schemes and 
income support have saved up to 21 million jobs and helped many households make it through the pan-
demic (OECD, 2021c). However, the Covid-19 pandemic has deepened existing social and economic 
divides, between those with high skills and those without, between generations, between those with good 
jobs and those with precarious jobs or no jobs at all. Unemployment is high, and jobs are not expected 
to make a rapid recovery. Reaching pre-pandemic employment rates may take several years.

Along with the mass number of higher education students, higher education graduates have also 
increased. Although the supply in the labor market has expanded, many jobs have started to vanish or 
transform even before the pandemic. However, the pandemic has accelerated this process, and digitaliza-
tion and automation have expanded in the workplace.

In OECD countries, younger adults with a higher education degree are less likely to be unemployed 
compared to other levels of graduates. Many graduates, especially older ones, have weak basic digital 
skills, and lifelong training opportunities are limited for the unemployed and the low-skilled. Despite a 
robust labor market, and in order to accelerate job transition, it will be essential to strengthen the training 
and skills of these groups through lifelong learning activities, help displaced workers with job place-
ment measures, and facilitate the reallocation of resources toward growing industries (OECD, 2021b).

Furthermore, the WEF’s “Youth Recovery Plan” reported the hopes and concerns of young people 
between the ages of 20 and 30 worldwide about their skills and readiness for jobs. The report was based 
on responses to an online survey and virtual interviews with immigrants, heads of state, and public fig-
ures in 187 countries in 2021. Almost 50% of young people surveyed said they felt inadequately skilled, 
and only 16% of respondents said they were “fully confident” in their skills’ sufficiency to find a decent 
job for the next five to ten years (WEF, 2021). Therefore, higher education institutions should focus on 
academic courses and guidance lessons to raise students’ confidence.

Young people have a greater risk of being pushed out of the labor market than older ones. While 
today’s youth are the most educated compared to the past, they are also debt-ridden and suffer from 
unemployment. Unemployment has increased, especially for low-skilled and young workers, calling 
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for strengthening the capacity of public employment services to provide job search support and train-
ing (OECD, 2021a). Younger workers are more likely to have transitioned to new roles during these 
uncertain times. Hence, higher education institutions are required to upgrade their curricula with the 
express function of job acquisition in a rapidly digitalized world (WEF, 2021). For instance, students 
and academicians should be equipped with digital skills to assist students in developing or improving 
their basic digital skills or other newly demanded skills in the workplace. Besides, university-industry 
relations should be improved to provide more vocational education in workplaces for students. So they 
can more easily acquire the skills employers demand. In other words, the higher education institutions 
need to reinvent themselves to give people greater ownership over what they learn, how they learn, when 
they learn, and where they learn to meet tomorrow’s demand for skills’ (OECD, 2019b).

Adult employees with a higher education degree are also affected by the disruption because training 
providers are forced to close, causing disruptions in work-based learning, professional development, and 
other sorts of education, all of which significantly impact human potential. It is critical to upgrade or 
update workers’ skills to remain competitive in the job market. Unsurprisingly, digital-based work will 
become more prevalent in the digital economy. More jobs will be formed by technological disruption, 
labor automation, and more flexible and fluid employment, all of which will include significant involve-
ment with technology. As a result, there will be greater demand for lifelong learning in the post-pandemic 
world. Despite the current economic recession, most employers understand the need to invest in human 
capital. It is time to think about the future and solve the underlying structural challenges wreaking havoc 
on the labor market. Briefly, national policies that lead to the rapid changes in the higher education 
landscape are required to digitalize higher education institutions’ infrastructures. Also, countries should 
increase their budget for employment policies of higher education graduates.
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KEY TERMS AND DEFINITIONS

COVID-19 Pandemic: A disease caused by a new coronavirus, which has not been previously identi-
fied in humans, discovered in China in 2019.

Digital Skills: Ability to use, access, filter, evaluate, create, program, and share digital content.
Graduate: A person who has finished their school, college, or university education.
Higher Education: Educational qualification awarded upon successful completion of specific edu-

cational programs in universities and equivalent institutions.
Labor Market: Place where workers and employees interact with each other.
PIACC: A program of assessment and analysis of adult skills.
Problem Solving in Technology-Rich Environments: Using digital technology, communication tools, 

and networks to acquire and evaluate information, communicate with others, and perform practical tasks.
Unemployment: Individuals who are employable and actively seeking a job but cannot find a job.
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ABSTRACT

The purpose of this chapter is to determine how to manage the remote workforce in a period that cov-
ers during and after the COVID-19 pandemic called the new normal. According to this purpose, the 
content is as follows: the concept of new normal, remote working and hybrid work as a remote working 
model, advantages and disadvantages of remote working, managing the remote work and workforce. 
In this context, the author aimed to show remote working from all sides in the new normal and give an 
idea for researchers and practitioners about how to successfully manage the new normalization period 
post the COVID-19 pandemic.

INTRODUCTION

After understanding that Covid 19 is a pandemic, several regulations were made by governments or 
decision-makers. Several industry sectors started functioning partially, some of them completely closed 
for some time. In this process, while companies had to continue their economic activities, they also had 
to keep the employees healthy and safe. At the same time, the necessity of sustaining economic activities 
and ensuring the health and safety of employees has made working remotely the best solution. Because 
of Covid-19, many people have to change many habits related to both their work and daily life routines 
approximately in 3 months.

Although remote working is seen as the best solution for companies, the most important problem is 
for companies and employees to be caught unprepared for remote working processes. Lack of supportive 
infrastructure for large-scale work, mixed emotions and feelings about remote working, lack of experi-
ences for the remote working process, are some of the problems.

In the traditional management approach, cooperation, teamwork, large offices were seen as impor-
tant values. Remote or flexible working was only preferred to maintain the work-life balance of the 
employees. However, with Covid 19, issues such as where, how, with whom and, when we work, were 
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constructed from the beginning. On the other hand, remote and flexible working, required simultaneous 
adaptation to the work and personal lives of employees, rather than balancing between them (Patil & 
Gopalakrishnan, 2020).

This process, which covers the period of Covid-19 and “new normals”, has been the focus of many 
researchers and practitioners to monitor the current situation and make the necessary improvements. 
Therefore so many researches published about the Covid-19 pandemic and its effect on companies, em-
ployees, effective management alternatives, etc. In these processes, workplace isolation, social distances, 
work-life balance, remote working, multiple roles for employees (Prasad & Mangipudi, 2020), burnout, 
remote working topics are the popular subjects for business management.

In this section, the author aimed that determine remote working with all sides in the new normal and 
give an idea for researchers and practitioners about how to manage the new normalization period with 
successfully post Covid-19 pandemic.

BACKGROUND

When the literature is determined, it is possible to come across many studies about remote work or the 
economic world on the Covid-19 and the pandemic process (Hamblin, 1995; Kurland & Bailey, 1999; 
Kırpık, 2020; Koirala & Acharya, 2020; Petzer, 2020; Ting et al., 2020). Among these researches, besides 
academic publications, it is possible to find articles published in popular journals, reports published 
by various human resource management companies (Entrust, 2021; Levenson, 2020; Phillips, 2020; 
Prasad & Mangipudi, 2020; PwC, 2021; Zeegen et al., 2020). Although these studies are important for 
the formation of a general judgment on the subject in the literature, it can be stated that this area is still 
in the discovery phase. In other words, it is seen that there is no consensus about managing the remote 
working and workforce in the literature. Therefore, it is thought that new studies in this field will be 
important in terms of the cumulative progress of the process and gaining new perspectives.

Buheji and Buheji’s research (2020) is about employability competency in post- the COVID-19 
pandemic. According to research results, employability competencies are called, “proactiveness”, “pre-
paredness”, “pulling-together”, “problem-solving”, “publishing and publicizing”. These competencies 
may help employees to overcome the challenges in the new normal.

Koirala and Acharya (2020) stated in their study that the Covid-19 pandemic is a turning point for the 
workplace concept. It has been mentioned that this transformation, will force human resources manage-
ment units to change their policies and strategies. The concept of “social distance” draws attention as an 
important concept in this transformation process. While remote working is seen as a more suitable working 
method for the service sector, it is not seen as a suitable working method for many production sectors.

Bonacini and others (2020) conducted a study on Italian employees. In this study, the authors explored 
the potential results in the employee income distribution related to a long-lasting increase in remote 
work. The results showed that in remote working, an increase in the income of the employees will not 
be evenly distributed among the employees. It is stated that this increase mostly supports male, elderly, 
highly paid and, highly educated workers.

According to the results of the research conducted by Deloitte (2020), it is revealed that remote 
working is preferred by both employees and employers. While motivation and the factors related to 
motivation are effective factors in the preference of employees to work remotely; financial gains are 
effective in employers who prefer to work remotely. It is stated that the variables that may be effective 
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in preferring to work remotely are affected by the age and personal characteristics of the employees. 
According to another finding of the research, there are important cyber security problems of enterprises 
in remote working processes.

In their research, Ware and Grantham (2020) questioned the reasons why businesses choose to work 
remotely, what tools and methods are used for remote work in successful companies, and what are the 
suggestions of successful leaders for companies that are just starting to work remotely. As a result, it is 
stated that the most important motivation in the adaptation of companies to new ways of doing business 
is to save costs. In addition, leaders state that remote working is an important strategy for attracting 
talented employees to the companies and ensuring their continuity.

However there is a lot of research in the literature, it is thinking that this book section will be helpful, 
both organizations decide to adjust remote working strategies, choosing between office or remote, sched-
uling employees time, workplaces or decide to a hybrid model and gain perspective about advantages-
disadvantages for companies, decision-makers, employees.

MAIN FOCUS OF THE CHAPTER

Concept of New Normal

Since the Covid-19 pandemic has been seen around the world, nothing is going on the same. All around 
the world lots of things, such as social relationships, the education systems, the working processes, com-
merce, have been changed and these changes seem to be going on. All of these changes are called “new 
normal”. New normal is defined in Oxford Dictionary (“as an event or status or era that was unfamiliar, 
atypical situation that has become standard, or usual, or expected”(2007).

The meaning of the new normal can be expressed, in simpler terms, as “not going back to the old 
one again”. This means that “don’t want to waste time during the commuting”, “don’t want to long 
office hours”, “want to flexible time management”, “want to use time with our family”, e.t.c. (Oxford 
Dictionary, 2007)

New normal is an era full of demanding situations and instability, wherein agility, curiosity, threat 
mitigation, learning by exploring, learning by doing, however with focus, will be the norm for both 
survival and competitiveness (Levenson, 2020). Besides these meanings, in this paper, new normal was 
used to explain the indispensables of people’s life routines after the Covid-19 pandemic.

The remote work is called the new normal during the Covid-19 pandemic for companies (Patil & 
Gopalakrishnan, 2020). When the threat of the Covid-19 pandemic diminishes, organizations will decide 
whether to bring employees back to the office or continue working remotely. (Hershkowitz, 2020). At 
this point, some researchers should provide data to guide decision-makers. PwC’s research report can 
be evaluated such as a guiding document.

According to PWC’s research report by July 2021, in the United States, After the Covid-19 pandemic, 
61% of the employees do not want to go back to the office. (PwC, 2021). And now it’s known that (PwC, 
2021; PwC, 2020), remote work has become more precious for employees. And both employers and 
employees, remote work has been an overwhelming success (83% employers, 71% employees). Because 
during the pandemic by trying new methods in working styles, both employers and employees have 
gained enough knowledge to have an idea about the advantages and disadvantages of these methods. In 
other words, it could be said that employees explain a preference for remote working after the Covid-19 

 EBSCOhost - printed on 2/9/2023 2:53 AM via . All use subject to https://www.ebsco.com/terms-of-use



163

Managing the Remote Workforce in the New Normal
 

pandemic. At the same time, employers and employees say that they have been more productive, their 
organizations have been better performing such as collaborating on new projects and customer services, 
now than they were before the Covid-19 pandemic. Also, remote working is been making a norm rather 
than a passing phase by government decision-makers (Entrust, 2021).

Remote Working and as a Remote Working Model Hybrid Work

Remote work is a flexible working arrangement that allows employees to work from a flexible location 
outside of offices. Remote work is also known as telecommuting or work from home (WFH) (Gartner 
Glossary).

Remote work (telecommuting) has been applied in different years for different purposes. In the 1970s, 
remote work was used as an alternative working method to solve problems in areas where traffic conges-
tion and air pollution are intense. In the 1980s, it became a preferred working method to reduce costs by 
reducing office areas and also to attract senior employees to the companies, to ensure their continuity in 
the following years. With the development of technology and internet providers, computer-based tech-
nologies such as “satellite work centers”, “neighborhood work centers”, “mobile work” have reduced the 
need for physical travel and home-based telecommunication. The concepts of “teleworking” or “remote 
working” are used to express all of these alternative working methods (Kurland & Bailey, 1999).

Figure 1. From the traditional office to hybrid work
Source: (Gratton, 2021)
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The pandemic has also been an important breaking point in the content, importance, and scope of 
remote work applications. Before the pandemic, going to the office for working and spending working 
hours in the office was the norm; time-flexibility and place-flexibility were very limited. During the 
pandemic, managers and employees have realized that employees can be productive by working anywhere, 
at any time. Thus the constrained understanding about time and place has shifted to the unconstrained 
understanding. So it has been possible for employees to work independently of time and place (Gratton, 
2021).

When the literature is reviewed, the studies which are conducted about new normal, indicate that 
especially employees include future talent, give importance to flexibility, acknowledge and that it is 
thought to continue to be implemented in the post-pandemic period (Flood, 2019; Larson et al., 2020; 
Ware & Grantham, 2010). According to the PwC research report (PwC, 2021), employees who have 
the least experience need the office more than the other employees. In general, over half of employees 
prefer to working remotely at least three days a week. For example, at Fujitsu, before the pandemic, 
more than 74% of all employees considered the office is the best place to work, but by May, only %15 
of all employees considered the office is the best place to work, 30% said the best place was their home 
and 55% favored a hybrid model which is a mix of home and office (Gratton, 2021). Because pandemic 
turns all understanding about working style upside down.

Hybrid working is a “blended working”, that’s combining work on-site or working remotely. This is 
a kind of flexible working, that employees can work wherever they want such as the home, company, 
warehouse. So employees were allowed to split their time between working remotely or attending the 
workplace (Peace, 2021; Rosencrance, 2021; Simpson, 2021). In the hybrid work model, while offices 
keep on going remain, their roles are changing.

Various alternatives can be determined for a hybrid working model to be successful. Fowell (2021) 
expressed the alternatives for the hybrid working model as in Figure 2.

Figure 2. Alternatives hybrid working models
Source: (Fowel, 2021)
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In Fowell’s hybrid work model first option is, some employees work on-site and the other part of 
employees work remotely. The second option is, on exact days of week employees working remotely, 
on the other days of the week, employees are expected to work on the office. The third option is, some 
employees have the flexibility to work office on some days and remotely on others. The remaining em-
ployees work fully remote or fully office (Fowell, 2021). Companies can choose any hybrid work model, 
which is suitable for their production field, and apply it in their companies.

It is possible to count many reasons for the preference of hybrid working models. Saving office costs 
and reducing transfer costs are among the most important driving forces that direct businesses to hybrid 
working models (Ware & Grantham, 2020). The growth and complexity of businesses, the development of 
technology, transform the needed employee profile into qualified white-collar employees, and the number 
of contracted employees from wide geographies is increasing. In addition, the demographic structure of 
the workforce is changing, which weakens the influence of businesses on employees’ career decisions. 
Accordingly, young female employees with young children, dual-career spouses and, employees with 
strong individual life preferences can be examples of the changing structure of the workforce.

Although some of the research results show that after the Covid-19 pandemic, working remotely is 
highly preferable (Fowell, 2021; PwC, 2021), employees and employers also mention the necessity of 
being in the workplace for some reasons. The reasons, that make it necessary to work from the office, 
are “increasing employee productivity”, “providing a space to meet with clients”, “enabling collaborate 
effectively”, “enabling company culture”, “accessing equipment or documents securely”, “training and 
career development”, etc. There is a paradox that assumes that remote working leads to incompatible 
results: on the one side, it enhanced work-life balance and perceived autonomy, on the other side it 
negatively impacts the quality of work relationships and career (Gajendran & Harrison, 2007). So hybrid 
work models are recommended as the best solution method to use the advantages of working remotely 
and to get rid of the disadvantages caused by working remotely.

Sustaining a company’s culture, providing a collaborative environment for employees, relationship-
building with colleagues, managers, or clients, planning for the right office space model, scheduling 
teams, evaluating performance, and other human resources management topics are the questions that 
have to be answered in the hybrid work model for successful management (PwC, 2021). In other words, 
in the hybrid work model, it is important to be scheduled who, when, and for how long to be in the of-
fice and what is expected to accomplish by employees.

Advantages of Remote Working

There are lots of opinions about the advantages of remote working. According to these opinions, remote 
work suggests a “win-win” concept for both employers and employees. Remote working provides em-
ployees flexibility. So employees work where and when they are more productive, thereby increasing 
employee productivity (We Work Remotely [WWR], 2021). At the same time, lost time for commuting 
to the office every day is eliminated and employees can use their time more effectively by remote work. 
In addition, remote work facilitates increasing levels of job satisfaction and organizational commitment 
(Felstead & Henseke, 2017; Rowan, 2021), improvements in performance, saving organizational resources 
(Barbuto et al., 2020; Thulin et al., 2020), decreasing work-role stress, work exhaustion, turnover intent 
(Sardeshmukh et al., 2021; Gajendran & Harrison, 2007). The flexibility provided by remote working 
increases the perception of control, and the increased perception of control leads to a decrease in stress 
(Duxbury et al., 2014).
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If a company wants to keep talented employees, the company should prepare itself to work remotely. 
Because especially after the Covid-19 pandemic employees want flexibility in their jobs (PwC, 2021; 
Fowell, 2021) and remote work can be a good strategy to attract talented employees. On the other side, 
opening the positions for global candidates will provide an advantage both in bringing together employees 
with different skills and in providing candidates who can work in different time zones (Fowell, 2021).

Remote working facilitates employment and increases the life comforts of employees with disabili-
ties. It is also among the advantages of working remotely that infectious diseases such as the flu, cold, 
and COVID spread in the workplace and reduce the risk of increased absenteeism due to these reasons 
(Fowell, 2021).

After the Covid-19 pandemic, it’s estimated that, as a result of social distancing needs, increasing 
working areas per employee to become a necessity (PwC, 2021). This necessity that having larger working 
areas or moving cheaper working areas will lead to significant costs for employers. So working remotely 
can be considered as an important alternative in reducing these costs. Also, working remotely saves the 
company costs (Felstead & Henseke, 2017) by reducing the use of energy resources and lower overheads. 
From a macro and long-term perspective, working remotely will reduce air pollution by reducing the 
commutes to work (Rowan, 2021).

Work-life balance is defined as ‘satisfaction and good functioning of work and home, with a minimum 
of role conflict (Clark, 2000). In the literature, there are different opinions on the effects of remote work 
on maintaining a work-life balance. According to one opinion, while remote working has positive ef-
fects on the work-life balance of employees (Gajendran & Harrison, 2007); another opinion argues the 
opposite (Felstead & Henseke, 2017). According to the second opinion, it is argued that remote workers 
work more, the borders between home and work are blurred (Aborg et al., 2002; Baruch et al., 1997,; 
Marsh & Musson, 2008).

Table 1. Advantages of remote work

Societal Organizational Individual

Less traffic congestion Greater productivity Less time commuting

Less pollution Lower absenteeism Cost-saving

Greater community involvement Better morale Less stress

Greater openness No need for relocation

Fewer interruptions at the office More Autonomy

Reduced overhead Schedule flexibility

Wider talent pool Comfortable work environment

Lower turnover Fewer distractions

Regulation compliance Absence of office politics

Customer proximity Work-family balance

Workplace fairness

More job satisfaction

Source:(Compiled from Kurland & Bailey pages 56-59)
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Disadvantages or Challenges of Remote Working

Besides of advantages of remote working, it has some disadvantages or challenges. The most striking 
issues, among these disadvantages or challenges, are communication, sustaining corporate culture, se-
curity problems, continuing collaboration among employees, enhancing productivity (Entrust, 2021, p. 
8; PwC, 2021), lack of access to information, social isolation, distractions at home (Larson et al., 2020).

Beyond fulfilling organizational duties, going to the office means that, socializing, chatting, eating 
together, sharing information, and developing social networks. So employees may feel isolated and left 
out when they work remotely instead of coming to the office. Sometimes time differences can become a 
challenge and communication get an extra effort for remote employees (WWR, 2021). Therefore, going 
to the workplace is an important factor for the formation and maintenance of a corporate culture that 
is increasing productivity and organizational commitment. In the opposite situation, that is, in virtual 
workplaces, employees may be more negative, distracted, more reluctant to cooperate, share information, 
and listen to different ideas (Patil & Gopalakrishnan, 2020, p. 3912).

High workload, uncertain boundaries of work and life, burnout, mental and physical health, and oc-
cupational safety can be counted among other challenges. Lack of concentration, depression, anxiety, 
insomnia, loneliness, apprehension may be among the most common physical and mental health prob-
lems (Patil & Gopalakrishnan, 2020, p. 3912). It is estimated that the reasons for these problems are that 
people stay away from their loved ones while under quarantine, their routines are disrupted, all family 
members have to work from home at the same time, and the increased responsibilities related to child 
care and home. Also, “non stop going on at work”, exceeding organizational demands normal working 
hours may be caused physical and mental health problems (Molino et al., 2019, p. 446).

Another problem with remote work is some injustices that may occur in the wage and performance 
evaluations, promotions, of those who work remotely. Office workers can move up the career ladder 
faster than remote workers as they will interact more with decision-makers (WWR, 2021). So decision-
makers or leaders may be incapable of observing the performance of their employees (Kurland & Bailey, 
1999, p. 56). According to the results of the research conducted by the Rensselaer Polytechnic Institute 
before the coronavirus started, it had been founded that employees who are working at home regularly 
complain about lower wages than employees who work in the company (Rowan, 2021).

Another important challenge related to remote working is system security, network stability, and data 
security. These risks, which already exist, can increase with working remotely. While many businesses 
are willing to embrace remote working, few of these businesses have a cybersecurity infrastructure. With 
the epidemic, phishing scams and other attacks are increasing, trying to take advantage of existing system 
vulnerabilities, targeting employees who continue their work from home, from any open network. To 
take precautions against all these attacks and risks, providing cyber security for the remote management 
of the working day, protecting networks and data is one of the main agendas of companies in this and 
the next period (Deloitte, 2020, p. 2).

Technical infrastructure may be another challenge. Employees may have some difficulties, having an 
office, quiet workspace, video cameras, high-speed connectivity, e.t.c. or skills to manage all of them 
(Rowan, 2021). And another challenge working from home for employees is juggling their children or 
other housework while keep on working. According to the World Economic Forum reports, in the long 
term juggling can be caused a serious risk of increased levels of burnout and stress-related outcomes 
(Schawbel, 2020).
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There has not been a clarified concept in the literature about the advantages and disadvantages of 
remote work. Because remote work is a new topic both in theory and practice. As Felstead & Hense 
(2017) has been mentioned, these advantages and disadvantages may be changeable according to the 
working area and working sector. In this context, it seems like the best approach to consider these is-
sues in the context of contingency, instead of clearly distinguishing the advantages and disadvantages 
of remote working.

Managing the Remote Work and Workforce

Although Covid-19 is seen as a crisis, it is also possible to evaluate this situation as an opportunity to 
reset existing working methods and processes. In this process; hybrid work offices, digital literacy, digital 
leadership, scheduling, work-life balance, virtual teams, etc. draw attention as important topics. Therefore, 
it is very important to organize all these changes simultaneously for the effective management of remote 
work. Managing remote work and workforce, it should be mentioned three contexts which are called; 
organizational context, employers-leaders context, and employees context, for successful management.

In an organizational context, a few methods can be mentioned to achieve remote work successfully. 
These methods can be stated as in shortly; “establishing goals”, “good at employee communication”, 
“providing workspace and virtual tools for employees”, “maintaining an accessible connection between 
employees and IT support”, “establishing deepen trust and connection” (Rowan, 2021; Lester, 2020).

In the employers-leaders context, employers-leaders should establish and agree upon goals that are 
important for employee’s resiliency, positivity, and psychological safety. Also so that maintain employee’s 
motivation, employers-leaders should establish weekly priorities and milestones. Because of giving the 
sense of being part of a whole even though employees are working physically alone, virtual meetings 
should be done frequently (Rowan, 2021). In other words for successful management, there should be 
no communication gaps between employers-leaders and employees.

In the employee’s context, employees gain new competencies in the new normalization period (Meister, 
2020). According to Buheji and Buheji (2020), these competencies are defined as, imagination, curios-

Table 2. Challenges of remote work

Societal Organizational Individual

Remote work culture Performance monitoring Social isolation

Loss of ability interact with others Performance measurement Professional isolation

Managerial control Reduced office influence

Mentoring Work-family balance

Informal interaction İnformal interaction

Organizational culture Conductive home environment

Organizational loyalty Focusing on work

Schedule maintenance Longer working hours

Work coordination
Access technology, internet, other resources

Communication

Source: (Compiled from Kurland & Bailey, 1999)
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ity, creativity, and resilience. Harvey (2001) mentions that in the new normalization period, employees 
must react, realize, resolve, reshape and be resilient to be employed.

Shortly for both companies, employers-leaders and employees to adapt to dynamic, changing, and 
non-predictive environmental conditions in the pandemic and the post-pandemic period, companies 
should be more involved in processes as education and training. And the employees should manage to 
change continuously (Buheji & Buheji, 2020).

Another view should be mentioned for successful management of managing remote work and work-
force, it is recommended to consider the following points (Adapted from Patil & Gopalakrishnan, 2020; 
Kurland & Bailey, 1999; Gratton, 2021):

Regulations on Working Infrastructure

These may be among the first considered topic when managing remote work and workforce. Accord-
ing to new business (remote work, hybrid work) priorities, communication-related studies, scheduling, 
technical infrastructure, etc. can be counted in this context.

It is important that which channels will be preferred for internal and external communication (e-mail, 
Whatsapp groups, telephone), the infrastructure of the program to be used, the necessary agreements with 
the internet service provider, and all communication channels open for users. For all these, it should be 
decided whether new tools are needed or whether existing tools will be used in new ways (Fowell, 2021). 
In other words, it should be ensured that employees do not have any problems with accessing technical 
infrastructure (Kurland & Bailey, 1999). A blockage in communication or access to technical infrastruc-
ture will mean that all business processes will stop so it is necessary to manage this process very well.

Scheduling is another important topic in regulations on working infrastructure. In the hybrid work-
ing model, organizations can offer different working hours alternatives to their employees, as well as 
completely give employees flexibility in working hours, especially in project-oriented works. In this 
process, organizations could decide employees will work office on certain days or weeks (Fowell, 2021). 
While some organizations set the working schedule from 8 to 5 to coordinate with other office workers. 
However, this working schedule may not be suitable for all positions in the organization. For example, 
working in the hours determined by the organization may be suitable for customer service, but it may 
not be an efficient method for an architect (Kurland & Bailey, 1999). So, the infrastructure related to 
working hours should be designed according to the types of work in the organization.

Regulations Regarding Employees

Another important issue to consider in managing the remote work and workforce is, employees. It is neces-
sary to consider issues related to the protection of physical and mental health such as anxiety, stress, and 
excessive workload, ensuring the work-life balance of employees, creating socialization opportunities for 
the employees. So companies should offer employees training or proactive, family-friendly strategies and 
some instruments to cope with the challenges of remote work on work-life balance (Molino et al., 2020).

While designing remote working, employees should be informed about their personal preferences 
regarding their working models, which hours of the day are more preferable to work, whether their home 
offices are efficient, what they need in terms of cooperation, coordination, and focus on work (Gratton, 
2021), and what difficulties they face. Various surveys may be applied to the employees by the manage-
ment to better determine the employee preferences and the difficulties they face.
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Regulations on Leadership

Studies on leadership are another important topic in the success of remote work. Although working 
remotely has advantages such as selecting candidates from a wider talent pool, dividing time into 24-
hour periods, and bringing remote employees closer to external customers, but leading employees in 
this process carry some challenges. So much so that, remote work is characterized as the inability of the 
leaders to observe the work processes of the employees (Kurland & Bailey, 1999).

Leaders and managers take an important responsibility through; identify technostress problems and 
implementing solutions, developing suitable human resource management programs, policy changes, 
and take preventive measures (Atanasoff & Venable, 2017). While employees are working remotely, 
leaders have to manage all of these responsibilities also remotely. But remotely managing employees is 
difficult because of great distances and greater concern (Kurland & Bailey, 1999).

The roles of leaders for this context are, coaching, encouraging, motivating and engaging, etc. 
employees. Leaders should help employees about work-private life balance, designing of the conduc-
tive home. At the same time, leaders should be able to coaching and mentoring employees about clear 
communication skills, emotional support, the way to relax and get involved with employees (Koirala & 
Acharya, 2020; Kurland & Bailey, 1999).

Regulations on Human Resources Management Processes

After Covid-19, many businesses are planning to maintain remote work in different business lines. In this 
direction, each country or state develops methods related to remote working and carries out the neces-
sary studies for the legalization of these procedures. Human resources management units are primarily 
obliged to act by the procedures and principles of remote working, which covers them according to the 
regions in which they operate. In this context, these regulations are binding on agreements to be made 
between companies and employees on issues such as providing the necessary office environment, tools, 
and equipment and meeting their maintenance and breakdown costs, working hours, occupational health 
and safety, and remote working data.

Apart from the legally binding issues, it can be seen as a necessity for the human resources units to 
go digital in the functions of human resources such as recruiting, orientation, performance evaluation, 
training and development of employees, personnel rights, and ensuring job security. In this direction, 
businesses need to redesign their human resources processes, such as Artificial Intelligence, Robotic 
Process Automation, Machine Learning (Patil & Gopalakrishnan, 2020), by digitalizing them.

The pandemic process, which is seen as a crisis, can create an opportunity for employees to participate 
in various certification programs, to become digitally literate, to manage many human resources func-
tions such as recruitment and performance evaluation in digital environments, and for human resources 
units to become strategic business partners of enterprises.

Regulations for Projects, Virtual Teams, and Workflows

To be successful in remote working, workflow processes need to be effectively coordinated. In remote 
working models, coordination between projects and virtual teams or follow workflows is more difficult 
than coordination between office works. Because employees participate from different organizational 
or geographical environments. Also, team or project members may consist of employees with differ-
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ent levels of authority and responsibility, partners, business owners, or people outside the business. In 
remote work, communication between team/project members depends on digital tools such as e-mail, 
video conferencing, or audioconferencing (Kurland & Bailey, 1999). If there is effective coordination 
between digital communication tools and team/project members, then unnecessary work (meetings) will 
be eliminated, time will be used more efficiently thanks to asynchronous work, tasks will be automated, 
done remotely and more easily, and as a result, the value of the work will increase (Gratton, 2021).

During the remote working process, communication problems, adoption of corporate culture, loneli-
ness, inability to focus, and lack of motivation are among the issues that employees complain about most 
frequently. To reduce these problems and challenges that can be experienced in teams and workflows 
and also increase productivity, various workspace alternatives can be offered. As workplace alternatives; 
hubs that maximize collaboration, satellites that increase coordination, and shared offices that enable 
focus (Gratton, 2021).

Hub means “centre of all the activities” or “the center of everything that is happening” (Market 
Business News [MBN], 2021). Head offices of institutions are accepted as hub offices. A satellite is a 
small space which is in a different location from the company’s main office. Reaching an underserved 
area, the employees’ life quality and expanding market share should be reasons for opening satellite 
spaces (Kenton, 2021). The biggest advantages of satellite offices are that they reduce the problems of 
loneliness and isolation by enabling employees to come face to face and provide coordination among 
employees (Gratton, 2021).

Shared workspaces (coworking spaces) are workstations rented by anyone else like remote workers, 
freelancers, gig workers, consultants, who may not have a central office. A shared workspace could be 
shared at different times by many different people. The purpose of these shared workspaces is to work 
together (Sheynkman, 2021). Also, these areas could be located around train stations, that’s what, easily 
get to, reduce commuting time. There are internet connections and desks, allowing employees undis-
turbed, attend meetings, online meetings, work independently (Gratton, 2021).

Minimizing Challenges of Remote Working

As known that since the beginning of the Covid-19 pandemic, management processes have been dis-
covered by trial and error. So there has been a lot of challenges for remote working. But as remote 
working is being seen as new normal, it is important to systematize and standardize new processes for 
successful management. By taking some of the tasks, organizations, employers-leaders, and employees 
are responsible for systematizing and standardizing the post-pandemic and remote working processes.

Minimizing the challenges of remote working, companies should guide their leaders and employees 
by preparing, remote working guides, regulations, policy decisions, etc. These guides should support 
employees both physically, technically, financially, and emotionally. Therefore, guidelines will cover 
topics such as education, consultancy, performance expectations, communication process, scheduling, 
preparation of technical infrastructure, expense, salary policies, maintain the organizational culture, re-
duce stress, work-life balance (Kurland & Bailey, 1999). As a result, it is expected that, while affecting 
the employees’ well-being positively, increasing cooperation and organizational commitment and also 
reducing burnout (Gratton, 2021; Kniffin et al., 2020; Rudolph et al., 2020).

Business culture is one of the most important challenge areas for remote working. To successfully 
manage this challenge, companies can apply various tactics. For example, companies may require remote 
workers to work in the office for a certain amount of time. Visiting customers face-to-face, holding some 
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meetings and face-to-face communion (Kurland & Bailey, 1999), celebrating important dates for the 
institution with face-to-face organizations, and ensuring employee participation in managerial processes 
can be considered as other alternatives.

SOLUTIONS AND RECOMMENDATIONS

The Covid-19 pandemic, which has affected the whole world since 2020, has necessitated significant 
changes in the methods of doing business. Although this change is a necessity, it also required to be 
fast. While it is easier to adapt this change, which use digital processes in business; it is more difficult 
to adapt this change, which are unfamiliar with digital processes.

In the quarantine period, remote working methods are seen as a temporary solution to prevent in-
terruptions in their work, but in the new normalization period, it has been seen that remote working 
methods are a preferred working model by both employers and employees. As mentioned in detail in 
the previous sections, remote working is preferred by qualified workforce because of the advantages it 
provides such as flexibility, autonomy, increased productivity, facilitating work-life balance, decreased 
commuting, and preventing unnecessary time losses. In terms of employers, reasons such as providing 
cost advantages, preventing epidemics, decreasing absenteeism rates, increasing organizational commit-
ment, and increasing employee motivation, make working remotely preferable.

However, although remote working is seen as a highly preferable working model, some challenge 
areas need to be effective managed in this process. In particular, organizational culture, isolation of 
employees, communication problems, lack of clear boundaries between work and private life, problems 
with internet infrastructure, cyber security, and some inequality problems that can be experienced in the 
evaluation of employees are the leading ones.

To manage remote working processes more successfully, there may be some precautions that organiza-
tions should take. Preparations and investments related to remote working infrastructure can be counted 
among these. Also, all technical and hardware infrastructure that remote workers will need, necessary 
satellite offices or shared offices are within the scope of these issues. It is another issue for organizations 
to take the necessary security measures against possible cyber-attacks and to ensure service continuity 
in a secure infrastructure.

Organizations should inform their employees about remote working policies and procedures. Not every 
economic activity or business segment is suitable for remote work. In these policies and procedures, it 
should be stated which economic activity is suitable for remote working, what time and day alternatives 
are available for remote working. Also, the performance evaluation and promotion proceeding of remote 
workers should be specified in these processes. Employees should be asked about their preferences 
regarding remote working hours and days.

All employees in the organization need to be supported emotionally, physically, technically and, 
financially. In this process, it is important to provide training on topics such as digital literacy, digital 
communication tools, solving technical problems. And also ensure that employees participate in certifica-
tion programs and follow change, open to learning is another important thing for successful management 
of remote working

Leaders-managers also have some responsibilities in remote working. It is very important for the 
success of remote working that the leaders-managers are in constant communication with the employ-
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ees, providing emotional support to the employees, being inclusive and equidistant to the employees, 
providing supportive motivation, and coaching-mentoring.

Hybrid working models can be seen as an important alternative to support organizational culture, 
increase organizational commitment, reduce feelings of loneliness and alienation, increase the advan-
tages of remote working and reduce its disadvantages. Thus, employees will be at work on certain days 
of the week and will have the opportunity to work from home or remotely on certain days. In addition, 
choosing satellite offices or shared offices as an alternative to the head offices will be an application 
that reduces both the commuting time and office costs for businesses.

FUTURE RESEARCH DIRECTIONS

Especially in the last two years, the issue of remote working and managing remote workers has attracted 
the attention of many researchers. In addition to scientific studies on this subject, it is also frequently 
encountered in the form of columns, blogs, conversations, to which practitioners contribute. Among 
these studies, it has been observed that the remarkable topics are generally gathered around the results 
of remote working for businesses and employees, advantages and disadvantages of remote working, 
alternatives to a remote working model, and minimizing the challenges of remote working. In the lit-
erature, although it is seen that there is a consensus about remote working in the literature, it has been 
determined that there is no consensus on the results of remote working.

In this context, it can be advised to researchers that to conduct regional comparisons in which indi-
vidual and organizational outcome variables such as subjective well-being, job satisfaction, organiza-
tional commitment, the individual and organizational performance, productivity of remote work will be 
revealed through quantitative research.

CONCLUSION

With the Covid 19 pandemic, there have been significant changes in our lives, including working life. The 
pandemic process has dragged businesses into a crisis that requires rapid response, and in this process, it 
has become necessary to transition to new business operations and methods. Issues such as remote work-
ing, remote workers, flexible working hours, teleconferences, remote meetings, interactive applications 
(Zoom, Skype, Microsoft Teams, etc.), internet infrastructure, digital literacy are at the center of our 
lives. In addition to the threats created by the crisis period, the most important opportunity offered by 
the pandemic to businesses is the discovery that many jobs can be done with remote working methods.

Remote working is an alternative working model that focuses on the concept of “flexibility” and 
enables the fulfillment of duties and responsibilities regardless of time and place, without being in the 
workplace. Although remote working is practiced before Covid-19, it can be considered as an opportunity 
by the Pandemic that it has become widespread to cover almost all sectors and business lines.

While there are many advantages offered by remote working, there are also some challenges for both 
companies and employees. While it is relatively easy to adapt to remote working for some companies 
which are located in regions with high digital literacy, having developed network infrastructure, having 
sufficient technological equipment, and using technology; other companies have had more challenges 
with remote working. To overcome these challenges and benefit more from the advantages of remote 
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working models, hybrid working models are recommended. The hybrid working model is a working 
model that proposes to work from the office for certain periods (day-hours) and to work remotely for 
certain periods.

To achieve success in remote working and managing remote workers, both companies, leaders-managers 
and, employees have important responsibilities. Providing the necessary technical and hardware infra-
structure for remote working, meeting the technical and hardware needs of the employees, supporting all 
employees in this process technically, financially, emotionally and, administratively, being in constant 
communication with the employees, coaching-mentoring the employees, increasing their emotional 
motivation, good scheduling, providing equal opportunities to employees, fair treatment of employees, 
participation of employees in necessary certification programs, and being open to continuous learning 
and development can be counted among these.
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ABSTRACT

The aim of this study is to evaluate and provide an overview of the significant impact of the increasing 
mean age of the communities on social insurance as well as the effects of COVID-19, which has turned into 
a pandemic, on social security rights of elderly. In this framework, strategies are suggested to minimize 
the negative effects of the issue on social security. This study aims to investigate the effects of aging of 
the population on social security systems in line with the reformist approach to social security systems, 
to seek an answer to the question of how social security systems will respond to this transition in the 
demographic structure and to suggest solutions against the effects of COVID-19. In addition, the authors 
discuss the implementation methods of a three-pillar social security model proposal, which is based 
on individual pension programs within the scope of social security reforms. Finally, flexible retirement 
plans developed in order to keep the aging workforce in employment for longer periods are discussed.

INTRODUCTION

Developments in modern life and medical technology prolong life expectancy and consequently elderly 
population is gradually increasing today. The share of the population aged 65 and over is increasing 
faster than any other age group all over the world (United Nations, 2019). The number of elderly people 
in the world is expected to reach 1.4 billion as of 2030, 2.1 billion as of 2050 and 3.1 billion as of 2100 
(United Nations, 2017: 11).

The number of the population aged 65 and over in our country, which is referred to as the elderly, 
was 6 million 192 thousand 962 people as of 2014, whereas this figure increased by 21.9% over the last 
five years and reached 7 million 550 thousand 727 people as of 2019. Hence, the share of the elderly 
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in the total population which was 8.0% as of 2014, increased to 9.1% as of 2019. As of 2019, 44.2% of 
the elderly population is male and 55.8% is female. Population-based projections reveal that the share 
of elderly population will be 10.2% by 2023, 12.9% by 2030, 16.3% by 2040, 20.8% by 2050, 22.6% by 
2060 and 25.6% by 2080 (Turkish Statistical Institute [TURKSTAT], 2020a). However, it is expected 
that the rate of young population will decrease to 11.8% by 2060 (TURKSTAT, 2020b), whereas the rate 
of the population is expected to reach out to 22.6% by 2060 (TURKSTAT, 2020a).

This change in the demographic structure, which is generally defined as the elderly-aging population 
problem due to lower birth rates and longer life expectancy has a multi-dimensional negative effect on 
the functioning of social insurance, which is the most common technique of the social security system. 
First of all, when the labor force participation rate of individuals decreases, the number of active insured 
workforce paying social security premiums will decrease which subsequently will result in a decrease in 
income. It is accepted that there is an agreement between generations in society as such: The working 
generation provides care for children and youth; when they get older, they are entitled to be cared for by 
the generation whom they had previously taken care of (Tufan, 2016: 125).

Secondly, as the average life expectancy prolongs and the elderly population increases, the passive 
population that social insurance pays salaries, thus their monthly expenses will increase accordingly. The 
most important expense item among the total expenditures of social security systems is expenditures for 
the elderly, with a ratio of nearly 60%. In brief, aging population will disrupt the income-expenditure 
balance of the social security system and a structure that will make the financial sustainability of the 
system difficult will emerge (Arıcı and Alper, 2018: 220).

Demographers refer to this new century as the century in which the population will age rapidly. 
The aging population is attributed to two main reasons: The first is the decrease in birth rates while the 
second is the increase in life expectancy. The average age of the world’s population, which was 23.6 in 
1950, will rise to 26.5 by 2000 and to 36.2 by 2050. For developed regions such as Europe and North 
America, this figure is even higher. While the share of child population (0-14 years old) in the world, 
which was 34% as of 1950, decreased to 30% in 2000, the share of the elderly population (60 years and 
older) increased from 8% to 10%. Over the next 50 years, the rate of child population is estimated to 
decrease by 21% while the share of the elderly population is estimated to double, i.e., increase to 21% 
(Gündoğan, 2001: 97).

Older population reduces the productivity of the economy to the extent that it reduces the labor force 
participation rate. The aging of the population is not a problem that concerns only the social security 
system, so raising the retirement age alone will not be sufficient to solve this problem. The problem of 
change in the demographic structure and aging of the population is the common problem as of the 21st 
century of all countries independent of their level of development and it is not possible to limit their 
effects only to the social security system (Arıcı and Alper, 2018: 220).

The region mostly affected by the aging of the population in the world is Europe. The share of people 
aged 60 and over in the total population in Europe was 20% in 1998 and this rate is estimated to increase 
to 35% as of 2050. In other words, one out of every three people will be in the 60 and above age group 
of by 2050. Southern Europe, where the number of older people made up 20% of the population as of 
1998, is today the oldest region in the world. This rate is expected to further increase to 39% by 2050. 
The share of the child population in Europe, which was 17% in 2000, is estimated to decrease to 14% 
by 2050 while the share of the elderly thereof will rise from 20% to 37%. Thus, it is expected that there 
will be 1 child for every 2.6 elderly people in Europe. Furthermore, average age is projected to increase 
from 37.5 to 49.5 by 2050. The country with the oldest population in the world today is Japan. Japan is 
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followed by Italy, Switzerland, Germany and Sweden with an average age of 40. Estimates reveal that 
the country with the oldest population in the world as of 2050 will be Spain, with an average age of 55. 
Spain will be followed by Italy, Slovenia and Austria. Moreover, there will be 4 elderly people for every 
1 child in Spain and Italy as of 2050 (Gündoğan, 2001: 98).

Any change in the demographic structure is reflected in the structure of employment and the labor 
market. Particularly in developed countries; aging of the population also refers to an increase in the share 
of the elderly workforce in the workforce. The increase in life expectancy combined with the decrease in 
birth rates, in many developed countries, result in the inevitable aging of the population and therefore the 
workforce. This ongoing change is perceived as a sign pointing out a continuing increase in the elderly 
population (Özen and Özbek, 2017: 549-550).

Aging population increases the number of elderly employees in the total labor supply and decreases 
the number of young people therein, which further causes the aging of the workforce. Today, the labor 
force participation rates of elderly individuals tend to decrease in all regions of the world. This may 
indicate a decrease in the total labor supply (Gündoğan, 2001: 99). An approach claiming an increase 
in the elderly population, the increase in expenses as a result of the decrease in the ratio of the elderly 
population in production, the fact that the elderly population only consumes and further increases social 
expenditure finally raises the danger of “the elderly consuming the system”. This situation has caused 
pressures on the social security systems of countries and an increase in the age of entitlement to retire-
ment (Özen and Özbek, 2017: 550).

RESEARCH METHODOLOGY

Along with the globalization process, social security systems have faced challenges all over the world. In 
order to respond to these challenges, social security systems began to evolve from a two-pillar structure 
to a three-pillar structure in which private pension systems are also included in addition to public pen-
sion systems. The problem of the aging of the population, which may also be referred to as the crisis of 
the social security systems, has brought with it the increase of the retirement age and the decrease in the 
rates of pensions. Globalization and all the other factors it interacts with affect social security systems 
in different ways.

According to the ILO (International Labor Organization), the factors affecting the functioning of today’s 
social security system and creating the need for restructuring are discussed as the changes concerning 
the demographic structure, the change in the labor market, international labor migration, the spread of 
undeclared working, globalization and economic crises caused by increasing uncertainties. In line with 
ILO’s reformist approach to social security systems; this section aims to investigate the effects of aging 
of the population on social security systems, to seek an answer to the question of how social security 
systems will respond to this transition in the demographic structure and to suggest solutions. In addition, 
the weight, functions and implementation of supplementary pension schemes in pension systems differ 
according to the welfare regimes of countries, labor relations and the organization of labor markets. 
However, the common feature of all reforms is primarily to encourage the expansion of supplementary 
pension schemes. For this reason, the general features and functions of supplementary pension schemes 
are also evaluated in terms of different welfare regimes (Alper et al., 2015: 9-12).
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Rapid improvements in medicine, technology and education have increased life expectancy at birth. 
Governments have started to allocate higher shares from their general budgets in return for the pensions 
to be paid to retired individuals and the health expenditures that shall be incurred for these individuals.

The rapid aging of the population is still in progress. United Nations Population Fund (UNFPA) 
projection estimate that approximately 22% of the world’s population shall consist of individuals aged 
60 and over by 2050. While the young population is concentrated in developing and underdeveloped 
countries, the concentration of elderly individuals in developed countries is remarkable.

THEORETICAL FRAMEWORK

Demographic Transition and the Concept of Elderly Workforce

Comprehensive reform proposals concerning social security systems have been suggested as of the second 
half of the 1990s under the leadership of international organizations such as WB, EU and OECD. The 
essence of these reform proposals is a three-pillar model based on individual pension programs. Within 
the scope of these reform model proposals, it is observed that the retirement age has been increased for 
both male and female employees, the contribution to the pension system has been increased in terms 
of value and duration, the pension payments have been decreased, the calculation methods of pensions 
has been changed, thus the share of the elderly in social welfare has been reduced (Ulukan, 2020: 99).

The impact of demographic structure on social security systems is not equally important and deci-
sive for the whole social security system and for all social risks. The two social risks with the greatest 
impact are aging and health risks. In addition, two insurance branches that social security systems spend 
at higher rates are also old age insurance and health insurance. With a rough calculation, we can say 
that 60% of the total social security expenditures are related to old age and 30% are related to health 
insurance. The effects of demographic structure changes on unemployment and maternity insurances, 
along with these two insurance branches, are also determinative. However, the social risk in which this 
effect is most dominant is old age; its effect on social security systems is mostly related to this insurance 
branch (Alper et al., 2012: 27).

Demographic transition theory, which is also referred to as the aging of the population, is at the 
forefront of the theories explaining social aging. This theory describes the conversion of high birth and 
death rates to low birth and death rates. Before the demographic transition, life expectancy is short, 
fertility rates are higher and the share of young people in the population is higher. Accordingly, demo-
graphic transition begins as a result of the decrease in mortality rates and prolongation of life expectancy 
in the world. As a result of this situation, a rapid population growth is observed, and then population 
growth slows down again with the decrease in birth rates. At this stage, population replacement rates 
are clearly declining. The share of the elderly in the population begins to increase in the last phase of 
the demographic transition (Günaydın, 2018: 2). According to this theory, aging of the population will 
continue all over the world until 2050 and the transition will be completed. The demographic transition, 
which is estimated to be completed all over the world towards the end of the 21st century, started in the 
European continent as of the 19th century. Life expectancy is long and birth rates are lower in many 
European countries experiencing the last phase of this transition. For this reason, the share of the elderly 
population is high in many European countries. In recent years, decreasing birth rates have been observed 
in developing countries. Towards mid-21st century, this rate is estimated to fall below the threshold of 
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2.1 children per each fertile woman in these countries, which is necessary for the population to renew 
itself. Demographic transition in Turkey, which started in the 1950s, is estimated to be completed in the 
middle of the 21st century (Kurtkapan, 2019: 31).

The number of the population aged 65 and over in our country, which is referred to as the elderly, 
was 6 million 495 thousand 239 people as of 2015, whereas this figure increased by 22.5% over the last 
five years and reached 7 million 953 thousand 555 people as of 2020. Hence, the share of the elderly 
in the total population which was 8.2% as of 2015, increased to 9.5% as of 2020. As of 2020, 44.2% of 
the elderly population is male and 55.8% is female. Population-based projections reveal that the share 
of elderly population will be 11.0% by 2025, 12.9% by 2030, 16.3% by 2040, 22.6% by 2060 and 25.6% 
by 2080. When the elderly population is distributed by age group, 61.3% of the elderly population as 
of 2015 is in the 65-74 age group, 30.7% is in the 75-84 age group and 8.0% is in the 85 and over age 
group. In 2020, however, it has been observed that 63.8% of the elderly population is in the 65-74 age 
group, 27.9% is in the 75-84 age group and 8.4% is in the 85 and over age group. The share of the el-
derly individuals exceeding 10% of the total population is an indicator of the aging of the population. 
The elderly population in Turkey has increased at a higher rate than the population in other age groups. 
Demographic structure of the population in Turkey, experiencing the “demographic transition” process 
which is also referred to as the global aging process, has changed with the decrease in fertility and mor-
tality rates, the developments in the field of health, the increase in the living standards, welfare level 
and life expectancy at birth. While the share of children and young people in the total population is 
decreasing, the share of the elderly thereof is increasing. Although Turkey still has a relatively younger 
population compared to countries with an elderly population structure, the number of elderly population 
is quite high (TURKSTAT, 2021).

“Age discrimination” is reported as the most important problem faced by elderly individuals in their 
work life. Age discrimination in employment is defined as acting arbitrarily without considering an 
individual’s current or potential job performance in recruitment, promotion, dismissal, determination 
of working conditions as well as regarding the training offered at the workplace and similar issues. As 
a result of this discrimination, particularly the workforce aged 50 and over are exposed to limitations 
considering re-employment, working conditions and career development. It is emphasized in many 
international agreements that individuals should not be discriminated against in the labor market due 
to their age and governments are imposed important duties in this regard. ILO’s Social Security (Mini-
mum Standards) Convention dated 1952 (No. 102) contains provisions on aging and the Discrimination 
(Employment and Occupation) Convention dated 1958 (No. 111) requires member states to review their 
national policies in a way to prevents discrimination in employment and occupation. Furthermore, ILO’s 
Older Workers Recommendation dated 1980 (No. 162) calls member states upon to ensure that older 
workers have equal opportunities and are treated without any discrimination due to their age and to pre-
vent employment and occupational age discrimination. EU Council Directive 2000/78/EC establishing 
a general framework for Equal Treatment in Employment and Occupation also includes regulations to 
prevent age discrimination (Günaydın, 2018: 6).

Aging of the population in terms of demographics or demographic aging is a demographic process 
that is in relationship with the social, economic and cultural structures that shape the lives of societies. 
Demographic aging is referred to as the changes with regard to the age structure of the population as a 
result of the decrease in fertility and prolongation of life expectancy, subsequent decrease of the share of 
the young population in the total population and the relative increase in share of the elderly population. 
Aging and the elderly population, which makes up 9.5 percent of the country’s population as of today 
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and is estimated to reach around 20 percent of the total population by the middle of the century, is a 
transition that shall be felt in every aspect of individual and social life. It is also compulsory to provide 
information about the aging population as well as the problems and advantages that may arise regard-
ing the elderly population in addition to produce new structures and policies. Priority programs will not 
only provide more qualified living conditions to the increasing number of elderly population, but also 
provide a facilitating ground in the context of the individual, society and administration (Republic of 
Turkey Ministry of Development Eleventh Development Plan, 2018a: 2).

As of July 2012, the population covered by social security in the context of social insurance programs 
in Turkey has reached 86% of the total population. This situation indicates the necessity of developing 
policies for the 14% who are out of the scope of the Turkish social security system. We may discuss the 
relationship between demographics and coverage for each of the social risks as well as for the overall 
social security system. When evaluated in terms of old-age insurance, the world average of the popula-
tion who can receive a pension to the population who has passed the retirement age and entitled for 
retirement is 40.2%, while this rate is 92% in Western Europe, 75.6% in North America and 28.4% in 
North Africa. The same rate, which has reached out to 87% in Turkey, lags behind Western Europe but 
indicates a very high value in the context of world standards (Alper et al., 2012: 24).

United Nations Population Fund (UNFPA) and the Turkish Industrialists’ and Businessmen’s Associa-
tion (TUSIAD) have launched a research project titled “Demography and Management towards 2050” 
giving reference to the demographic transition process, which takes place once throughout the history 
of each country and how Turkey went through this process considering that what this transition process 
will bring towards 2050 is of great importance in terms of decisions and practices to be taken in the 
public and private sectors. The project, which is planned to address the effects of demographic changes 
and transitions in particular on the main social policy areas, consists of a main report titled “Demogra-
phy and Management Towards 2050” and industry based sub-reports titled “Education, Labor, Health 
and Social Security (Pension)”. The project is expected to enable public and private sector managers 
to take advantage of the “demographic window of opportunities” that every society encounters once 
throughout their demographic transition process in their future plans and projects. The main report titled 
“Demography and Management Towards 2050” and industry based sub-report titled “An Overview of 
the Education System”, within the scope of the project, were completed and presented to the public in 
October 2010. Reports on other industries, titled “An Overview of the Labor, Health and Social Security 
Systems” were also published in November 2012 and publicized (Alper, 2019: 344).

Aging of the population is the most serious demographic change in terms of social security systems. 
It is the gradual increase in the share of the 65+ age group, which is defined as the passive population, 
in the total population. This is referred to as the situation where the share of the elderly population in the 
total population increases due to the prolongation of the average life expectancy on the grounds of the 
decrease in birth and mortality rates as well as the improvement in life standards, particularly in health. 
The aging of the population is one of the demographic variables that endanger the sustainability of the 
system in distribution-based social security systems, to the extent that it decreases the number of popula-
tion working and thus paying premiums and increases the number of pensioners (Alper et al., 2012: 25).

Demographic characteristics of Turkey clearly indicate that Turkey has entered into an aging process 
and the effects of demographic changes will soon lead to an increase in the elderly population. Turkey 
has experienced a demographic transition with the role of social and economic changes as well as global 
effects and has reached a position where the population growth rate slowed down and the fertility and 
mortality rates are lower. This process has also built the foundations of today’s demographic structure. 
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The change in the demographic structure of Turkey has started to draw attention particularly since the 
beginning of the 21st century. The significant decrease in the fertility level and the prolongation of the 
life expectancy at birth form the basis of the increase in the elderly population in Turkey (Republic of 
Turkey Ministry of Development Eleventh Development Plan, 2018a: 21).

Demographic transition process, which varies from country to country, exhibited four different stages 
in Turkey between the years 1923-1994. The first stage, covering the years 1923-1955, refers to the 
period when births and deaths were high. The second stage coincides with the years 1955-1985, where 
the birth and death rates were jointly decreasing, however the decrease in the death rates was higher 
than the decrease in the birth rates. This stage represents the period when the population growth rate 
is highest. The third stage started after 1985, when the birth rates started to decrease rapidly. The main 
characteristic of the period is that there was a definite and irreversible decline in the population growth 
rate. Today, Turkey has entered the fourth stage, where the net renewal rate has fallen below 1.0 and the 
population has become almost stagnant with a little increase. This phase is expected to be completed 
in 2050. Some authors add a fifth stage, which is currently experienced in European countries such as 
Germany, France, Lithuania and Hungary, where the birth rate is lower than the death rate, the population 
is gradually decreasing while the elderly population is increasing rapidly (Alper, 2019: 346).

Social security systems built on premium paying regimes made significant gains based on the social 
welfare state understanding that developed in the post-World War II period in addition to the social 
security standards developed by ILO’s social security agreements and recommendations. However, the 
crisis in the 1970s, changes in the economic, social and demographic structure and the industrial revo-
lution necessitated the restructuring of social security systems. Since the beginning of the 1990s a new 
restructuring period, which may be summarized as the transition to multi-pillar social security systems 
brought to the agenda with the World Bank Report (1994) and not requiring radical changes has been 
introduced concerning social security systems. Thus, social security systems are expected to enter into a 
restructuring process that will simultaneously fulfill the three basic functions of social security (income 
redistribution, insurance and savings) and adopt a multi-pillar institutional structure and operational 
scheme. Such a process began after the 1990s. Modern social security systems are expected to realize 
their own restructuring process, while on the other hand

• To include everyone within the scope of insurance coverage against every risk,
• To reduce the rate of undeclared employment,
• To reduce financing gaps and
• To offer permanent and effective solutions to the problems faced within the scope of reducing the 

increase in old age and health insurance expenditures.

Only 20% of the world’s population is included within a social security protection at ILO standards. 
40% of the total population has almost no social security insurance. Informal/undeclared employment 
rate has increased and, in some countries, nearly 80% of the workforce has become informal. It is not 
possible to develop a minimum social security and decent work environment where there is informal/
undeclared employment. Aging of the population, which is considered among the demographic char-
acteristics, jeopardizes the sustainability of premium based social security systems in terms of both 
retirement and health insurance, and the relationship between population and demographic structure 
starts right at this point (Alper, 2019: 353-354).
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For the purpose to reduce the financial deficits of the social security system to a sustainable level, 
age for retirement was increased from 38 to 58 for women and from 43 to 60 for men in 1999 on the 
grounds of Law No. 4447, after requiring a gradual transition for those who were defined to the insur-
ance system before 23.5.2002. Furthermore, with the regulation introduced by Law No. 5510, which 
entered into force in 2008, age for retirement for those who started their business life after 1.10.2008 was 
gradually increased to 65 years for male employees in the 2036-2044 period and for female employees 
between 2036-2048. In other words, individuals will have to take part in the labor market for a longer 
period of time by raising the age for retirement (Turkish Republic Ministry of Development Eleventh 
Development Plan, 2018b: 43).

Another factor that will affect the labor market, in addition to these regulations introduced in the field 
of social security, is the aging of the population. The share of the individuals aged 65 and over in the 
total population, which was 7.7% as of 2013, is expected to increase to 10.2% by 2023 and to 20.8% in 
2050. Estimates indicate that the age distribution of the population will change over the next 20 years, 
in parallel with the decrease in population growth rate, and the share of age groups over 40 in the total 
population in the working age will increase accordingly. These projections indicate that the share of the 
population between the ages of 40-65 in the total workforce will increase in the coming years, depending 
on demographic factors and the increase in the age for retirement. Another fundamental problem arises 
at this point. The participation of the labor force aged 40 and over in the labor market and employment 
rates remained low in Turkey, as women and men were given the opportunity to retire at a very early age, 
such as 38 and 43 respectively except for a very short period of time. With the social security reform, 
the age for retirement was increased, taking into account the average life expectancy and the life remain-
ing after retirement. However, the ages to which the entitlement for retirement is increased are the ages 
when the participation of the labor force in the labor market and employment are quite low (Republic 
of Turkey Ministry of Development Eleventh Development Plan, 2018b: 44).

Where qualifications rapidly lose their value due to technological developments; the workforce 
aged 55 and over in Turkey cannot compete with the large number of young and adult workforces in 
the labor market. As a result, people in this age group either remain unemployed or are willing to work 
in low-paid informal/undeclared jobs. Considering the rate of undeclared/informal employment in our 
country; it is observed that undeclared employment as of 2014 is the highest particularly among those 
aged 65 and over, with a rate of 83.53%. This is followed by the 60-64 age group with 72.99% and the 
young population in the 15-19 age group with 66.58%. There are usually two ways to discharge older 
individuals from the labor market. The first is the early retirement of employees who have reached their 
50s, even if they are more productive than their younger colleagues. The other is to refer to the impair-
ment benefit, which is the implicit way of eliminating the elderly workforce from the labor market. Due 
to the early retirement opportunity provided in our country in the past, individuals retired at a young 
age; however, due to insufficient pensions, these people had to return to business life (Demirbilek and 
Öktem Özgür, 2017: 22-23).

The reform steps taken towards the pension system over time have made the conditions for retirement 
from the public pension program significantly more difficult in many countries including our country; 
this also reduced the gains to be earned in case of retirement. Considering the increase in the number 
of non-standard jobs and irregular jobs due to digitalization in the labor market, it has become nearly 
impossible to meet the conditions to qualify for retirement after the reforms that took effect. The decrease 
in the retirement salary to be obtained as a result of these regulations will also adversely affect the at-
tractiveness of the social security system by disrupting the relationship between the contributions paid 
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for the system and the income obtained in return for the said contribution. Considering the prevalence 
of undeclared employment, it is possible that this effect will reduce the trust towards the system and will 
have a nurturing effect on undeclared employment (Demirbilek and Öktem Özgür, 2017: 23).

The pension system in Turkey was transformed into three stages between 1999 and 2008 in line with 
the WB’s recommendations. At the first stage of this transition, which was announced as a reform, the 
conditions for accessing the Social Security Institution (SSI) pension based on distribution were made 
difficult and the pension to be earned in return was decreased. In the second stage, the Private Pension 
System (BES) was introduced as an alternative to compensate for the decreased income. Thirdly, with 
the social security reform that was initiated in 2006 and was completed in 2008, the Social Insurance 
Institution, State Retirement Fund (Emekli Sandığı) and Social Security Organization for Artisans and 
the Self-employed (Bağ-Kur) were gathered under one roof as SGK, the conditions for being entitled 
to retirement were made difficult and the income to be earned from the pension system was decreased 
through the changes introduced with respect to the calculation methods (Ulukan, 2020: 99).

Regulations such as increasing the age to qualify for retirement, reducing pension payments, making 
the conditions for being qualified for retirement more difficult along with the increase in the elderly 
population as well as the individualization and privatization of the pension systems push the elderly 
population to remain in labor market. The elderly population is one of the most important risk groups 
mostly affected by poverty. Main causes of elderly poverty are considered as inequalities in the labor 
market, inequalities in income transfer and insufficient social security coverage. In particular, low pension 
payments and the prevalence of undeclared employment increase the extent of elderly poverty. Based on 
the changes introduced by the laws numbered 4447 and 5510, also known as the social security reform 
in Turkey, the lower limit of the old-age pension and the income replacement rates have been reduced 
and the relationship between premiums paid and pensions earned has been strengthened (Ulukan, 2020: 
100-103).

The Impact of Demographic Transition on Welfare States

The foundations of the welfare state in the modern sense go back to the legal arrangements introduced 
in England in the middle of the 19th century to provide basic education. Another accepted starting point 
regarding modern welfare state is the social insurance system introduced by Bismark in 1883. When 
we look at the countries that are the starting points of welfare state practices, it is observed that these 
practices were introduced in Germany in the 19th century, later spread to Western European countries, 
North America and Australia (Özdemir, 2007: 17).

Major contribution concerning the classification of welfare states was suggested by Esping-Andersen.
Esping-Andersen proposes three different welfare regime models within the scope of welfare regime 

classification. These models are liberal model, corporatist model and the social democratic model. Later 
classification studies consist of criticisms and contributions to Esping-Andersen’s classification (Kol, 
2014: 133-134).

Another effect of demographic change on social security systems is the changing family structure 
and differentiating needs. Although there are differences between countries; the changes with respect to 
the traditional protective family structure, the increase in the number of women employees participating 
in the labor force and the increase in the age of having children, the increase in the number of single-
parent households neutralize the understanding of protection provided through the family; individuals’ 
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expectations from welfare states differ both in the employment period and in the retirement periods 
(Alper et al., 2015: 3).

Social democratic welfare regimes are also referred to as universal welfare regimes, Scandinavian 
model or modern welfare regimes. The reason why this regime model is also referred to as the Swedish 
Model is that the leading country of the model is Sweden. Other countries in this regime group are Norway, 
Denmark, the Netherlands and Finland (Özdemir, 2007: 140). Social democratic welfare regimes, also 
known as the labor-oriented society model, are the models in which social rights are most institutional-
ized and popularized and social needs are most frequently met from outside the market (Kol, 2014: 138).

The coverage of the public pension schemes in countries with social democratic welfare regimes 
are generally universal; they are residence-based, offer flat-rate benefits and financed by general tax 
revenues. Public pension schemes in these countries assume the function of providing all citizens with 
a minimum endowment assurance in elder ages. The role of maintaining living standards by compensat-
ing the income obtained during the employment is mainly fulfilled by occupational pension programs 
(Alper et al., 2015: 33).

Benefits provided by the state to its citizens in the liberal welfare model are minimal and is subject 
to an income research. State, in the liberal model, is the last resort and only intervenes for the poorest 
people who are in the worst situation. Minimum level social benefits are granted in accordance with the 
results of income surveys and in this respect, bear the characteristics of stigmatizing the citizen (Kol, 
2014: 137).

The scope of public pension schemes in countries that have adopted liberal welfare regimes is quite 
limited and requires income surveys. A limited retirement benefit is provided exclusive to the most needy 
in order to reduce poverty and almost all of the working population in these countries is expected to earn 
endowment assurance during retirement from secondary and tertiary supplementary pension schemes 
(Alper et al., 2015: 36).

The conservative regime model is encountered in countries such as Germany, France, Austria, Italy 
and Belgium, which have historically had a corporatist structure (Özdemir, 2007: 137).

In Conservative/Corporatist welfare regimes, income from public pension schemes is determined by 
the contributions paid during the employment period. The fact that these programs offer more generous 
retirement income, often in relation to earnings over the period worked, results in a narrower coverage 
of occupational pension schemes compared with the other two occupational pension schemes. Para-
metric reforms, which lead to a reduction in the pensions earned from public pension schemes in these 
countries, increase the significance of the occupational pension schemes in terms of maintaining the 
standard of living earned during the employment throughout the retirement period. In Germany, which 
is the representative executor of this regime, the automatic registration system and high-rate state sub-
sidy were introduced as a result of the Riester reform carried out in 2001 and the scope of occupational 
pension schemes was tried to be expanded. Conservative/corporatist occupational pension scheme bears 
mixed characteristics of the other two regimes and lies between these two regimes in terms of its general 
characteristics (Alper et al., 2015: 39).

The Concept of Elderly Workforce

Old age is a concept that corresponds to a certain period of human life. For this reason, a person who 
has survived until this period, which is accepted as the old age period, will attain the title of being elder. 
Aging causes some physical and spiritual losses in people over a certain period (aging period). Indi-
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viduals can no longer maintain their former strength and abilities in terms of body and spirit and they 
suffer a constant loss. The concept of old age is typically divided into two as chronological old age and 
biological old age. Chronological old age refers to the state of having lived for certain years as of birth. 
An old age determined on the basis of the number of calendar years lived is mentioned here. In any 
case, the period beginning with the completion of 65 years is referred to as old age as per International 
Labor Organization norms. Apart from these definitions, people may get old physically and spiritually 
before they reach old age as of the known calendar age. For this reason, biological old age is a state that 
is expressed according to the physical and spiritual depreciation of the person (Arıcı, 2015: 362-363). 
Social security systems have set a certain chronological age at which payment of old-age benefits will 
begin for practical reasons; this is called as the age of retirement. Age of retirement varies from country 
to country depending on the social and demographic structure of countries, employment policies and 
many other factors. This age is generally determined as 65 and even higher in developed Western coun-
tries, which have faced the problem of aging of the population. In Turkish case, on the other hand, the 
prerequisites of reaching the age of retirement were not sought after 1969 in order to be entitled for a 
pension from the old-age insurance; the period of employment for a certain period of time in the insured 
status and paying social security premium was deemed sufficient. Insured persons were entitled to an 
old-age pension at an age where they could not be considered as chronologically and biologically old. 
Although Law No. 4447 mainly aimed to put an end to this wrong policy, it aggravated the conditions 
required to be qualified for retirement more than necessary. Moreover, the conditions have become a bit 
more difficult with Law No. 5510 (Şakar, 2017: 241-242).

Structure of the Turkish Social Security System

Premium based regimes (social insurance schemes) constitute the basic pillar of the social security 
system in Turkey. Therefore, the concept of social security system and its problems refers to social in-
surance and its problems. The payments regarding nearly 90% of those covered by social security and 
more than 90% of the expenditures in this context are realized through social insurance. With the right 
policies and the right beginnings, Turkey built a social security system based on social insurance, but 
failed to ensure the sustainability of this system. Many practices contrary to social insurance principles 
such as early retirement, amnesty of premium debts, borrowing practices has aged the developed social 
insurance system in terms of active/passive insured balance only 50 years after the second half of the 
1940s, that is in the 1990s, and brought it to a financially unsustainable point. This has led to the search 
for comprehensive changes and further restructuring (reform) need as of the 1990s (Alper, 2019: 354).

Most significant outcome of the social security reform affecting people’s daily lives has been to fa-
cilitate access to health services owing to the transition in health services. Pursuant to the figures as of 
the end of 2019, 573 million people applied to health service providers. Except for 1.2 million citizens 
(1.5%), 98.5% of the population is covered by general health insurance. This expansion with respect to 
the scope of the General Health Insurance was achieved after the premium payments of 9.08 million 
people was assumed by the Government. When evaluated in terms of creating an effective and easily 
accessible system, which is one of the primary objectives of the reform, SGK has further developed and 
expanded the scope of e-insurance applications that started with SSI as of the 2000s. The institution had 
the capacity to carry out all transactions related to the insured, employers, pension-benefit recipients 
and third parties through the e-insurance application (Alper, 2021: 26-27).
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The institutional structure was restructured with the Social Security Institution Law No. 5502, which 
came into force in 2006; and the social insurance legislation was restructured on the grounds of the Social 
Insurance and General Health Insurance Law No. 5510, which entered into force in 2008. Financing 
deficits of the Turkish social insurance system prevail despite the measures put into effect in 1999 and 
reinforced in 2008 by Law No. 5510. It is expected that 66.2 billion TL will be transferred from the budget 
in 2012 for financing the social insurance institution, 25.5 billion of which will be used for financing 
the deficit. Despite the implementations such as insurance premium amnesties and debt restructuring 
in addition to the measures introduced by the reform, the ratio of total revenues to expenses remained 
around 70%. The opportunities and threats facing the Turkish social security system today are as follows:

• Considering Turkish social insurance system, it is nearly impossible to increase the revenues by 
raising premium rates and/or raising the limits of earnings subject to premium payment.

• The possibility of increasing the number of insured active employees by reducing the rate of 
undeclared employment, which is currently calculated at the level of 40%, is considered as an 
opportunity.

• Although it has been 10 years since the age of retirement was raised and the nearly half of the 
gradual transition period has been completed, no improvement has been achieved yet in the ratio 
of insured active/passive employees.

• New pension calculation method introduced by Law No. 5510 will again reduce the level of ben-
efit and pensions in the long run. Therefore, it is no longer possible to update the pension and 
benefit calculation system to reduce expenses.

• The most significant opportunity is that Turkey has not yet completed the demographic transition 
process and still has a demographic window of opportunity. The percentage share of the 15-64 age 
group in the total population will continue to increase until 2020, and until 2041 in absolute terms 
and will continue to offer Turkey the positive effects of the demographic window of opportunity 
(Alper, 2019: 354-355).

Despite the decrease in the number of insured passive employees based on the gradual increase in the 
age of retirement, the increase in the number of registered employees based on the decrease in undeclared 
employment rate and the young population using the opportunities offered by demographic window of 
opportunity, the ratio of insured active/passive employees have deteriorated. An interesting develop-
ment was experienced during the period in terms of eliminating the financing gaps of social insurance 
institutions, which is one of the reasons for the reform steps. While the corporate finance deficit of the 
SSI decreased in the narrow sense, the financing contribution of the government to the system through 
direct or indirect transfers have increased. The expected improvement regarding the coverage ratio of 
insurance premium revenues to expenses could not be achieved, and the 70% rate could not be overcome 
like a wall. Although the amnesty of premium debts and restructuring of premium debts with its new 
name gained momentum, the expected improvement in premium collection rates could not be achieved. 
The instability regarding the social insurance legislation still prevails although numerous amendments 
have been introduced in the Law No. 5510 on the grounds of 65 different laws, decrees and decisions of 
the Constitutional Court over the past 11 years. Palliative (temporary) solutions such as the payment of 
Bayram bonuses, contrary to the principles of social insurance, have been voiced against the decrease 
in benefits and pensions (Alper, 2021: 27-30).

 EBSCOhost - printed on 2/9/2023 2:53 AM via . All use subject to https://www.ebsco.com/terms-of-use



190

COVID-19 Pandemic
 

The rate of pensions was reduced by Law No. 5510 after the social security reform, taking into ac-
count the actuarial balances, in order to ensure the financial sustainability of the system. This situation 
has raised the significance of issues such as reporting insurance premiums over real wages, encouraging 
staying for longer periods in work life and increasing individual savings so that individuals can main-
tain their standard of living even during retirement. The development of the private pension system is 
important in terms of reducing the pressure on the social insurance institution, especially in terms of the 
general level of pensions. Entry to the Private Pension System, which entered into force with Law No. 
4632 in 2001, is optional and it is required to pay premiums to the system for at least 10 years and to be 
at 56 years old in order to qualify for earning a monthly pension from the system (Republic of Turkey 
Ministry of Development Eleventh Development Plan, 2018b: 18)

In addition, on the grounds of the Private Pension Savings and Investment System Law published 
in the Official Gazette dated 29 June 2012 and issued 28338, the tax advantage in the system was abol-
ished and as of January 1, 2013, the principle of state contribution was adopted requiring the payment 
of 25% of each paid contribution to participant’s account as a contribution provided by the government. 
Thus, with this amendment; the incentive system, which was previously available only to those subject 
to income tax, has been transformed into a structure that can be benefited by all segments over the age 
of 18, regardless of whether they are working or not. Amendments have been introduced requiring the 
collection of a withholding tax only over the amount of the revenue, instead of the total savings amount, 
which is defined as securities income and is subject to withholding tax in case of leaving the system. In 
addition, the upper limit of the contributions to be paid by employers to the private pension system on 
behalf of their employees and which can be subject to deduction in determining the tax base has been 
increased from 10% to 15% of the gross wage. With the Law No. 6740, the practice of Auto Enrollment 
System was introduced in 2017 allowing public and private sector employees under the age of 45 to 
be included into the Private Pension System with “automatic” participation. Throughout this transition 
period, private sector employees will be gradually included in the system, depending on the size of the 
workplace they are affiliated with (Republic of Turkey Ministry of Development Eleventh Development 
Plan, 2018b: 18).

The Impact of Social Security Reforms on the Elderly Workforce

Since the second half of the 2010s, the pace of pension reforms has slowed down in developed countries 
and narrower regulations have been introduced. The main reason for the social security crisis that has 
emerged in many developed countries until this stage has been the rapid aging trend that has shaped 
the demographic structures of the countries and the increasing trend of elderly dependency rates. Rapid 
aging and the increase in elderly dependency rates causing the insufficiency of premium revenues ob-
tained from the actively working population in meeting the old age insurance expenditures as well as 
the prolongation of the old age period, the diversity of social demands and needs due to the increase in 
welfare cause a significant portion of public resources to be used to finance old age.

There are limited applications such as to gradually increase the age of retirement in parallel with the 
prolongation of the average human lifespan, increasing premium rates and reducing old-age payments; 
however new solutions are on the agenda. While efforts are sought to prevent elderly workforce from 
leaving the labor market due to retirement, on the other hand, “flexible retirement plans” are offered as 
an alternative to meet the labor shortage. Under this plan, individuals are given the flexibility to decide 
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how and when they shall be qualified for retirement before or after the legal age, provided that they 
continue to work or work for fewer hours.

Bellaby (2006), in a study conducted with a sample of 5344 people in England, concluded that pension 
reforms strengthened gender differences and increased the rates of unemployment. It also strengthened 
inequalities with respect to health, increasing the rates from 13.5% to 32.6%.

Bertoni, Brunello, and Mazzarella (2018) investigated the effects of increasing the age of retirement 
from 57 to 60 on a sample of 9093 people aged between 42-51 who were and were not affected by the 
increase in retirement age. Accordingly, a one-year increase in retirement age is said to increase the rate 
of regular exercise by 3.2%, obesity rate by 1.6% and the individual’s satisfaction with his/her health 
by 2.7%.

Bottazzi, Jappelli, and Padula (2006) investigated the effects of the proposal for increasing the age 
of retirement for male employees from 60 to 65 and female employees from 55 to 60 in private sector 
and for increasing the age of retirement thereof to 65 to 60 respectively in the public sector in a study 
conducted with 15.649 people between the ages of 20-50 who are currently either employed or self-
employed. Although there are differences in terms of gender, the study revealed that pension reform is 
expected to increase the age of retirement by 0.686 years in the private sector, 1.110 years in the public 
sector and 2.285 years in the self-employed.

In a study conducted on women in the USA, Choi (2001) revealed that life satisfaction increases by 
1% in workers beyond retirement.

For the purpose of a study on the increase in the retirement age in the Netherlands; De Grip, Fouarge, 
and Montizaan (2013) worked with a total of 3500 people consisting of public sector employees born 
between 1955-1959 and 1960-1964 and who were affected by the increasing retirement age and indi-
viduals born between 1950-1954 however who were not affected by the increase in the retirement age. 
As a result of the study, it was concluded that the pension reform is expected to increase the retirement 
age by 3.6 months for employees born between 1954-1959 and to increase the retirement age by 10.8 
months for those born after 1959. De Grip, Lindeboom, & Montizaan (2012) also concluded that pen-
sion reforms increase depression.

Demou, Bhaskar, Xu, Mackay and Hunt (2017) concluded in their study conducted with employees 
working even after retirement that participation in labor force increased by 33% for women and 15.5% 
for men. A study conducted by Engels, Geyer & Haan (2017) on women born between 1938 and 1944, 
it was revealed that pension reforms increased the retirement age and employment from 4.10 months 
to 17.37 months.

For the purpose of a study conducted on the increase in the retirement age of women from 60 to 63; 
Geyer and Welteke (2019) worked with a total of 3477 people born between 1952-1962 and concluded 
that pension reforms increased the employment rate by 13.5%.

A study conducted by Hagen (2018) on the increase in the retirement age of public sector employees 
from 63 to 65 revealed that pension reforms increased the retirement age by 4.5 months however had no 
effect in terms of benefiting from health services.

Mein, Martikainen, Hemingway, Stansfeld and Marmot (2003) conducted a study on individuals aged 
60, who are still working and are forced to retire and concluded that the effects of continuing to work 
after retirement on mental and physical health are unknown.

A study conducted by Montizaan and Vendrik (2014) with individuals born in 1950 and who are 
affected by the rising retirement age and individuals born in 1949 however who are not affected by the 
rising retirement age revealed that pension reforms reduced job satisfaction by 0.638 points.
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Staubli and Zweimüller (2013) conducted a study on private sector employees aged between 57-64 
with less than 45 years of social insurance and women aged between 52-59 working in the private sector 
with less than 40 years of social insurance concluded that pension reforms increased employment rates 
by 11% for women and 9.75% for men.

Wahrendorf, Akinwale, Landy, Matthews and Blane (2017) interviewed male and female employees 
aged between 65-80 and who continue to work after the age of 65 and retired men and women aged 
between 65-80 in a study covering 15 European Union member countries and Switzerland. They con-
cluded that post-retirement work reduces psycho-social work stress. Lower control and reward-effort 
imbalance decrease accordingly. Physical health also declines in post-retirement work. Participants in 
the study evaluated themselves as poor in terms of health, they evaluated their mobility as restricted 
and their comprehension ability as reduced. Considering the effects of post-retirement work on mental 
health, the research revealed that the quality of life worsened and the cognitive level decreased despite 
the decrease in depression symptoms.

Effects of the COVID-19 Pandemic on the Social 
Security Rights of the Elderly Workforce

Prolongation of life expectancy increases the risk of being in need of care in the last stage of life. Care 
assurance and care services are also the main functions expected from the social system. Individuals 
can live for twenty or even thirty years after retirement. This situation brings a huge financial burden on 
the social security system. This increase in health expenditures is not only related to the elderly. Social 
security makes it necessary to act within a multidimensional system. In order for the system to perform 
its functions, it should be placed on various pillars. The main risk faced by individuals who are exposed 
to loss of income due to illness, impairment and unemployment is the possibility of being excluded from 
the labor market as they get older (Tufan, 2014: 100).

In Turkey, Law No. 5510 adopted the gradual increase in retirement age introduced in 1999 with 
Law No. 4447 in the same way and with a gradual increase starting from 2036 finalized the retirement 
age as 65 for men and women by 2048. As expected, individuals who completed their service period 
and premium payment days in a short time however required to wait to get older in order to be qualified 
for retirement started to give voice to their demands for “early retirement”. However, the government 
showed a serious resistance against the demands of those waiting for retirement on the grounds that 
they were not old enough and did not step back from the policy of gradually raising the retirement age. 
Thus, the expectation in the society towards lowering the retirement age seems to have been broken 
(Alper, 2019: 372-373).

ILO, in its report where it discussed the improvements foreseen on national social security systems 
in the COVID-19 Pandemic crisis, made several recommendations concerning social security policies. 
Accordingly;

• All citizens should have access to health services for pandemic treatment and testing.
• Temporary wage subsidies should be provided to workers affected by the pandemic.
• Subsidizing or deferring social security contributions should be allowed as a precautionary mea-

sure to keep business running and retain employees.
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• Employees whose workplaces are locked down or who are unable to work due to mandatory 
quarantine should be provided with sickness benefits. However, this measure has not been widely 
adopted.

• Unemployment benefits should be increased and assistance should be provided to workers who 
were not covered before.

• The amount of social assistance supports should be increased with one-time additional payments 
and eligibility conditions should be relaxed.

• Minimum pensions should be improved.

RESULTS AND RECOMMENDATIONS

Negative effects that occur with the aging of societies have a great impact on social insurance, which 
is the most common pillar of social security systems. This effect emerges in the form of a change in 
the balance between the active and passive insured and the increase in expenditures for the elderly. It 
is accepted that there is an agreement between generations in society as such: The working generation 
provides care for children and youth; when they get older, they are entitled to be cared for by the genera-
tion whom they had previously taken care of (Tufan, 2016: 125).

The demographic change experienced causes an increase in social assistance, social service and retire-
ment allowances. The social security reforms implemented in various countries resulted in an increase 
in the age required for being qualified for retirement for achieving a sustainable pension system. The 
main reason for the social security crisis has been the rapid aging trend that has shaped the demographic 
structures of the countries and the increasing trend of elderly dependency rates. Prolongation of the old 
age period causing the insufficiency of premium revenues obtained from the actively working popula-
tion in meeting the old age insurance expenditures as well the diversity of social demands and needs due 
to the increase in welfare cause a significant portion of public resources to be used to finance old age.

There are limited applications such as to gradually increase the age of retirement in parallel with the 
prolongation of the average human lifespan, increasing premium rates and reducing old-age payments; 
however new solutions are on the agenda. While efforts are sought to prevent elderly workforce from 
leaving the labor market due to retirement, on the other hand, “flexible retirement plans” are offered as 
an alternative to meet the labor shortage. Under this plan, individuals are given the flexibility to decide 
how and when they shall be qualified for retirement before or after the legal age, provided that they 
continue to work or work for fewer hours. Demou, Bhaskar, Xu, Mackay and Hunt (2017) concluded 
in their study conducted with employees working even after retirement that participation in labor force 
increased by 33% for women and 15.5% for men. Engels, Geyer, and Haan (2017) concluded that pension 
reforms increased the retirement age and employment rates. Increasing the retirement age also improves 
the participation rate of the elderly in the labor force, but on the other hand decreases economic produc-
tivity. In this sense, raising the retirement age alone is not a sufficient solution to solve the problems of 
the social security system (Arıcı and Alper, 2018: 221).

Raising the retirement age affects the labor force participation rates of elderly workforce as well as 
their well-being and health. Bottazzi, Jappelli, and Padula (2006) determined that pension reform in-
creased the retirement age while De Grip, Lindeboom, and Montizaan (2012) concluded that increasing 
retirement age increases depression. On the other hand, in a study conducted on women in the USA, Choi 
(2001) revealed that life satisfaction increases by 1% in workers who work beyond retirement. There 
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are also studies indicating that the increased retirement age has no effect on benefiting from health ser-
vices (Hagen, 2018). Mein, Martikainen, Hemingway, Stansfeld and Marmot (2003) conducted a study 
on individuals aged 60, who are still working and are forced to retire and concluded that the effects of 
continuing to work after retirement on mental and physical health are unknown. Wahrendorf, Akinwale, 
Landy, Matthews and Blane (2017) interviewed male and female employees aged between 65-80 and 
who continue to work after the age of 65 and retired men and women aged between 65-80 in a study 
covering 15 European Union member countries and Switzerland. Accordingly post-retirement work 
reduces psycho-social work stress. Lower control and reward-effort imbalance decrease accordingly. 
Physical health also declines in post-retirement work. Participants in the study evaluated themselves 
as poor in terms of health, they evaluated their mobility as restricted and their comprehension ability 
as reduced. The research, considering the effects of post-retirement work on mental health, revealed a 
decrease in depression symptoms.

The COVID-19 Pandemic, which we can consider as environmental factors that have emerged in 
recent years, has influenced the whole world. Coronaviruses, the cause of many diseases especially the 
common cold, have emerged in the last twenty years. The Severe Acute Respiratory Syndrome (SARS) 
epidemic (2002-2003), the H1N influenza epidemic (2009) and the Middle East Respiratory Syndrome 
(MERS) epidemic (2012) are also caused by coronaviruses. The new coronavirus and the disease it 
causes emerged in December 2019 in Wuhan, China and was named COVID-19 by the World Health 
Organization (WHO) to mean Corona Virus Disease of 2019 (Cascella et al., 2020: 2-3).

Elder workers, who are already faced with the possibility of being excluded from the labor markets 
as they get older, have been in a difficult situation with the closure of their workplaces and a ban on 
leaving the house and the serious contraction in the services sector as a result of the COVID-19 Pan-
demic (Aydın, 2020: 185). It has been revealed that the infection is transmitted from person to person, 
particularly adults are susceptible to COVID-19 and the severity of the disease correlates with age. This 
situation not only puts the elder citizens who have to work after retirement in a difficult situation but 
also increases the costs of social assistance and social services. The International Labor Organization 
(ILO) has made several recommendations for social security policies. Accordingly, increasing minimum 
pensions and social benefits may provide improvements on national social security systems in the CO-
VID-19 Pandemic crisis.

RECOMMENDATIONS FOR FURTHER RESEARCH

This study provides some suggestions that may guide future studies on the impact of the COVID-19 
Pandemic on the social security rights of the elderly workforce.

• The effects of the legal regulations introduced during the COVID-19 Pandemic on the social se-
curity rights of the elderly workforce should be evaluated by taking into account the practices of 
different countries.

• The similarities and differences of social security reforms introduced in developed countries 
where the share of the elderly population is higher should be examined.

• Social security policies should be developed to address the differences with respect to active/pas-
sive insured ratios in different countries following the demographic transition process.
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• The answer to the question “Should post-COVID-19 Pandemic financing gap of the social security 
system be assumed by the states or the private sector?” should be given taking into account the 
different development and welfare levels of countries.

• Active employment policies should be developed in order to ensure the elderly workforce to stay 
employed for longer terms and demand pensions at a later age.

• The relationship between active aging and healthy aging policies and social security reforms may 
be further discussed.

• What problems may social security systems face after the COVID-19 Pandemic and which solu-
tions may be suggested for these problems?

• What allowances may be provided for the elderly workforce from the Unemployment Insurance 
Fund and how can these allowances be financed?

• What incentives may be implemented to encourage employers to employ and retain the elderly 
workforce?

• To what extent short-time working, flexible working, remote working and job-sharing policies are 
implemented in order to keep the elderly workforce in employment and how can the applicability 
of these policies be broader?

• Complementary social security schemes based on individual pension system should be encouraged.
• The coverage of social security programs should be improved in line with the principle of inclu-

siveness for all.
• The transition from the informal/undeclared economy to formal economy will improve the man-

agement and financing of social security programs.

CONCLUSION

Aging of the population in terms of demographics or demographic aging is a transition process that is 
in relationship with the social, economic and cultural structures that shape the lives of societies. Demo-
graphic aging is referred to as the changes with regard to the age structure of the population as a result 
of the decrease in fertility and prolongation of life expectancy, subsequent decrease of the share of the 
young population in the total population and the relative increase in share of the elderly population. 
Aging of the population is the most serious demographic change in terms of social security systems. It 
is the gradual increase in the share of the 65+ age group, which is defined as the passive population, 
in the total population. Demographic characteristics of Turkey clearly indicate that Turkey has entered 
into an aging process and the effects of demographic changes will soon lead to an increase in the elderly 
population. Regulations such as increasing the age to qualify for retirement, reducing pension payments, 
making the conditions for being qualified for retirement more difficult along with the increase in the 
elderly population as well as the individualization and privatization of the pension systems push the 
elderly population to remain in labor market. Social insurance schemes constitute the basic pillar of the 
social security system in Turkey. There are limited applications such as to gradually increase the age 
of retirement in parallel with the prolongation of the average human lifespan, increasing premium rates 
and reducing old-age payments; however new solutions are on the agenda. While efforts are sought to 
prevent elderly workforce from leaving the labor market due to retirement, on the other hand, “flexible 
retirement plans” are offered as an alternative to meet the labor shortage. Under this plan, individuals 
are given the flexibility to decide how and when they shall be qualified for retirement before or after 
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the legal age, provided that they continue to work or work for fewer hours. The demographic change 
experienced causes an increase in social assistance, social service and retirement allowances. The social 
security reforms implemented in various countries resulted in an increase in the age required for being 
qualified for retirement for achieving a sustainable pension system. Raising the retirement age affects 
the labor force participation rates of elderly workforce as well as their well-being and health. The main 
reason for the social security crisis has been the rapid aging trend that has shaped the demographic struc-
tures of the countries and the increasing trend of elderly dependency rates. Prolongation of the old age 
period causing the insufficiency of premium revenues obtained from the actively working population in 
meeting the old age insurance expenditures as well the diversity of social demands and needs due to the 
increase in welfare cause a significant portion of public resources to be used to finance old age. Elder 
workers, who are already faced with the possibility of being excluded from the labor markets as they 
get older, have been in a difficult situation with the closure of their workplaces and a ban on leaving the 
house and the serious contraction in the services sector as a result of the COVID-19 Pandemic. It has 
been revealed that the infection is transmitted from person to person, particularly adults are susceptible 
to COVID-19 and the severity of the disease correlates with age. This situation not only puts the elder 
citizens who have to work after retirement in a difficult situation but also increases the costs of social 
assistance and social services. The International Labor Organization (ILO) has made several recom-
mendations for social security policies. Accordingly, increasing minimum pensions and social benefits 
may provide improvements on national social security systems in the COVID-19 Pandemic crisis.

REFERENCES

Alper, Y. (2019). My Writings on Social Security. Turkish Metal Union Research and Training Center.

Alper, Y. (2021). Social Security Reform, Administrative Autonomy and the Changing Roles of the 
Social Partners. In Labor Economics and Industrial Relations Congress “Social Policies and Current 
Discussions”. Turk-Is Publications.

Alper, Y., Arici, K., Turcan Ozsuca, S., Aydın, U., & Gokbayrak, S. (2015). A Success Story in Comple-
mentary Retirement: OYAK. Turkiye Is Bankasi Cultural Publications.

Alper, Y., Deger, C., & Sayan, S. (2012). Demographics and Management Towards 2050: An Overview 
of the Social Security (Pension) System. Istanbul: TÜSİAD-T/2012-11/535.

Arici, K. (2015). Turkish Social Security Law. Gazi Bookstore Publications.

Arici, K., & Alper, Y. (2018). Social Security. Eskisehir: Anadolu University Press.

Aydın, U. (2020). Covid-19 Pandemic; Problems and solutions in the field of labor and social security 
law. Journal of Istanbul Aydın University Faculty of Law, 6(2), 181–214.

Bellaby, P. (2006). Can they carry on working? Later retirement, health, and social inequality in an aging 
population. International Journal of Health Services, 36(1), 1–23. doi:10.2190/EE2N-4A1Q-ARVD-
XN05 PMID:16524163

 EBSCOhost - printed on 2/9/2023 2:53 AM via . All use subject to https://www.ebsco.com/terms-of-use



197

COVID-19 Pandemic
 

Bertoni, M., Brunello, G., & Mazzarella, G. (2018). Does postponing minimum retirement age improve 
healthy behaviors before retirement? Evidence from middle-aged Italian workers. Journal of Health 
Economics, 58, 215–227. doi:10.1016/j.jhealeco.2018.02.011 PMID:29550666

Bottazzi, R., Jappelli, T., & Padula, M. (2006). Retirement expectations, pension reforms, and their im-
pact on private wealth accumulation. Journal of Public Economics, 90(12), 2187–2212. doi:10.1016/j.
jpubeco.2006.03.005

Cascella, M., Rajnik, M., Cuomo, A., Dulebohn, S. C., & Di Napoli, R. (2020). Features, evalua-
tion and treatment coronavirus (COVID-19). StatPearls Publishing. https://www.ncbi.nlm.nih.gov/
pubmed/32150360

Ceylan, H. (2015). Aging and the Welfare State. Istanbul: Acilim Book.

Choi, N. (2001). Relationship between life satisfaction and postretirement employment among older 
women. International Journal of Aging & Human Development, 52(1), 45–70. doi:10.2190/2W25-
DH9H-2F4D-7HWX PMID:11310574

De Grip, A., Fouarge, D., & Montizaan, R. (2013). How sensitive are individual retirement expectations 
to raising the retirement age? De Economist, 161(3), 225–251. doi:10.100710645-013-9205-5

Demirbilek, T., & Oktem Ozgur, A. (2017). Elderly employment in the context of the silver economy 
and active aging. Journal of Research on Elderly Issues, 10(1), 14–28.

Demou, E., Bhaskar, A., Xu, T., Mackay, D. F., & Hunt, K. (2017). Health, lifestyle and employment be-
yond state-pension age. BMC Public Health, 17(1), 971. doi:10.118612889-017-4957-5 PMID:29262819

Geyer, J., & Welteke, C. (2019). Closing routes to retirement for women: How do they respond? The 
Journal of Human Resources, 1–46.

Gunaydin, D. (2018). The aging problem of the workforce within the framework of Turkey’s demographic 
transformation. Journal of Research on Elderly Issues, 11(1), 1–13.

Gundogan, N. (2001). Aging of the workforce and its effects on labor markets. Journal of Ankara Uni-
versity Faculty of Political Sciences, 56(04), 95–108.

Hagen, J. (2018). The effects of increasing the normal retirement age on health care utilization and 
mortality. Journal of Population Economics, 31(1), 193–234. doi:10.100700148-017-0664-x

Kol, E. (2014). Evaluation of health systems in terms of welfare regimes: Southern European welfare 
model and Turkey. Gumushane University Electronic Journal of Social Sciences, 5(10), 131–168.

Kol, E., & Topgul, S. (2022). The Process Of Demographic Change in Turkey Effects On The Social 
Security System. In A Gift to Prof. Dr. İhsan Erkul Social Policy and Industrial Relations Articles. 
Eskisehir: Nisan Publication.

Kurtkapan, H. (2019). Social reflections of demographic transformation and old age in Turkey. Social 
Security Journal, 15, 27–46.

 EBSCOhost - printed on 2/9/2023 2:53 AM via . All use subject to https://www.ebsco.com/terms-of-use

https://www.ncbi.nlm.nih.gov/pubmed/32150360
https://www.ncbi.nlm.nih.gov/pubmed/32150360


198

COVID-19 Pandemic
 

Mein, G., Martikainen, P., Hemingway, H., Stansfeld, S., & Marmot, M. (2003). Is retirement good or 
bad for mental and physical health functioning? Whitehall II longitudinal study of civil servants. Jour-
nal of Epidemiology and Community Health, 57(1), 46–49. doi:10.1136/jech.57.1.46 PMID:12490648

Montizaan, R. M., & Vendrik, M. C. M. (2014). Misery loves company: Exogenous shocks in retirement 
expectations and social comparison effects on subjective well-being. Journal of Economic Behavior & 
Organization, 97, 1–26. doi:10.1016/j.jebo.2013.10.009

Ozdemir, S. (2007). Welfare State in the Process of Globalization. Istanbul Chamber of Commerce 
Publications.

Ozen, S., & Ozbek, C. (2017). Elderly workers and Human Resources Practices. Journal of Labor and 
Society, 2, 547–572.

Republic of Turkey Ministry of Development Eleventh Development Plan. (2018a). Aging Special Com-
mission Report. Author.

Republic of Turkey Ministry of Development Eleventh Development Plan. (2018b). Sustainability of 
the Social Security System Specialization Commission Report. Author.

Sakar, M. (2017). Social Insurance Application (12th ed.). Beta Publications.

Staubli, S., & Zweimüller, J. (2013). Does raising the early retirement age increase employment of older 
workers? Journal of Public Economics, 108, 17–32. doi:10.1016/j.jpubeco.2013.09.003 PMID:24319299

Topgul, S. (2016). Ageism or Discrimination against Older Adults in Work Life. Turkish Journal of 
Sociology, 36, 385–391.

Topgul, S. (2020). Changing Foods for Elderly Individuals According to the Changing Demographic 
Order. International Social Mentality and Researcher Thinkers Journal, 6(32), 991–1005.

Topgul, S. (2021). Elderly Care and Socıal Work From Internatıonal Aspects. The Journal of Interna-
tional Social Research, 14(76), 688–696.

Tufan, I. (2014). Structural Change of Aging in Turkey. Koc University Publications.

Tufan, I. (2016). Aging and Aging from Antiquity to the Present. Nobel Publications.

Turkish Statistical Institute. (2020a). Elderly with Statistics, 2019. Turkish Statistical Institute News Bul-
letin, 33712. https://data.tuik.gov.tr/Bulten/Index?p=IstatistiklerleYaslilar201933712#:~:text=T%C3%
9C%C4%B0K%20Kurumsal&text=Ya%C5%9Fl%C4%B1%20n%C3%BCfus%20olarak%20kabul%20
edilen,9%2C1’e%20y%C3%BCkseldi

Turkish Statistical Institute. (2021). Elderly with Statistics, 2020. Turkish Statistical Institute News Bul-
letin, 37227. https://data.tuik.gov.tr/Bulten/Index?p=Istatistiklerle-Yaslilar-2020-37227

Ulukan, U. (2020). Demographic transformation and older workers in Turkey. Fiscaoeconomia, 4(1), 
94–110. doi:10.25295/fsecon.2020.01.005

United Nations. (2017). World Population Prospects. https://esa.un.org/unpd/wpp/Publications/Files/
WPP2017_KeyFindings.pdf

 EBSCOhost - printed on 2/9/2023 2:53 AM via . All use subject to https://www.ebsco.com/terms-of-use

https://data.tuik.gov.tr/Bulten/Index?p=IstatistiklerleYaslilar201933712#:~:text=T%C3%9C%C4%B0K%20Kurumsal&text=Ya%C5%9Fl%C4%B1%20n%C3%BCfus%20olarak%20kabul%20edilen,9%2C1&apos;e%20y%C3%BCkseldi
https://data.tuik.gov.tr/Bulten/Index?p=IstatistiklerleYaslilar201933712#:~:text=T%C3%9C%C4%B0K%20Kurumsal&text=Ya%C5%9Fl%C4%B1%20n%C3%BCfus%20olarak%20kabul%20edilen,9%2C1&apos;e%20y%C3%BCkseldi
https://data.tuik.gov.tr/Bulten/Index?p=IstatistiklerleYaslilar201933712#:~:text=T%C3%9C%C4%B0K%20Kurumsal&text=Ya%C5%9Fl%C4%B1%20n%C3%BCfus%20olarak%20kabul%20edilen,9%2C1&apos;e%20y%C3%BCkseldi
https://data.tuik.gov.tr/Bulten/Index?p=Istatistiklerle-Yaslilar-2020-37227
https://esa.un.org/unpd/wpp/Publications/Files/WPP2017_KeyFindings.pdf
https://esa.un.org/unpd/wpp/Publications/Files/WPP2017_KeyFindings.pdf


199

COVID-19 Pandemic
 

United Nations. (2019). Ageing, https://www.un.org/en/sections/issues-depth/ageing/

Wahrendorf, M., Akinwale, B., Landy, R., Matthews, K., & Blane, D. (2017). Who in Europe works 
beyond the state pension age and under which conditions? Results from SHARE. Journal of Population 
Ageing, 10(3), 269–285.

KEY TERMS AND DEFINITIONS

Aging: It is a universal process that is observed in every living creature over time and causes a de-
crease in all functions. Today, the terms “young old age” is used for 65-74 years of age, “mid old ages” 
is used for 75-84 years of age and “old age” is used for over 85 years of age when describing the stages 
of old age. It is a biological process that occurs in all organisms depending on the effect of time and is 
characterized by progressive loss of functions.

Corporatist Welfare Regime: It is less dependent in terms of connection with the market, but there 
is a gradual process in terms of benefits provided to its citizens; its re-distributing effect is negligible. 
In many cases these corporatist regimes are shaped by Church traditions. Affiliation with the church 
is determinant in their perspectives on social policy besides determining their conservative attitudes 
towards family and gender.

COVID-19: Coronavirus disease (COVID-19) is an infectious disease caused by a newly discovered 
coronavirus.

Demographic Window of Opportunity: The period during which a country’s working-age popula-
tion is higher than the sum of the young and elder populations. The most significant characteristic of 
this period is that it lasts for a certain period of time (about 30-40 years).

Elderly Workforce: While the elderly workforce is statistically defined as the workforce in the 55-
64 age group, it is sometimes referred to as the individuals between 50-64 age group or even between 
the 45-64 age group.

Old Age: It is defined as a stage, as an extension of adulthood, in which physical and mental changes 
are seen in the later period of life. State grants an old-age pension to citizens aged 65 and over, who do 
not have any social security and are in poor financial condition.

Retirement: It is the term attributed to the situation that begins when people who pursue their lives by 
working quit working in a planned way, assuming that they cannot work due to old age. Pension, which is 
referred to as the amount of money a retired person needs to live without working, is usually paid to the 
retiree as a permanent income, sometimes as a lumpsum payment or sometimes as a combination of these.

Social Insurances: Workmen’s insurance is the insurance made by deducting a portion of their earn-
ings in order to secure the health and future of the employees working in return for wages.

Social Security: It is a scheme of actions assumed by the government to ensure the well-being of 
huge and potentially vulnerable population including children, the elderly, the sick and the unemployed 
through measures to ensure their access to food and shelter and to provide adequate resources to promote 
health and well-being for the population.

Welfare State: Welfare state or social state means the state that accepts primary responsibility for 
the welfare of its citizens beyond the minimum level and suggests that the State should play a main role 
in protecting and promoting the economic and social well-being of its citizens.
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ABSTRACT

The Baby Boomers were a pivotal generation (1946 – 1964) for the Third Industrial Revolution (1945 
– 2010), but with ages raging from 55 to 76, many are retirees and/or have entered the last stages of 
their productive lives. The last official census conducted in 2018 by Colombia’s National Administrative 
Department of Statistics (DANE) concluded that there are 48,258,494 human beings living within 
Colombian soil, and out of the grand total, the Boomers accounted for 16,38%, which sums 7,904,742 
(4,275,703 female and 3,629,039 male) raging between 55 to 75 years of age. The underlying question, 
and the one that the authors intend to answer, is Are Colombian Boomers like those in Europe and the 
US? In trying to answer this conundrum as best they can, an adaptation of the Rokeach’s Personal 
Values Survey is employed, which is combined with another set of questions designed by the authors 
that identifies personal and familiar characteristics of the respondents by means of a non-probabilistic 
sample technique.
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INTRODUCTION

It must not surprise anyone or anybody from any part of the world that throughout all economies, orga-
nizations are composed by human talent belonging to different generations. Baby Boomers, Generation 
X, Millennials, Centennials (Generation Z), they all come together within the boundaries of all types of 
organizations. Public, private, non-profit, SMEs, conglomerates, regardless of size, nature, and/or core 
activity, chances are that within one same organization a turmoil of sorts is being cooked in a cauldron 
of generation diversity.

This poses an enormous challenge for the Human Resources units and their experts. Long gone are 
the 70s and 80s, times when Baby Boomers reigned supreme amongst the entrepreneurial worlds! Now 
human resource management must strive to please different palates which are antagonistic in nature, 
and they better deliver if the organizations’ goals are to be attained!

The authors (two Boomers and one Gen X, no less!) are on the same page when it comes to understand 
the paramount importance of not only highlighting the fact that companies’ workforces are composed of 
different generations, but also in comprehending those generations’ traits, characteristics, behaviours, 
and demeanours, for there is not a consensus in the confines of the academic world of these, and it would 
surely be an enormous handicap if there was (Díaz-Sarmiento, et al., 2017).

Therefore, it is this chapter’s aim to thoroughly describe the various generations that lie behind this 
notorious fact with the Baby Boomers being the epicentre of this characterization. Field research with 
120 Colombian Boomers was conducted and the results were contrasted with what is generally depicted 
as Boomer behaviour around the world.

THEORICAL FRAMEWORK

The Concept of Generation

Díaz-Sarmiento et al., (2017) have procured an exquisite dissertation regarding the concept of “genera-
tion”, which can be observed in table 1.

Continued on following page

Table 1. Generation: Various concepts

Authors Concept

Kertzer (1983)
The word “generation” es commonly associated with kinship; persons who have the same 
age and are at the same stage in history and life, teenage years, youth, middle age, senior 
years, etc.

Comte cited by Leccardi, C. and Feixa, C. 
(2011).

This concept states that generations can be quantified and condensed within the human 
cycle of life and serve as measuring instruments of a society’s progress. (Or lack of) 
Societies achieve progress by the combining efforts of old and new generations. The first 
ones bring stability and experience to the table, whilst the younger ones bring new inputs 
and fresh impetus. Comte (2011) a generation’s time to shine is 30 years. Once this time 
has passed, it is the dawn of a new generation.

Mannheim and De la Yncera (1993)

As Comte stated, it is during its 30s that a generation begins its creativity pinnacle and 
that once it has reached its 60s, the inevitable twilight comes to its fruition. When a 
generation “overstays its welcome” and its reign lasts longer than that, a society’s progress 
can be hampered. It is pivotal for generations to understand and accept when their time 
to “ride into the sunset” has come and to refrain from occupying the role of creative and 
innovative force when it no longer belongs to them.
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Different Generations

Howe and Strauss quoted by Rosenberg (2020) have given a very accurate definition of the different 
Generation Cohorts that have surfaced since the 1900s. These are illustrated by table 2:

Table 1. Continued

Authors Concept

Ortega & Gasset cited by Capell and Niño 
(2007).

Generations are composed by a “complete social body” whose constant interactions 
allow a society to obtain its historic purpose. There are biological cycles that allow 
three generations to be condensed into one; and each one of them has different traits 
and characteristics, and each has the ambition to have and to exercise power. The first 
generation consists of persons who have reached the power positions. The second one 
by persons who exercise and strive in keeping, and the third one who are on their way to 
losing it. 
Hence, two stages are clear, each one lasting fifteen years. From 30 to 45, power is 
conceived and pursued, and from 45 to 60 it is attained and used.

Marias (1955) cited by Díaz-Sarmiento et 
al., (2017, p.194)

Generations can be described by cohorts of people that were born within a specific time 
range, thus sharing certain elements in their perceptions regarding life, history, and 
society in general.

Mill and Navarro (1969)

Generations are made up by human groups that takeover society, moulding it to their 
“image and likeness”. Their behaviour ins heavily influenced by the events taking place 
during their time on top. By means of education and experience, they not only leave a 
mark in their time, but aim to leave a mark in the times to come, sometimes having a very 
hard time accepting when their time to step down has come.

Ferrari cited by Martin (2015).

Each generation has its own conception of the world and tends to mould its time based on 
it. Under this point of view, it is evident that every generation has been rebellious when 
striving to attain power, but once it has achieved it, its rebellious nature begins to fade 
away, giving place to the new power.

Dilthey cited in Martin (2015)

A generation is a group of people living at the same time and age, sharing the conducts 
and customs that identify that time and age. That is a cornerstone for building a closeness 
that can be enhanced or eroded as times passes by. Events, circumstances, incidents, and 
affairs bring them together, hence they are prone to react to these in similar fashions. 
Generations and their essence are more determined by their experimental time rather than 
their chronological time. It is what they go through as a generation what defines them, not 
the range of years when they were born.

Heidegger cited by Del Moral (2001)

Members of a generation share much more than a year or range of years of birth: they 
share a “collective fate”. What brings individuals together as a generation are those 
“common historical topics” that are shared by a society at a specific juncture. These not 
only serve as the events that bring a generation together, but they are also the barriers 
preventing other generations wanting to “seat on the throne” to take their place.

Source. Authors

Table 2. Different generations by Howe and Strauss

Years Generation Name

1900 to 1924 Galvanized Iron (G.I.)

1925 to 1945 Silent Generation

1946 to 1964 Baby Boomers

1965 to 1979 Generation X

1980 to 2000 Millennials or Generation Y

2000 onwards New Silent Generation or Generation Z1

Source. Authors
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1900 to 1924: Galvanized Iron (G.I.)

During WWI, American soldiers came up with a pretty unique name for the German artillery projec-
tiles: Galvanized Iron or GIs. As a parallel development, the term GI began to be utilised in reference 
to “Government Issues” and/or “General Issue”, but more importantly, all articles of war, equipment, 
military equipment, weapons, and related articles were called “Ground Infantry”. It is not clear, nor there 
is a general consensus as to which one of the above resulted in the common way to refer to American 
soldiers: GIs. It is known who made the first reference to the immensely popular name G.I. Joe, and that 
was no other than the Patriarch of de Baby Boomers, Mr. GI himself, President Dwight D. Eisenhower, 
who in 1945, when WWII was entering its final stages and victory for the Allies was inevitable, said:

The United Nations will greatly remember all of the Generals, but all these agree with me in the selec-
tion of the truly heroic selection in this war. He is GI Joe and his buddies

From that point onwards, GI JOE was used in all references to the Armed Forces of the United States. 
(Rivas-Rodríguez, 2016).

Brokaw (1998) as cited by Pumphrey (2011, paragraph 5) this generation, often quoted as “The 
Greatest Generation”, is notable by its perseverance and manner of striving through adversity, traits that 
were evident during WWI and WWII, and that were the cornerstone by which the US became a better 
place to live in.

Furthermore, Pumphrey (2011) again cites Brokaw (1998) in explaining how it was that the Greatest 
Generation endured tremendous hardships and challenges, such as economic depression, unemploy-
ment, hunger, and war overseas, that led them to courage, character, discipline, and a sense of personal 
responsibility and duty with themselves, their families, and society in general. It was these traits that 
permitted the defeat of Hitler and his allies. It was these characteristics in their ethos that built the 
American economy and transform it into a beacon of science and development for all mankind. These 
traits provided the United States with the opportunity to live free and opulent, the likes of which human-
ity had never saw before.

Inebriated by the sweet nectar of victory, the GI Generation shepherded the American public into 
embracing the Founding Fathers fate, thus embarking on the most ambitious ventures, building parks, 
bridges, monuments, malls that were conceived and executed by commercial, civic, and governmental 
institutions, all functioning like clockwork. “Bigger is better” was born during those days (Sorry Hulk 
Hogan!).

Literally, the sky was the limit, and by means of embracing and letting technology and science roam 
free, everything was possible, from raising children to beating the “Russkies” in the Space Race.

The GIs were determined not only in leaving a better world for their children; they were obsessed 
with their children’s generation being better than them (Rose, 2008).
These are the distinctive traits of the GI Generation (Brokaw, 1998; Gambone, 2005; Rose, 2008):

• Personal Responsibility: Being held accountable was perceived as an honour, and as such, leader-
ship was built on being honourable and responsible.

• Humility: Only by being humble one could be worthy of respect. Humility was a measure of one’s 
dignity and modesty. Absolutely no one was above the common welfare, and hence, anyone with 
delusions of grandeur was swiftly put in his/her place.
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• Work Ethics: For the GI Generation working was not a choice: it was an obligation. Everyone was 
working for survival, theirs, their families’, but most importantly, their countries’. Working was a 
reason to be proud.

• Austerity: Having endured the 1929 Stock Market Crash, the GIs were set on saving every penny 
they could. Frugality was the name of the game, and everyone played it.

• Compromise: Probably one of the most important values embraced by the GIs. No need to sign 
contracts under the presence of lawyers; a handshake was sufficient to ensure that both parties 
were going to honour their respective commitments.

1925 to 1945: The Silent Generation

The term “Silent Generation” came to prominence in 1951, when Time Magazine visualized it as the 
most notorious trait of that time’s generation:

Opposed to the Flaming Youth of their parents, this younger generation is but a small flame

The generation’s “silent” demeanour can be derived from the harsh times during which its members 
were born, and the fact that their coming of age took place in the middle of McCarthyism, certainly a 
most effective deterrent for the boisterous minds and mouths youngsters usually have. Yes, the Silent 
Generation has been notorious for intending to work along the system rather than change it, but not too 
few a not so silent and untraditional minds were a part of it, minds that without a doubt changed the 
world in a significant manner (Smith, 2020).

The eldest members of this generation were born at the beginning of the Great Depression. Their 
childhood was met with the appalling events that lead and took place during WWII, while their coming 
of age came about during the 50s and early 60s. In terms of size, the Silent Generation is smaller than 
its predecessor, the GI, and also smaller than its successor, the Baby Boomers. But then again, isn’t the 
filling the best part of a sandwich and/or an OREO cookie?

The low birth rate of this generation is generally attributed to the conditions of economic adversity 
and war present throughout those years. Plus, many men were recruited to serve their country, either for 
WWI or WWII, and never made it back from the fields in Europe.

But it was not only war and economic hardship the obstacles: Mother Nature herself made her presence 
felt during the “Dust Bowl” (The Dust Bowl was a period of severe dust storms that greatly damaged 
the ecology and agriculture of the American and Canadian prairies during the 1930s; severe drought and 
a failure to apply dryland farming methods to prevent the aeolian processes caused the phenomenon).

Thusly, the Silent Generation began its existence facing dire circumstances, Great Depression, Dust 
Bowl, the uncertainty in politics and economics that set the stage for Hitler and the Third Reich and 
WWII, so it was not really a very prudent time to start a family. Those who did, bred a generation of 
cautious, conscientious, and meticulous human beings (Enam & Konduri, 2018).

According to Dobransky- Fasiska (2002), these are the main idiosyncrasies found in the Silent Gen-
eration:

1.  Thrifty: Born and raised into economic uncertainty and restraint, surplus wasn’t in their vocabulary, 
nor in their customs. As a consequence, Silent Generation members are all about austerity and 
frugality. This might explain why Paul McCarney sent his children to Public Schools.
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2.  Respectful: Authority was always respected. Whether it was a school’s headmaster, a mother, a 
father, or John Lennon’s Aunt Mimi, any authority figure was respected, and that became a train 
of thought and behaviour far and near for them, and in all walks of life.

3.  Loyal: Silent Generation affiliates are loyal to the very end. They are loyal to their beliefs, their 
careers, their families, their friends.

4.  Determined: It has often been said that few things mould your character better than adversity. 
Adversity became the daily bread for the Silent Generation from the get-go, hence a sheer intestinal 
fortitude was developed that became their drive, their will to succeed. The Beatles, The Rolling 
Stones, The Who, are a testament of the Silent Generation’s determination.

1965 to 1979: Generation X

Just as the Silent Generation is a “sandwich” generation between the GIs and the Silent Generation, the 
Generation X is the buffer between the Baby Boomers and the Millennials. Generation X was not the 
only term coined for them, but it is the one that winded up being used the most.

In 1992, The Atlantic newspaper tried coining “Thirteeners” as an alternate term for Generation X, 
but the name never caught on and Generation X became the widely accepted term for a loosely defined 
generation. They are a loosely defined generation on account of not having the strong ser of beliefs and 
values their predecessors possess, nor do they have those delusions of grandeur that their successors have. 
Not being prone to be dubbed as conservative or liberal, capitalists or socialists, hippies or yuppies, the 
members of Generation X are exactly that: X (Thomas & Pickering, 2005).

What is not loosely about those born between 1965 and 1979 is the fact that they are the ones re-
placing the Boomers at the top of the organizational pyramid. Many of them are being promoted to the 
upper echelons of management, while Boomers are retiring, either voluntarily or not. Baby Boomers 
have reached the end of their productive lives and are being “send out to grass” with the representatives 
of Generation X occupying their places.

If Baby Boomers are a generation known to put work first and over all things, Gen X is known for 
being the generation that began striving to achieve a balance and equilibrium between life and work. 
Boomers were also known to be submissive and compliant with authority figures, whereas Gen X are 
not. This is in great part a consequence of being born into an era where no world-changing crises took 
place, while the legacy from the Silent Generation really cemented itself. The Sexual Revolution, as well 
as the Female Revolution, both from the 60s, resulted in a decrease in the birth rate.

They are also the children of women who began to pursue their professional fulfilment, and not mere 
housewives. Hence, Gen X are very independent, much more so than prior generations, and they have 
developed strong technical skills alongside other set of skills and competences, among which responsi-
bility and experience stand out. As sons and daughters from Reaganomics, they are a generation prone 
to greed, self-catering, selfish persons with little regard to what others think of them, as long as they are 
successful economically (Martin & Prince, 2008).
Gen X is the audience that was paying attention to Gordon Gekko’s infamous speech (Stone, 1987):

The point is, ladies and gentlemen, that greed, for lack of a better word, is good. Greed is right. Greed 
works. Greed clarifies, cuts through, and captures the essence of the evolutionary spirit. Greed, in all 
of its forms, greed for life, for money, for love, knowledge, has marked the upward surge in mankind and 
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greed, you mark my words, will not only save Teldar paper, but that other malfunctioning corporation 
called the USA. Thank you very much.

Furthermore, Gen X is the generation were having a superior level of education became very profit-
able, thus changing the essence and landscape of education. Pursuing a degree for the Gen X frame of 
mind has nothing to do with moulding yourself as a person with an upright conscience, but rather as 
building yourself as a valuable asset for an organization. It is no coincidence that Gex X is the “MBA” 
generation (Howe & Strauss, 1992).

1981 to 1997: Millennials or Generation Y

Born from 1981 onwards, this is a generation that came of age and/or awakened in a digital, hypercon-
nected world. Most of them cannot fathom a world where one has to use a type-writing machine to pre-
pare an essay, or to write a quarterly report. They woke up in a world where you did not send postcards 
for Christmas or Birthdays, where you didn’t have to record an LP on cassette. Instant gratification is 
at their fingertips, literally.

Approximately 94% of Gen Y are online service users, frequent consumers of Apps such as Facebook, 
Instagram, Twitter, LinkedIn, among others. It is not that being on Social Media es a tool they can benefit 
from, is that NOT being on Social - Media is a need they must satisfy. Being “wired” is their normal 
status, making Gen Y prone to conditions known as “millennial diseases”. And yet, “Beauty is in the 
eye of the beholder, and as most events, their perception varies upon being looked under different optics. 
Millennials have developed the capacity to manipulate several devices at the same time, something that 
their forerunners have serious difficulties with (Barros and Landa, 2021).

Millennials have also developed new ways of studying and have taken full advantage of living in a 
hyperconnected world. Most of them are bilingual, trilingual, and even polyglots. Bear in mind, they 
are natives in the digital language; it is their true mother language. They have transcended the Gen X 
desire for money, for they are aware that Global Warming is the leitmotiv of their very existence, and 
they pursue higher levels of education as means to counter its insurmountable threat. 9 to 5 jobs are not 
appealing to their nature, and their need for flexible hours and variety of chores make them prone to 
undertake and putting enterprising ideas and business projects into practice.

This entails a huge challenge for HRM in all aging organizations, for if they are unable to respond 
to the Gen Y’s petitions and adapt themselves to this new mindset of the workforce, within a 5-year 
span, companies will have serious problems in retaining competent personnel to fill the voids left by the 
Boomers and the Gen X (Hershatter and Epstein, 2010).

Contrary to their predecessors, Gen Y do not feel money and economic success to be their masters. 
For them, being thirty and living in their parents’ is normal, nothing to be ashamed of. Quite the op-
posite, Gen Y strongly believe that the current state of affairs was brought about by their predecessors’ 
greed. Transparency, collaboration, compromise, tolerance, those are the values they strive for, and 
they seek to imbue the rest of the world with them once they are the ones seating in the drivers’ seat 
(McDonald, 2015).

When it comes to their consumer patterns, Millennials are volatile, voluble, and versatile, a triple V 
of sorts (Eisner, 2005). Just as they are indifferent to money’s charm, they are also immune to the effects 
of traditional publicity stunts. Want to entice a Millennial? Influencers are the key (Lippincott, 2012).
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This is a generation willing and able to leave their mark in society. Their endeavour is to develop a 
unique personality via social media, clothing, events, cultural sessions. Gen Y is a content consumer 
rather than a product consumer (Graybill, 2014).

Millennials have the ability of making themselves unique through their individuality, making the 
constant evolution in ICTs as their main ally, not only in their personal lives, but in their professional 
lives as well. It is through their digital platforms that they disseminate their political and social agenda: 
equality and tolerance (Hayes, Parks, McNeilly & Johnson, 2018).

1998 – Present Day: New Silent Generation/Centennials/Generation Z

Today’s teenagers and twenty-year-olds were born during the late-late 1990s and the Third Millenium’s 
earlier years. Representing roughly a 23,7% of the world’s population, they are an important part of 
any organization’s Marketing Plans, especially when it comes to the Digital Marketing appendix. 
Centennials are the ones moving the needle in terms of social media consumption, and their consumer 
preferences are easy to identify there. Want to reach out to GenZ? Better learn how to use your social 
networks in an impeccable fashion, for Influencer Marketing and YouTubers are the right channels 
to do so (De Barba, 2016).

Access to the labour market does not come easy for Centennials, thus they are a generation prone 
to entrepreneurship and business creation. Born into a world completely absorbed by ICT use in daily 
chores, and having social media as a mother language, GenZ enjoys a great capacity for autonomous 
learning and self-instruction abilities, hence creativity and self-learning are huge traits that Centennials 
have taken full advantage from in this time and age (Chillakuri, 2020).

Centennials are the first generation born into the Digital Era. They do not have the slightest idea 
of how life was without Windows, Microsoft Office, Apple Computers, smart-phones, tablets, and the 
Cloud. Not only were they born with a superior capacity for manipulating different gadgets and the dif-
ferent kinds of computer language, but they also spend from 6 to 10 hours daily in honing even further 
those crafts (Sánchez, 2018). Different alternatives for communication are at their disposal and they 
learn very quickly how to use them. Virtual platforms, ecosystems, novel channels, all lead them to 
new professional possibilities, new ways of learning new skills to do such everyday activities as orders, 
purchases, and reservations (Massot, 2018).

Unlike their predecessors, centennials are not afraid to be critical, to question everything and count 
on their talent to take advantage of the new opportunities of the market. They are constantly on the move 
and evolving, easily adapting to new environments, and changing landscapes; this is probably the reason 
behind their irreverence (Balmes, 2018).

Having and projecting an active digital image is an enormous goal of them, and it is through their 
online profiles where all aspects regarding their everydayness can be found. What other cybernauts make 
of them is the validation they are desperately seeking for. Of course, this makes them socially awkward 
when look under their predecessors’ eyes, but the way their predecessors mingle socially is awkward 
for them! (Calero, 2020).

Social media is not only used by centennials for communication, interactions, and exchanges, it is 
the cornerstone of their human interactions as well as their source of information and culture. Therefore, 
GenZ is not a well-read generation, nor is it filled with educated, cultured, and cultivated individuals. 
Very often, the presence of inconsistencies in both oral and written expressions is evident (Cerezo, 2017).
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Immediacy is almost an addiction for the average centennial, and it is in almost every walk of life. 
Immediacy in their internet connections, that allows the fastest navigation possible. Immediacy in their 
relationships, built on their online profiles and not through trials and tribulations. Immediacy in their 
streaming services, which allows them to binge on an entire season of X or Y show, rather than having 
to endure a whole week of waiting time to watch the next episode. This leads to an impatient character, 
impatience that makes them prone to tantrums and fits when they do not get their way, and fast. Seems 
that they are not keen on Aerosmith’s lyric:

Life Is a Journey, Not a Destination

Indeed, they are oblivious to the fact that short term plans and events get old quickly, and that a long-
term vision of one’s life and goals is way more desirable (Jiménez, 2018).

Most of their photographs are selfies, and most are an acute rendition of who they really are. Going 
out of their way to please someone is not on their hardware. What you see is what you get (Dolot, 2018).

Social causes are their bread and butter. All centennials have a greater social and environmental 
conscience far superior to their predecessors’. Diversity, respect, gender equality, climate change, global 
warming, all are crucial issues for GenZ, and they do not spare any effort to undertake them as top prior-
ity endeavours (Baysal, 2014).

For centennials, marriage, kids, the house with the white picket fence and German shepherd is not 
in the cards. They have other, more ambitious aspirations, like becoming influencers and entrepreneurs 
(Singh & Dangmei, 2016).

The Baby Boomers

The end of World War II brought a baby boom to many countries, especially Western ones. Nations such 
as the United States, Canada, New Zealand, and Australia saw a considerable growth in their birth rates 
which led to what is known as the “Baby Boom” phenomenon. Historians have reached a consensus in 
regards as the reasons behind this occurrence but is undeniable that one pivotal element was the deep 
and profound desire of the surviving soldiers to settle down and seize the second chance, they had been 
given by forming a family. Being surrounded by death and pandemonium made them come out of the 
war years with a newfound zest for life, thus the period between 1946 and 1964 saw an incredible surge 
in births (Arbeláez & Franco, 2013, p.16).

Born between those years, the Boomer generation has witnessed deep and radical changes, both geo-
political aspects as in technology. Their 30s saw them appreciating the benefits from Sony’s Betamax and 
Walkman, only to watch them become obsolete less than a decade later. Their 20s were lived under the 
banner of “Peace and love” that the immortal 60s brought about, and they have been front row spectators 
for all major changes and transformations in the Information and Communication Technologies (ICTs) 
and within the financial world (ACIS, 2019).

Sons and daughters of the Silent Generation and parents of Gen X and some Millennials, it is com-
monplace for latter half of the Baby Boomer Generation to be referred to as the “Generation Jones” 
(Corporate finance Institute, 2021).

As years have gone by, and new generations have come of age, the manner in which the elder and 
senior population is perceived has been transformed radically. Senior citizens are no longer considered 
as a helpless, unable, uncapable and/or without resistance and vitality, but quite the opposite. A large 
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percentage of nowadays’ senior citizens are Baby Boomers, and the last thing they feel like is helpless 
and/or hapless, furthermore, their purchasing power is one of the most coveted prizes and rightfully so: 
with their housing bought and paid for, with their offspring already in its adult life and enjoying their 
monthly pensions, their status as elderly citizens has been rethought altogether (Denk, 2003, p. 25).

According with Arbeláez & Franco (2013, p.26), the Boomer shopping experiences contains the 
following characteristics 1) Many at time they enjoy a double income (pension + wage), their income 
allows them to have an exquisite palate, aiming at premium categories in their purchases, 2) Shopping is 
an extension of their social relationships. By means of shopping, the Boomers are prolonging an existing 
social bond, 3) A swift, top-notch service is a must to garner their loyalty, 4) They are detached from the 
act of searching for goods and/or services to purchase; that is something they rather have someone else 
do for them, or keep them company whilst doing it, at the very least, 5) While scouting for goods and 
services is unappealing, purchasing itself is a beseeching experience (having a solid purchasing power 
might explain this), 6) Regardless of their robust finances, Boomers are always on the hunt for the best 
“bang for their buck”.

Díaz-Sarmiento et al., (2017, p.196) have cited New Strategist Publication (2010) to assess Boomer 
behaviour. Most of them were raised by young mothers, most of which were housewives, conservatives 
and traditionalists to the core who transmitted those same core values to the Boomers. Those values 
in turn have moulded the Boomer capacity to lead, to adapt, to guide and generate changes. For them, 
building solid teams with high spirits, a strong social commitment, and a vocation to work in favour of 
the general interest is paramount (Kupperschmidt, 2000).
Zemke et al., (2013) have put it best:

After all, they are the generation that lived through the Civil Rights Movement, the Empowerment move-
ment and the search for diversity

Table 3 summarizes the Boomers general essence (Corporate Finance Institute, 2021) (Díaz-Sarmiento 
et al., 2017).

Continued on following page

Table 3. Essence of the Baby Boomers

Trait Definition

Focused and determined
Hard work comes easy for the boomers. They witnessed MLK’s and Malcom X’s 
achievements, the success of women’s liberation movement, Neil Armstrong’s landing on the 
moon, all achievements that required focus and determination.

Competitive

By virtue of being conceived and born at a time when many other children were being 
conceived and born, competition became the name of the game for the Boomers. All 
throughout their lives they have had to compete with their fellow Boomers, from a position in 
school to a position in work, they always had to compete for their “slice of the pie”.

Valuable Relations
Having a lot of kids your age forces you to be competitive, but at the same time it allows you 
to grow up amongst lots of children your same age with whom to play. Alongside family 
values, loyalty amongst friends is predominant for the Boomers.

Independent and Confident
By means of hard work, a solid and healthy self-confidence arose amongst the Boomers. 
Moreover, they are ingenious, witty, and self-assured enough to know if the are able to handle 
tricky situations by themselves or if they need help.
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Baby Boomers in Colombia

The last population census conducted by Colombia’s National Administrative Department of Statistics 
(DANE) took place in 2018. It was revealed then that Baby Boomers represent more than 9% of the total 
population in Colombia. This generation is segmented in different age groups, with each group pos-
sessing its own traits and peculiarities (ACIS, 2019). There are pre-retired, pensioners, and late retirees/
grandparents. The latter are the breadwinners and act as providers for their children and grandchildren, 
fact that does not come as a surprise: the Boomers are well-off, a lot of times enjoying a better, more 
solid financial situation than their successors represented in better incomes, more assets and equity.

During the first semester of 2016, Kantar Ibope Media Colombia conducted a thorough research 
known worldwide as Target Group Index (TGI). It is a research aimed at studying consumer habits in 
media, brands, products, lifestyles, and attitudes. The following are the most relevant findings (Ríos, 2016):

• 12% of Colombian Boomers are web surfers.
• 41% own a Smartphone.
• 6% do not own a Smartphone but intend to purchase one within the next six (6) months.
• 30% have utilised their Smartphone as an internet router during the last 30 days.
• 40% use the Web for information and/or as a source of entertainment and amusement.
• Among the mobile applications to which more time was devoted were text messaging, social net-

works, e-mail, and classified ads.
• The Bible, solitary games, news sites and various video-on-demand service sites are the used the 

most.
• 47% regard television as their main source of entertainment, while 49% regards it as their main 

source of information.

Table 3. Continued

Trait Definition

Excellence and Quality

Having witnessed first-hand moments of deep changes and crises, boomers value excellence 
and quality in all walks of life. Whether is in relations, in a meal, in a trip, or in something as 
pedestrian as a glass of wine, Boomers are always in the lurk for the best they can obtain and 
are willing to pay for it.

Work Ethics

Boomers are power-driven and demand high levels of human development. They are probably 
the last generation that could seriously hope to spend their entire productive life working for 
the same organization until retiring with their pension. There are no half measures for them 
when it comes to authority: they either love it or hate it. Material goods are their bread and 
butter, and often, they perceive and measure success by that measuring stick. Accustomed to 
hierarchies and competitiveness, work comes first at all costs.

Education
The Boomers were the first generation to perceive education as means to an end, not as a path 
that is made of principle that leads to character. Boomers are today’s policy makers in many 
countries.

Search for new Jobs

As one of their life goals is to keep the same job for their entire work life, Boomers have found 
that they are not very good at selling themselves as an asset. Their social skills are dated, very 
useful to build meaningful relations with friends, but not so polished for presenting themselves 
as an organization’s solution. They never thought about tempering the increasingly important 
presentation and social skills, for they always saw themselves getting pensioned at the same 
place (Van Selm & Van den Heijkant, 2021, p. 10).

Source. Authors.
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• 35% consider themselves as addicted to television.
• 44% still use newspapers and magazines as source for information on a daily basis and have a cur-

rent subscription to one of these.
• Radio is still a very important source of information and entertainment for the Boomers with 90% 

confirming that they have listened to the radio within the last 30 days and 43% stating that radio is 
their main source of information and divertissement.

In regards with other more personal traits, table 4 illustrates them. It is worth clarifying that these 
traits were included in research conducted in Spain, called “Revolución Boomer” and they were ho-
mologated to Colombian behaviour (Abio, 2020):

METHODOLOGY

This is a research study entailing both quantitative and qualitative elements (Hernández, Fernández, 
Baptista, 2016) in which a convenience sample was utilised (Otzen & Manterola, 2017) by means of 
interviewing and surveying the lifestyles, living standards and overall expectations of 120 Baby Boom-
ers that are acquaintances, colleagues and/or friends with the authors. Many of the interviewed and 
surveyed are professors, business consultants, entrepreneurs, businessmen and women, housewives and 
some are retirees. Anex 1 contains the survey used, called “Baby Boomer Generation” and that took 
place between February and March 2021.

Table 4. Colombian Baby Boomers: Traits

Trait Definition

Responsibility

While attentive to tend to every need their parents and offspring might have, Colombian 
Boomers strive to keep their independence and their own agenda. Very seldom do they live 
with their parents, and though they do enjoy spending leisure time with their offspring, they 
aim at maintaining a separate space from them.

Liberated and life-enjoying
As mentioned before, many Boomers enjoy the benefits of having two incomes (pension 
+ honoraria/wages), thus having a solid financial capacity that allows them to pamper 
themselves.

Handling Technology

Boomers grew up during a time when typewriters were a common tool. Then came the 
programming boards and cards (Fortran anyone?), then the first PCs, then the first Microsoft 
Office and Windows, and here we are with laptops, tablets, Smart TVs, and Smartphones. 
Boomers have utilised them all, and up until now, tamed them all!

Fretting and inquiring Curious minds, curious behaviour, Colombian Boomers are never afraid of learning.

Other defining traits
Colombian Boomers see themselves as selfless, unselfish beings. They are not naïve, 
nor social justice warriors, but they do believe in doing what is right and defending their 
conception of justice and fairness.

Source. Authors
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Findings

Age Group

Data reveals a three (3) level spectrum:

1.  48 to 56 years of age: 31 persons responded the survey. These are yet to obtain their pensions and 
represent 25% of the total survey population.

2.  57 to 64 years: 64 persons responder the survey, representing 53% of the total. These are already 
pensioners or well on their way of obtaining their retirement with pay.

3.  65 to 72 years: 25 persons from this age group responded the survey, that is equivalent to 20% 
(figure 1)

Gender

53% are female, while 48% male (figure 2).

Figure 1. Distribution by age group
Source. Authors.
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Siblings

Only 5% of the surveyed do not have siblings, which further illustrates the fact that Boomers grew up 
in households with several children. 95% of the respondents have strong family ties between siblings. 
Interviewees with 1 to 4 siblings make for 54% of the total and 41% have more than 4 siblings (figure 3).

Figure 2. Gender
Source. Authors.
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Civil Status

Most respondents are married (69%), 13% are separated or divorced and 10% are bachelorettes/bachelors. 
Traditional family bonds are very strong still (figure 4).

Figure 3. Total Siblings
Source. Authors.

Figure 4. Civil Status
Source. Authors.
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Number of Children

Data obtained shows that 51,7% of the interviewees have two (2) children, while 22,5% have one (1) child. 
Colombian Boomers have less children than their predecessors, who had 4 to 6 kids per family (figure 5).

Education Level

Out of the 120 respondents, 35% have a college/university degree and 60% have postgraduate degrees, 
divided as follows:

• 23% have a specialization degree
• 21% have master’s degree
• 13% have PhD
• 3% post-doctoral studies (figure 6).

Figure 5. Number of Children
Source. Authors.

 EBSCOhost - printed on 2/9/2023 2:53 AM via . All use subject to https://www.ebsco.com/terms-of-use



217

Baby Boomers and Their Influence
 

Pensioners

At the time of the survey, 35% of the respondents were enjoying the benefit of retirement with pay, 
meaning that 65% were yet to meet the requirements to do so and/or were in the process (figure 7).

Figure 6. Education level
Source. Authors.

Figure 7. Pensioners vs Not-pensioners
Source. Authors.
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Work Activity

21% of the surveyed population is not active. As shown in figure 7, 35% is already enjoying a pension, 
therefore it is inferred that 14% of the pensioners are also active and working, enjoying then a double 
income, thus making their livelihood solid and robust.

79% of the respondents are still working, hence it is clear that Boomers are still respected and ap-
preciated for both their experience and scholarity level (figure 8).

Experience in Business Creation

Data provided expounds the fact that 58% of interviewees owns or has owned an enterprise, demonstrat-
ing that entrepreneurship is present in Colombian Boomers. 42% does not have, nor have ever, owned 
their own business and their efforts are focused on further tempering their skills by means of studying, 
as question 6 of the survey reveals. Figure 9 lays out these data.

Figure 8. Active vs inactive
Source. Authors.
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Current Activity

The answers given by the respondents to this question gave us a myriad of dispersions, but by virtue of 
categorizing and classifying them table 5 came to life. 25% of the surveyed work in the education sector, 
which explains why high levels of education are present; they are a prerequisite for such field of work. 
22,5% are independent contractors and/or consultants offering specialized assessments in legal, business, 
and real state sectors. 21,6% are active in private or public sector companies, occupying administrative 
and/or managerial posts. 14% are retirees enjoying their pensions, 13% are entrepreneurs and will remain 
active after becoming pensioners and the remaining 3% are devoted medics, doctors and members of 
care services networks, all activities deeply appreciated in these pandemic times.

Figure 9. Experience in business creation
Source. Authors.

Table 5. Current activity classification

Current Activity # Persons

Teaching, research, and consultancy 30

Specialized consultants and independent contractors 27

Employee (private or public sector) 26

Pensioner/retiree 17

Entrepreneur 16

Medic, doctors, 4

TOTAL 120

Source. Authors.
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Values in Maturity

As shown in table 6, health and family are the most coveted values for our surveyed Colombian Boomers.

Preferred Values

By taking a glimpse at table 7, it is clear that these 120 Colombian Boomers are invested in the following 
core values, in order of importance:

1.  Respect.
2.  Leading a peaceful, tranquil, and harmonious life.
3.  True friendship.

Attitudes and Behaviours

As shown in table 8, the most coveted attitude and behaviour by Colombian Boomers is honesty.

Table 6. Values in maturity for Colombian Baby Boomers

Value Importance Favourability

HEALTH (Physical and mental welfare) 1 60%

FAMILY SECURITY AND SAFETY (loved ones’ wellbeing) 2 43,3%

LEADING A COMFORTABLE LIFE (a tranquil existence) 3 36,73%

FREEDOM (Independence and free choice) 4 32,5%

EQUALITY (same opportunities) 5 21,7%

LEAD AN EXCITING LIFE (active and stimulating existence) 6 20,8%

NATIONAL SECURITY (feeling embraced and protected by the State) 7 15,8%

Source. Authors.

Table 7. Preferred alues by Colombian Boomers

Value Order of 
Importance % of Favourability

RESPECT FOR ONE-SELF (Self-esteem) 1 54,2%

A WORLD IN PEACE (without conflicts and/or wars) 2 38,3%

TRUE AND MEANINGFUL FRIENDSHIP 3 32,5%

SALVATION (believing in eternal life) 4 26,7%

PLEASURE (enjoying life) 5 25,7%

SENSE OF ACHIEVEMENT (accomplishing goals) 6 20%

SOCIAL RECOGNITION (respect and admiration) 7 6,7%

Source. Authors.
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Traits

Table 9 entails the order of importance in which the 120 interviewees perceive their respective traits 
and hallmarks, where independence and responsibility came out on top, sharing the number one spot, 
while loyalty came in second.

CONCLUSION

The conducted survey allows us to conclude that Colombian Baby Boomers have the same traits, hall-
marks, and behaviour of all Boomers around the world, characteristics that are mentioned in table 3 and 
that several studies have also detailed (Corporate finance Institute, 2021; Díaz-Sarmiento et al., 2017).

In addition to those findings, our survey has enabled us to come to the following conclusions regard-
ing Colombian Boomers when compared to Boomers all around the globe:

• 54% come from traditional families and have between 1 and 4 siblings while 41% also come from 
traditional families but have 4 or more siblings. Both data coincide with the trend in Boomers 
around the world.

Table 9. Most important traits and hallmarks

Traits and Hallmarks Order of Importance % of Favourability

INDEPENDENCE (self-sufficient) 1 45%

RESPONSIBLE (trust-worthy, compromitted) 1 45%

LOYAL 2 35%

EDUCATED (courteous and polite) 3 28,3%

LOGICAL (rational) 4 27,5%

SELF-CONTAINED (prudent) 5 23,3%

OBEDIENT (disciplined and respectful) 6 21,7%

Source. Authors.

Table 8. Attitudes and behaviours preferred by Colombian Boomers

Attitude and Behaviour Order of 
Importance % of Favourability

HONESTY (veracity and sincerity) 1 66,7%

CAPABLE (competent, effective) 2 24,2%

OPEN MINDED (open to different ideas) 3 23,3%

SERVICEABLE (care for others’ welfare) 3 23,3%

BRAVE (stand my ground) 4 22,5%

MERCIFUL (forgiving) 5 17,5%

AMBITIOUS (still aspires to achieve) 6 10,8%

Source. Authors.
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• 69% of the surveyed Colombian Boomers have traditional families themselves, for they are mar-
ried. 51,7% have two children, whereas 22,5% have just one. These two findings make it very clear 
that just as Boomers around the world, Colombian Boomers spawned far less offspring than their 
predecessors, who in average parented 4 – 6 children.

• A considerable percentage of Colombian Baby Boomers have a college education, and many have 
graduate level studies. Only 3% have remained only with a secondary school diploma. This fact 
explains to a large extent why Colombian Boomers enjoy a good standard of living.

• More than 50% of the interviewees have been or are entrepreneurs, evincing that for Colombian 
Boomers entrepreneurship and economic independence have been important, realisable goals. 
Moreover, some of the surveyed are still generating income throughout besides their retiree pen-
sions, which enables them to enjoy a solid economic position as they enter their seniority.

• Regarding their set of preferred values and importance given to certain aspects of life, physical 
and mental health comes first, taken care of loved ones second and thirdly, leading a harmonious 
and tranquil life.

• Respect, true friendship, and a world in peace are the most coveted aims and goals.
• Honesty, having an open mind, their capacity to work and embracing change are the attitudes most 

Colombian Boomers strive for.
• The most relevant traits and hallmarks identified by means of the survey are self-reliance and suf-

ficiency, independence and responsibility, the latter understood as being reliable, trustworthy and 
an undying commitment to make the best out of their lives in its current stage.

New Investigation

With the same survey that was carried out in this work, it could be sent again to a larger sample of BB, 
to compare the results evidenced in this research and expand the conclusions presented in this chapter.
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KEY TERMS AND DEFINITIONS

Baby Boomer Generation: “Baby boomer” is a term used to describe a person who was born between 
1946 and 1964. The baby boomer generation makes up a substantial portion of the world’s population, 
especially in developed nations. It represents 21.19% of the population of the United States of America. 
As the largest generational group in U.S. history (until the millennial generation slightly surpassed them), 
baby boomers have had—and continue to have—a significant impact on the economy. As a result, they 
are often the focus of marketing campaigns and business plans.

Gender: Gender refers to the characteristics of women, men, girls, and boys that are socially con-
structed. This includes norms, behaviours and roles associated with being a woman, man, girl, or boy, 
as well as relationships with each other. As a social construct, gender varies from society to society and 
can change over time. Gender is hierarchical and produces inequalities that intersect with other social 
and economic inequalities. Gender-based discrimination intersects with other factors of discrimination, 
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such as ethnicity, socioeconomic status, disability, age, geographic location, gender identity and sexual 
orientation, among others.

Rokeach Value Survey (RVS): an instrument that assesses participants’ values to help them deter-
mine what is most important in their lives and make good personal choices. Two kinds of values are 
distinguished in the survey: instrumental, that is, modes of conduct and behavioural characteristics that 
are seen as socially desirable; and terminal, that is, end states of existence or ultimate modes of living 
that have been idealized.

ENDNOTE

1  This generation is also referred to as Centennials.
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APPENDIX

Baby Boomers’ Survey in Colombia

The objective of this questionnaire is to collect information pertinent to the generation of Baby Boomers 
in Colombia, born between 1946 and 1964, thus permitting a comparison between characteristics and 
behaviours amongst Colombian Boomers and their European and American counterparts

1.  Age: ______
2.  Gender:

a.  Male ___
b.  Female ____
c.  Other ______

3.  Paternal and/or Maternal Family
a.  Number of sisters _____
b.  Number of brothers ______

4.  Marital Status:
a.  Married_____
b.  Bachelor/bachelorette______
c.  Widow/Widower ______
d.  Separated/Divorced ______
e.  Consensual union ______

5.  Number of children: ________ Female: _____ Male: ______
6.  Education level:

a.  Primary/basic ___
b.  Secondary____
c.  University____
d.  Specialisation ____
e.  Maester’s degree_____
f.  Doctorate _____
g.  Post-doctorate studies_____

7.  During the course of your working life, have you established/created your own company, registered 
with the respective government and private entities?
a.  Yes___
b.  No____

8.  Are you a pensioner?
a.  Yes____
b.  No___

9.  Please, describe the last activity you engaged in and/or are currently undertaking
10.  List the value that is most important to you, with 1 being the most important, 2 being the least 

important, and so on up to number 9:
a.  Leading a comfortable live (a quiet life) _____
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b.  Equality (same amount of opportunities for everyone) _____
c.  Leading an exciting life (an active and stimulating life) _____
d.  Family safety (the wellbeing of loved ones) _____
e.  Freedom (independence and free choice) _____
f.  Health (physical and mental welfare) _____
g.  Interior harmony (no internal conflicts) _____
h.  Mature love (sexual and spiritual intimacy) _____
i.  National security (state protection) ______

11.  List the value that is most important to you, with 1 being the most important, 2 being the least 
important, and so on up to number 9:
a.  Pleasure (life’s enjoyment) _____
b.  Salvation (believe in the afterlife) _____
c.  Respect for self (self-esteem) _____
d.  Sense of achievement (satisfaction for achieving goals) _____
e.  Social recognition (respect and admiration) _____
f.  True friendship (fraternal relationship with close people) _____
g.  Wisdom (a mature approach to life) _____
h.  A world in peace (a world free from wars and conflicts) _____
i.  A world of beauty (beauty of nature and the arts) _____

12.  List the value that is most important to you, with 1 being the most important, 2 being the least 
important, and so on up to number 8:
a.  Ambitious (aspirations) _____
b.  Open minded (embracing different ideas) _____
c.  Capable (competent; effective) _____
d.  Clean and tidy _____
e.  Brave (stand my ground) _____
f.  Merciful (forgives others) _____
g.  Helpful (cares for other’s welfare) _____
h.  Honest (true and sincere) _____

13.  List the value that is most important to you, with 1 being the most important, 2 being the least 
important, and so on up to number 10:
a.  Entrepreneur _____
b.  Independent (self-sufficient) _____
c.  Intellectual (pensive, reflexive) _____
d.  Logical (rational) _____
e.  Caring (affectionate, tender) _____
f.  Loyal (faithful) _____
g.  Obedient (disciplined, respectful) _____
h.  Polite (courteous and kind) _____
i.  Responsible (trustworthy and committed) _____
j.  Self-contained (prudent) _____
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ABSTRACT

This chapter aims to gain in-depth knowledge of the doctoral experience of older graduate students. 
For this purpose, a phenomenological study was conducted. Ten students aged 40 and older who are 
studying in graduate education were interviewed. Collected data were analyzed using descriptive and 
content analysis techniques. Findings revealed that being a doctoral student aged 40 and over has both 
advantages and disadvantages. Almost all of the participants try to complete their education simulta-
neously with their profession. In addition, they have heavier family responsibilities than the younger 
doctorants. This factor leads to a distraction and division in their motivation. However, it is clear that 
being in the university environment, acquiring new perspectives, and producing something new gives 
satisfaction to the participants despite the existing difficulties. On the other hand, young doctorants’ 
insufficient professional experience makes older PhDs advantageous in terms of integrating their profes-
sional experience with doctoral education.

INTRODUCTION

In the 21st century, education has become a vital component in many older adults’ lives. Although the 
role of education largely focuses on investing the youth, education is a lifelong process and that is a 
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worthwhile investment for all ages (Burdett, 2008). Universities and graduate education are seen as part 
of lifelong learning and as a result, the average age of graduate students is increasing (Lauzon, 2011). In 
line with the aging trend of the world, The United Nations stated that the number of people over 60 will 
triple from 2010 to 2050. As a result of this increase, it is expected that there will be a 300% growth in 
the number of older adults between 2000 and 2050 (Findsen & Formosa, 2011). For this reason, the ag-
ing population has become an important research topic that attracts the attention of researchers. Diverse 
needs of both aging adults and the job market directs the growing aging population to more learning 
opportunities and higher levels of education. Today, doctoral education is one of these opportunities that 
attracts the older workforce than in the past. Recently, As Poulter (2017) indicated, new ways to achieve 
doctoral qualification have multiplied, and with this growth and diversification, the learning identities 
of participants participating in doctoral programs have also expanded and diversified (Poulter, 2017). 
If older adults can be supported to develop their competencies, their status may turn from a burden to 
an opportunity (Kanter, 2006).

The median age at entry to doctoral programs is 29 on average across The Organisation for Eco-
nomic Co-operation and Development (OECD) countries, with 60% of entrants aged between 26 and 
37 (OECD, 2019). Therefore, it can be stated that entry to doctoral programs is generally under the 
age of 40 among OECD countries. However, there is an undeniable participation in doctoral programs 
outside these age ranges. The average age at entry to doctoral programs in Turkey is 29, which is the 
OECD average (OECD, 2019). According to the data of the Turkish the Council of Higher Education 
(CoHE), 18876 students were enrolled in doctoral programs in the 2020-2021 academic year in Turkey, 
and 11.13% of them are 40 years old and over (CoHE, 2021). When the statistics for 2013-2014 are 
analyzed, it is noteworthy that the rate of new students aged 40 and over enrolled in doctoral programs 
is 3.98% (CoHE, 2013). Therefore, there has been a significant increase in enrollment of adults aged 
40 and over in doctoral programs in Turkey over a seven-year period. At this point, older adult learners 
are seen as an important human resource that needs to be encouraged, empowered, and valued (Freed-
man, 2011). As the doctoral students of the future will not be just young adults, graduate adults expect 
more from the universities. Revealing the educational expectations of older adults in graduate education 
will guide universities in understanding and developing supportive initiatives to meet the needs of this 
experienced growing population in the workforce. In Turkey, 106148 doctoral students are studying in 
the 2020-2021 academic year, and 19.3% of these students are 40 years old and above (CoHE, 2021). 
The fact that Turkey’s elderly population has increased by 22.5% in the last five years (Turkish Statisti-
cal Institute, 2020), it makes worth empirically researching the phenomenon of aging workforce and 
graduate studentship experiences within Turkish context.

BACKGROUND

Although graduate students have a lot in common with undergraduate students, they have differentiating 
characteristics (Kerns, 2006). Therefore, historically, graduate students have been defined as individuals 
who need different attention and support from undergraduate students (Schroeder & Terras, 2015). The 
definition of adult learner in higher education is mostly used to cover all university students aged 18 and 
over. Although non-traditional older student is generally used to describe individuals who are 25 years 
or older, there is no common definition of older graduate student (Barker et al., 1997). The educational 
opportunities and support needs needed for youth and adult students coexisting in higher education 
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differ, and there is often an increase in problematic situations for older students (Kasworm, 2003). As 
the population of “non-traditional” students in higher education, including older adults, increases, the 
demographics of the student population are changing and a wide variety of experiences emerge. Increas-
ing numbers of adults are returning to school after a long time (Cooper, 1999).

Some students start their graduate studies right after undergraduate education, while for others, this 
period may take place in the middle or later stages of their career. For students in the second group, it 
may not be easy to find peers with whom they can easily relate, and they may have different responsibili-
ties in their lives that challenge them. When the challenging conditions of the job market are added to 
this situation, different learning experiences from traditional graduate experiences may emerge (Polson, 
2003). Especially after a long break from undergraduate or graduate education, new doctorates are not 
familiar with the traditions and requirements of the new institution when they start their education in 
different places from the universities they graduated from. Therefore, in both higher education and adult 
education literature, there is a need to recognize postgraduate students in their different aspects as a 
group with unique identity and needs (Kerns, 2006).

Reasons of Graduate Education for Older Students

The increase in adult participation in graduate education is a result of their beliefs about the importance 
of a graduate degree in achieving job stability, financial support, and relevant life opportunities. Increas-
ing and diversifying expectations from employees in the business world require adults to access new 
information (Kasworm, 2003). For these reasons, many older adults seek active learning and continuing 
education in different areas of life. This pursuit of learning is a necessity for the individual to survive in 
today’s global conditions (Cooper, 1999). According to Mezirow (1991), adults need to learn to change 
the structure of their expectations, rather than to fill their lack of knowledge. The main reasons for 
adult students to come to university can be expressed as better career opportunities, improving general 
knowledge level and improving self-esteem (Broekemier, 2002).

The learning motivations of older students are shaped by demographic, economic and technological 
developments. More specifically, this group continues their education life to establish and develop social 
friendships, serve the society better, support their professional development and pursue a new career 
(Broekemier, 2002). Another reason counted among the reasons for students’ postgraduate education 
tendencies is; the uncertainty of the job market and the threat of rising unemployment since the late 
1980s. More specifically, it is considered as a tool for the market to internalize the professional discourse 
and behavior model of graduate students (Guillory, 1996). Most studies of the graduate experience of 
adult students focus on the experiences of female students, as their number is increasing and they make 
up more than half of the graduate student ratio (Cooper, 1999). In a study examining the reasons for 
women to choose postgraduate education, most of the women mentioned their expectations in the job 
market, their desire to change jobs, a better career and pay. In addition to these, women gave reasons 
such as “becoming someone” or of “finding out who I am” (Taylor & Marienau, 1995).

Baker (1992), in his research on graduate students over the age of 25, states that as the age of the 
students increases, the number of female, part-time and married students also increases. According to 
the results of the Adult Skills Survey, a product of the International Adult Skills Assessment Program 
(PIAAC) conducted by the OECD on the competence of adults at a global level, Turkey is one of the 
countries where gender-based differences in information processing skills of older adults are the highest, 
to the detriment of women (OECD, 2016).
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Challenges of Graduate Education for Older Student

In a study examining five university cohorts for a graduate degree program to learn out their good and bad 
learning experiences revealed that adult students think positive about if the program is meaningful, they 
receive feedback, group interactions and active participation. They negatively evaluated situations such 
as fear, anxiety, lack of respect, injustice, lack of support, unclear teacher expectations from the course 
and the lack of evaluation criteria, crowded groups, cold classrooms and too early class hours (Reiff & 
Ballin, 2008). According to the results of the research on the problems faced by teachers, administra-
tors and inspectors who are studying in the field of educational sciences, it has been determined that 
the problems that are difficult for adults in graduate education are that the homework cannot be done in 
the desired quality due to the excess of homework, the overlapping of the course hours and the working 
hours, the library being open during working hours and the difficulties in reaching the counselors (Nayır, 
2011). In another study, it was determined that adult female postgraduate students had difficulties such 
as having classes during workhours, lack of childcare support, and the institutional policies that are not 
sensitive to these special needs (Lewis, 1988).

In a study conducted based on interviews with nine graduate students to explain the perceived 
counseling needs and experiences of students from different learning environments, it was determined 
that all adult graduate students need quality and holistic counseling, regardless of the learning envi-
ronment (Schroeder & Terras, 2015). Baker (1992), on the other hand, in his study investigating the 
needs of graduate students aged 25 and over, determined that all of the participants gave high priority 
to counseling, library and computer services. It has been determined that those over the age of 32 need 
orientation programs with high priority, and students between the ages of 25-32 need economic sup-
port. Sudol and Hall (1991) determined that older graduate students had to spend a significant part of 
their income to finance their education expenses and therefore they considered it a mistake to return 
to the graduate education. Further, older graduates reported the insufficient support of the university 
in terms of accommodation and insurance. In addition, the generational differences between graduate 
students and their professors may result in difficulties in understanding each other due to differences 
in student experiences. The conditions and attitudes of new-style graduate students may conflict with 
the way graduate programs run by the conservatively trained professor (Hovey, 1964). Such changing 
demographic realities require rethinking and restructuring student services. Today’s graduate students 
have such diverse needs that multiple service providers need to take responsibility, including individual 
counselors, departments, universities, institutes and student offices (Polson, 2003).

Finally, according to the results of a recent study conducted on 1367 doctoral students from 15 dif-
ferent universities in Turkey, it was determined that the dissatisfaction of the students, especially at the 
proficiency exam stage, reached the highest level and their satisfaction with the content of the programs, 
the doctorate area and faculty members decreased significantly from the second year. It was determined 
that students in the field of social sciences mainly complained that research methods were not adequately 
taught (Bozkurt et al., 2021). When literature and past research presented so far are evaluated together, 
but no empirical analysis of the doctoral adventure of graduate students aged 40 and over as adult learn-
ers has been found focusing the Turkish context. The rich data potential of qualitative research seems 
appropriate in understanding the experience of such a group with a deep and thick understanding.
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The Purpose of the Study

The purpose of this phenomenological research is to grasp a detailed understanding of older doctoral 
students of Turkish higher education aged 40 and over. To this end, research questions were formulated 
as follows:

1.  What are the reasons for adults aged 40 and over preferring graduate programs?
2.  What are the characteristics required to succeed in doctoral programs?
3.  How do the PhD students aged 40 and over perceive themselves different from the younger PhDs?
4.  What are the difficulties that adults aged 40 and over face in their doctoral programs?
5.  What are the expectations of adults aged 40 and over for their professional development from 

doctoral programs?

METHOD

This study, which aims to gain in-depth knowledge of the experience of older graduate students, was 
conducted with a qualitative phenomenological approach. Phenomenology is focused on individuals’ 
meaning making as the quintessential element of the human experience (Patton, 2014). In this study, the 
graduate experiences of individuals aged 40 and over are investigated in depth.

Study Group

Criterion sampling was used in the selection of participants. The criterion is that graduate students are 
40 years or older. Also, 10 students aged 40 and older who are studying in graduate education were be 
selected to ensure diversity in terms of gender, age and area of study (e.g, medical sciences and educa-
tional sciences). Demographic information on the participants is presented in Table 1.

Table 1. Demographic information of the participants

Code Gender Age Marital 
Status Children Area of Study

Year of 
Start of 

Doctorate

Education 
Period

Employment 
Status

P1 Female 42 Yes Yes Medical sciences 2018 Thesis period Yes

P2 Male 46 Yes Yes Educational Sciences 2014 Thesis period Yes

P3 Male 47 Yes Yes Educational Sciences 2017 Thesis period Yes

P4 Male 54 Yes Yes Medical sciences 2017 Thesis period Yes

P5 Male 51 Yes Yes Medical sciences 2019 Course period Yes

P6 Male 45 Yes Yes Educational Sciences 2014 Thesis period No

P7 Male 56 Yes Yes Medical sciences 2018 Thesis period Yes

P8 Female 41 No No Educational Sciences 2019 Thesis period Yes

P9 Female 44 Yes Yes Medical sciences 2018 Thesis period Yes

P10 Male 44 Yes Yes Educational Sciences 2018 Thesis period Yes
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As seen in Table 1, the participants consist of three female and seven male students—their ages change 
from 41 to 56 years old. The marital status of one of the participants is single, while the other partici-
pants are married. All of the married participants have children. Five of the participants are studying at 
medical sciences, others at educational sciences. Their year of start of doctorate change from 2014 to 
2019. One participant is in the course period, while the other participants are in the thesis period. As 
part of the research ethics, the participants were anonymized by coding as P1, P2,....P10 (Hammersly 
& Traianou, 2017).

Data Collection

Data were collected through a semi-structured interview form developed by the researchers. After the 
draft interview form is prepared, experts’ views were applied for the validity of the scope. Interviews 
with participants were conducted online (in online media such as Skype, Google meetings, Zoom). The 
interviews took place in July 2021 and August 2021. All the participants were ensured anonymity, and 
confidentiality. An audio recording was made with permission from the participants. Ethical approval 
for the current study was granted by the Ethics Committee.

Data Analysis

Collected data were analyzed using descriptive and content analysis techniques with the NVivo 10 
software Application. In the analysis process, transcript files were opened in NVivo, and categories and 
themes were created by coding the opinions of the participants. On the other hand, some themes were 
derived deductively in line with the pre-determined questions. For the reliability of the analyses, each 
researcher first analyzed the data and then compared coding schemas. According to Creswell (1998), 
inter-rater evaluation is one of the methods used in providing reliability. In addition, detailed descrip-
tions were done during the data collection and analysis process (Yıldırım & Şimşek, 2018) and direct 
citations were included in the presentation of the data (Merriam, 2015).

RESULTS

The views of adults post graduate adults aged 40 and over were themed in line with the aims of the 
research and the research questions were used as pre-determined themes.

Reasons for Adults Age 40 and Over to Prefer a Doctorate

Adults aged 40 and over expressed their reasons for choosing the doctoral program from different per-
spectives. These reasons are explained below under the relevant sub-themes.

Personal and Professional Development

Participants stated that they preferred doctoral programs primarily to provide personal and professional 
development. Besides, adults prefer doctoral programs in order to be more successful in their profession 
and to do their work more selflessly while fulfilling their duties and in promotion situations. P6, who 
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worked as a teacher in a school, took the job of school administrator and chose the doctorate program in 
the field of educational administration in order to be successful in this field. He expressed: “I decided 
to know the requirements of my job and to do it properly.”

To Be an Academic Staff

Some of the participants related their graduate education with their long-term goals and a work transi-
tion from school to university. For example, P3 explained his motivation with the following sentences:

My goal was to focus on the main subject, to go to university, to become an academician. If this is not 
possible, I want to go to university part time. I don’t know if it’s still going on, but in the past, there was 
part-time work, and they were assigning people to the university for additional course fees. I am trying 
to be in this academic environment, in this university environment, I want it. Cause that atmosphere 
makes me feel comfortable.

As can be understood from the above statement, some of the adults prefer doctoral programs with 
the aim of becoming academicians in universities in the future. However, there are also participants 
who stated that they do not aim for this, but prefer these programs because they enjoy being involved 
in scientific studies. For example, P2 told, “Let me be an associate professor as a distant target after 
completing the doctorate, I did not think about it. In other words, only after completing this master’s 
degree, let me continue in the scientific environment, this was the purpose”.

Producing Original-Scientific Studies

Another reason why middle-aged adults prefer doctoral programs is the desire to produce original and 
scientific studies. Some adults, who enjoy producing scientific and original things in master’s degree, 
expressed that they want to continue this situation in doctorate. A PhD candidate in the field of public 
health expressed his thoughts with these words:

My aim was to put my studies on a scientific basis over the years, and to share the achievements obtained 
in some areas that are lacking in our country, especially by doing epidemiology and field studies, with 
those who are interested in publications. 

P8 similarly supports this view with the sentences “I wanted to be a link in the chain of the minds 
that read and think and produce in this country”.

Friend Influence

The influence of peers is an important driving force in the preference of doctoral programs. One of the 
participants (P5) expressed the beginning of his doctoral story as follows: “I decided and started when 
some of my friends started their doctorate in 2018” (P5), while another participant (P7) stated: “In 2017, 
I started another program. My doctor friend, who started a different doctoral program at the university, 
talked about the courses and the environment in his doctoral program, and I was interested.”
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Finding Previous Graduations Unsatisfactory

Some participants drew attention to the fact that their current diplomas lost their value over time in their 
preference for graduate education programs (P3): “I realized that over time that having a bachelor’s 
degree had lost its meaning”; He added that he did not need postgraduate education when he first gradu-
ated because even the number of teachers with undergraduate degrees was low at that time (at that time 
there were more teachers with undergraduate degree), but this graduation lost its meaning with time and 
many teachers now have graduate degrees. There are other participants with similar views from medical 
sciences. For example P4 said, “First of all, I realized that the Master’s program was not enough. (It) 
should have gone further.”

Characteristics Required to Succeed in a Ph.D. Program

According to adults aged 40 and over, individuals must have various characteristics in order to be suc-
cessful in doctoral programs. These characteristics stated by the participants are explained below.

Foreign Language Proficiency

According to the participants who have a PhD, one of the keys to being successful is to have foreign 
language proficiency. P7 stated: “Foreign language is important because it is possible to benefit from a 
wider resource pool”. One of the participants P4 told:

It is necessary to know at least one foreign language. It is better if a second foreign language is known. 
It is not enough to just do research in English. In the broadest sense, it is necessary to do research in 
German, French and Spanish. Not every information is available in the USA or England.

Being a Researcher and Interrogator

As can be understood from the statement of the P7: “It is necessary to be investigative and especially 
interrogative”, it is important to be successful in the doctoral education. In addition, enjoying to do 
research and not to get tired of researching (P3) is seen important during this process.

Field Knowledge Proficiency

In order to achieve success in doctoral programs, the fact that people have knowledge in the field they 
are doing is another feature emphasized by the participants. For example P2 stated:

First, the person must have a good grasp of the conceptual and theoretical framework of the field in 
which he will do his doctorate. When you say being a judge, you are making progress in the doctoral 
education process, but he has to have knowledge about that field, to attract attention, so he has to have 
a certain competency related to that field, first of all.
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It can be inferred that having a certain knowledge about the field is considered important by the 
participants. Another support comes from P7, signifying the importance of being knowledgeable in the 
field of study:

For my own doctoral program, Public Health, having worked in this field before and having a public 
health perspective in different fields is a plus. As I am still a general practitioner, reconciling what I 
learned with current practices also provides permanent knowledge.

Time Management

Participants pointed out the importance of time management in order to be successful in doctoral studies. 
P6’s statements evidence this sub-theme as follows:

It is necessary to be multi-disciplined. It is necessary to know time management very well. You know, you 
need to be able to plan your duties very well, without disrupting your duties while working and without 
disrupting your responsibilities towards your family. Otherwise, something remains to be missing.

Be Eager to Learn

An important aspect of being successful in a doctorate is that the person doing the doctorate is eager to 
learn new information. P5 expressed his views as “It is important to be willing to learn new things and 
to have a sense of duty”. P7 supports this issue and said:

I started my PhD program when I was 53 years old. I think my age is a bit older for the doctorate 
program. Age factor is not a factor that affects participation in this program, learning something and 
self-development. The intensity of the work you actually do during the doctoral program, the extra time 
you can spare and the desire to improve yourself are much more important. It is important to be willing.

Reading and Observing

According to the participants, in order to be successful in doctoral programs, individuals must also have 
good reading and observation skills. While P3 expressed his views on this subject with the sentences 
“Maybe it will be a classical answer, but to be successful in the doctorate, read once, read, read, read”, 
P1 explains with the statements “To be successful in the program process, there must be reading, listen-
ing and observing”. Similarly, P4 draws attention to this issue with the sentences:

It is necessary to work hard, to do very serious research, to ask many questions, to know the deficits of 
our country, to know its surpluses, to know what we can bring to our country, to know how to combine 
experience and knowledge through academic means.
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Choosing the Right Student

An important component of achieving success in doctoral programs has been expressed as choosing the 
right student. Participant opinions on this subject are given below. Sample participant views are given 
below:

Our state should determine this well, why are we doing the doctorate, that is, to produce scientific 
studies, to produce original things, to make it useful for the country, isn’t it the state allocates money 
for this, so it is necessary to choose people who will work for this purpose. In other words, let me do a 
doctorate for a job, I will cover a place, then I will sleep for the rest of my life, I will be comfortable, 
yes, the state provides me with funds rather than people with such a mentality, I use them, so I have to 
repay them with a debt to my state, to my nation, so I have to produce, I have to contribute. I need to 
develop people with this type of structure should choose. I don’t know if we can choose, of course, this 
is a separate dimension, I think it would be better if it was like that (P2).

Those who really want to do the doctorate, people over the age of 35, those who have serious experience 
but are not aware of how to do the job and what they can do should do it, one should not get a doctor-
ate just to get a title, to do and develop things that are not available in the world or in Turkey... Those 
who contribute to the desired field should do a doctorate, should be inclined to multidisciplinary and 
multisectoral work, those who have a rich view and are open to development should do a doctorate (P4).

As can be seen from the above views, it is important that the people who will enroll in doctoral 
programs are selected from those who have the awareness to contribute to the field by producing truly 
scientific and original studies.

Determination and Perseverance

Being determined is another characteristic that helps to achieve success in doctoral programs according 
to the participants of the research. P1, who started his doctoral education at the age of 39, told, “I think 
there should be no age restriction or preference for starting doctoral education. I think that determination 
and perseverance are enough to successfully complete the program process.” Similarly, P8 noted, “In 
order to be successful, the individual must have characteristics such as perseverance and determination.”

Other Features

In addition to the above-mentioned features, some of the participants mentioned the competence of self-
expression, open-mindedness, and being open to interdisciplinary work. Some of the students’ opinions 
on this subject are given below:

Even if you know more than the teachers, the way you express this is also important, you should pay 
attention to this, otherwise the teachers may react to you (P4).
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It is necessary to be open-minded, that is, it is necessary to be open-minded about researching what is 
going on without prejudice, not reading and researching in order to confirm the accuracy of what you 
know… (P6)

For continuous improvement, in order to improve myself, to teach the new generation how to do better, 
it is necessary to be open to working with different sectors and disciplines (P4).

Differences With Young Doctorates

The participants were asked what they would say if they compared themselves with young doctorants, 
and the answers obtained from the participants were analyzed under various themes.

Experience

When the participants compare themselves with young doctorants, they especially draw attention to the 
issue of experience. Participants over the age of 40 emphasized that the experience they have in profes-
sional life provides them with significant benefits. Some of these opinions are given below:

I was 49 years old. Frankly, I wish I could have started earlier, but I do not think that age affects the 
doctoral process negatively; on the contrary, I even see the benefits of experience in working life (P5).

Age can have its advantages and disadvantages. The advantage of starting late can be that the person 
can choose the courses that suit his needs more with the work experience he has gained, and the things 
he learned in the doctorate can be more useful because it will be added to an experience (P6).

As I said before, I started the doctoral program in my 29th year in the profession. In other words, I had 
earned the right to retire… At my age, both my actual job and my previous working life being in primary 
care gives me intense experience and good manners (P7).

My experience in my profession contributes to me as it is related to my doctoral department (P9).

As can be seen, middle-aged adults stated that they had benefited from their Professional experience 
through gaining a certain perspective. Participants also drew attention to the fact that young doctorants 
can sometimes make wrong interpretations due to being inexperienced. For example, a participant (P2) 
stated:

There are novices among young people, for example, they suddenly learn an idea, especially in social 
sciences, in things where the results do not have sharp results like in positive sciences, if we do this, 
that’s what happens. However, when you have management experience, you say, look, it does not produce 
such a result. In other words, age and experience give a practical perspective.
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Time

Adults participating in the research think that young doctoral students are more advantageous in terms 
of time. As a matter of fact, P7 pointed out the importance of having more time “Young friends have 
more new information and time to research”. P6 stressed the families responsibilities as follows: “Of 
course, the advantage of starting early is that there may be less factors such as family responsibilities, 
child responsibility, job responsibilities that will prevent from the doctorate”, and that young doctorants 
may have more time because of the possibility that their family, child and work responsibilities may be 
less, and they are more likely to spare time for studying. Stating that he tried to overcome the problems 
he experienced in terms of time due to his responsibilities, thanks to the support of his wife and the 
sacrifices he made, P3’s views on this subject are as follows:

For example, I have children, I have two children, I have two daughters, they have education, they have 
homework, etc. but my wife also has support in this regard. I mean, I couldn’t take it without support, I 
also sacrificed myself, and for example, I sleep less.

Language Competency

Another issue that the participants emphasized when they compared themselves with young doctors is 
that young adults think that their language proficiency is better. While P2 of the participants expressed 
their thoughts on this subject with the statements “their language skills could be better”, P3 expressed 
their opinions on this subject with the sentences “Let me say that their foreign language knowledge is 
better than me, they are good as a foreign language”.

Another issue that the participants emphasized when older adults compared themselves to young 
doctorants, they think younger doctorants’ language proficiency is better. While P2 expressed his views 
as “their language skills can be better”, P3 stated that “Let me say that their foreign language is better 
than me, they are good in foreign language “.

Work-Productivity

Younger adults with a doctorate may be more productive, according to the opinions of adults aged 40 
and over who participated in the study. One participant explains his views on this subject with the fol-
lowing words:

And now young friends are more productive. For example, there are young friends like you, of course, 
I am not in a race with them and I have never seen myself like that, but they are more productive, I can 
see that. For example, we have an article requirement to complete the doctorate, you know, I tried so 
hard to write one article myself, I was able to write one.

P8 stressed the importance of being update though self-criticism as follows: “There were also is-
sues where I noticed my own shortcomings. These were the times when I felt that I was unfamiliar 
with many recent topics during the discussions during the lecture, and that my student perspective was 
dulled.” However, there are also participants who thought the opposite and stated that young adults are 
less hardworking. For example, P3 noted, “There is a bit of callousness in the younger generation, there 
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is a little less work, so if I were at that age, if I had that energy, I would work harder and do more. As it 
can be understood from the statements “I think they read a little less”. This criticism implies that young 
adults do not use their energy fully.

Challenges Adults 40 and Over Face in Doctoral Programs

Adults aged 40 and over may also encounter various difficulties in doctoral programs. These difficulties 
expressed by the participants are described below.

Time Constraint

The difficulty mostly mentioned was the time pressure. Some of the opinions of the participants regard-
ing this difficulty are given below:

When I started my doctorate, I was 39 years old, you are married, you have children, you have a job, 
I was working as an administrator, and you need to allocate time for the doctorate. You are divided, I 
wonder if I am neglecting my family, am I neglecting my job, these are the first things in the background. 
After that, you say to quit the doctorate because it really takes a lot of time (P2).

It is an important issue to encourage or at least help people in working life so that they can spare time 
for their academic education in their professional subjects. Especially at the beginning of working life, 
it is very difficult to find and maintain this opportunity with work. For these reasons, I could not think 
of graduate education until now (P5).

The biggest challenge in the lesson phase is that the lessons are during working hours and for this, I can 
spare time from my actual work. Sometimes I used my permissions for this. I was usually able to find 
time in the evenings and weekends to prepare assignments and presentations (P7).

As can be seen from the above opinions, participants in the doctoral program may have difficulty in 
finding time for attendance and homework due to their work. Moreover, they may even have to leave 
some of their duties due to these difficulties. Among the participants who experienced such a situation, 
P6 expressed their views as follows:

For example, when I first started, I had a similar difficulty. At that time, I was working as an assistant 
principal at a school. I asked permission from the school to continue my doctoral studies. The school 
said it couldn’t let me. He sent my permission petition to the Provincial Directorate of National Educa-
tion. The Provincial Directorate of National Education gave me a letter saying that it is not in the public 
interest for the school administrator to have a doctorate, so it cannot be allowed. For this reason, I had 
to resign from my managerial position at the school. 

One participant (P3) tried to overcome these difficulties in attendance by taking unpaid leave and 
expressed this situation as follows:
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I started my doctorate in 2017, but because I am a classroom teacher, there was a problem in attending 
the courses. This time, I had to take unpaid leave, civil servants who completed 5 years get 12 months 
of unpaid leave, what did I do, I took 8 months for one, so I passed two terms like that, summer vacation 
came in between, then I took 4 months and saved three terms in this way.

Challenges to the Thesis

Most of the participants included to this research are at the thesis period. Therefore, among the difficul-
ties they have mentioned, there are thesis-related problems. First of all, some participants stated that they 
had difficulties in choosing a thesis topic. P7 stated: “I still have difficulties in choosing a thesis topic. 
The intensity of my advisor and the factors brought by the pandemic that has been experienced for more 
than a year led to a decrease in my motivation”. Another challenge is experienced at the thesis writing 
process. For example, P1 reported: “There may be difficulties in obtaining research permissions from 
the sectors that will cooperate in thesis research”. P2 expressed the importance of the advisor’s critical 
role to overcome this problem as follows:

Now this thesis is very important, the advisor is very important because now you develop a thesis pro-
posal, write it and send it to the teacher. The advisor corrects that you will write in capital letters here 
and put a comma here. I’m not saying these are important or unimportant, but they are not things your 
advisor should check. So, could you put that scientific study model well? are there any dead ends? The 
advisor should be able to see the problems you will experience when you develop the proposal and 
research questions. Believe me when you can’t see it, you are really trying for nothing… You know, I 
expect this from the advisor. When I ask the question, what will be the result? The advisor should pay 
attention to these; the advisor should intervene in these matters.

Transportation

Adults also mentioned the transportation problem as a difficulty. For example, P6 reported his challenge 
because of living a different city than his doctoral study as follows:

I made a round trip from a different city to my doctorate classes. It was really challenging, I mean, go-
ing to class until the evening, leaving here at 4 or 5 pm, coming to Ankara by bus, entering the class 
and then returning home, it used to find 10 pm-22.30 pm. Coming back home was really tiring, it’s a 
hassle. During this period, I was always asking myself the following question when I was leaving Ankara 
for class and returning home, “Is the things I learned today worth the hardship?” and my answer was 
always positive so I continued with the strength from what I learned there.

As can be seen from the above view, adults participating in the program from different cities describe 
their fatigue as a difficulty. They try to overcome this difficulty by justifying their earnings at the end 
of the day.
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Difficulties in Measurement and Evaluation

Some of the participants stated that they had difficulties in the measurement-evaluation processes. By 
stating that “I had no problems with homework, but some teachers gave standard grades. I was angry 
at this”, P4 criticizes that assessment and evaluation is not fair and giving standard grades to everyone 
makes him angry. One of the participants, P5 told, “I am not very familiar with this system since the 
university I graduated from is not in the credit system. I had a little difficulty with this.”

Budget Crunch

The budget and its size needed to finance the expenses to survive doctoral education, is another chal-
lenging point. For example, P2 reported:

You need to buy books and allocate a budget for this, which can cause difficulties from time to time. 
For example, if you take one day off to the classes I mentioned earlier, your additional course is cut off 
when you become an administrator. This creates a resource problem. 

P3 complained that taking unpaid leave to continue the courses in the doctorate caused a budget 
problem. My wife works and I had savings, we used them at that time.” expresses it in words.

The Expectations of Adults Aged 40 and Over for Their 
Professional Development From Doctoral Programs

Another theme of the research is the expectations of older adults regarding the contribution of doctoral 
programs to their professional development.

Creating a Career Advantage

Adults over the age of 40 expect to gain an advantage in their careers by developing professionally after 
completing their doctoral program. While P1 expressed this expectation with the phrase “I believe it can 
provide an advantage in terms of career,” P8 said:

My biggest expectation is to be an expert in my field in a professional sense. Because in this field, first 
of all, myself and my teachers really put effort, time and effort. I have occupied this country’s university 
chair to train a scientist candidate for this country. I want to give you your due.

He emphasized the importance of professional expertise for himself. On the other hand, there are also 
participants who think that doctoral education will not bring any benefits in terms of career advancement. 
Two participants, who expressed their views in this line are from the field of educational administration 
in social sciences and explained his views with the following words:

There is not an iota of value to do a doctorate in National Education. This happens, go to the ministry, 
in front of many people’s names, Dr. or there are associate professors, but they did not come to these 
authorities with their knowledge. If these authorities are political authorities, if there are bilateral rela-
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tions, you will progress in National Education, you will be the Head of the Department, you will be the 
general manager, but other than that, I will earn the title of doctor right now. Unfortunately, there is no 
such thing in National Education (P3).

I was excited about the education system, I had thoughts that I could contribute to the education system. 
I had thoughts that I could improve the school where I worked. But then I realized that I couldn’t achieve 
these things in my lifetime. When I first started my doctorate, the thought that there is no public inter-
est in the director of the Provincial Directorate of National Education killed my thoughts. After that, 
I don’t think that anyone who has a doctorate in the national education system or who wants to make 
a contribution is supported, it’s more of a systemic problem. I don’t think it’s just a me problem (P6).

Broadening the Perspective

Another expectation from these programs for adults over the age of 40 who are doing their doctorate 
is to broaden their perspectives. Moreover, participants with doctoral education state that this process 
contributes to the expansion of their perspectives even before completing the program. The opinions of 
the participants on this subject are given below.

It gave me a broader perspective. It allowed me to see the relationships between my PhD field and other 
fields. I have established relationships and bridges with other fields of interest and work in my doctoral 
field, and I have developed those fields as well (P4).

I realize that I approach the subjects that I need information about by researching from more sources 
and considering all aspects. If I am going to give information to others on a subject, I do not trust a 
single source; I feel the need to look at other sources (P5)

Its effect on my personal and professional development was eye-opening for me, I mean, maybe I had 
thoughts about events before, or I could express my opinion in the face of an event, but I learned to look 
at the events more objectively or to analyze the problems more deeply in the doctorate. That is, it has 
made significant contributions not only in my professional life but also in my personal life (P6)

Transition to University (As Academics)

It was determined that some of the participants who participated in the research had the goal of becoming 
an academician by going to a post-doctoral university. P4 from expressed this expectation as follows: “I 
want to be an academician in my field of study, because I believe that those who come from the practice 
or those who are both in the practice and in the academy will be more successful in the academic field”. 
P7 explained his motivation to publish and become an academician by conducting post-doctoral scientific 
research with the following sentences:

After completing my doctorate, if I still feel motivated and can find a suitable environment, I would like 
to do research, have a higher level of knowledge on certain subjects, write articles and share them in 
scientific journals and media, and develop projects. Academically, if I feel competent, it will be good to 
have the appropriate title and staff.
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Socialization

Adults aged 40 and over also stated that the doctoral process created a certain professional socialization 
environment for them. P4 described this situation as “I developed personal relationships” while P2 reported:

Going there, coming there, breathing the air of a university again, because you graduated in 98, 16 years 
have passed, so you enter the university again 16 years later. You smell the air there, there is information 
sharing, there is a conversation with friends.

As can be seen, returning to university allows middle-aged adults to make new friends and socializa-
tion opportunities. P7 supports this approach in that: “I have made good friendships with young friends, 
new colleagues and professors in the department”.

DISCUSSION AND CONCLUSION

This phenomenological qualitative research focused the views of adults aged 40 and over about their 
Ph.D. experiences. Firstly, the reasons for preferring doctoral education were questioned. It was found 
that the participants doctoral education was preferred to ensure their personal and professional develop-
ment, to rise in their profession or to switch to academia. However, expectations of some participants 
were not met during the doctoral process. The main reason why having a Ph.D. will not have a positive 
impact on older adults’ professional careers is the prevalence of practices that do not attach importance 
to merit in the transition to higher positions. On the other hand, the majority of participants expect to 
change their professional career and become an academician after their doctorate. Green and Powell 
(2005) emphasize that the purpose of doctoral education in countries such as Poland, the Netherlands 
and England is a door to an academic career. Similarly, Karadağ’s (2014) study, in which he examined 
the doctoral education process in Turkey, stated that the individual and organizational purpose of doc-
toral education is to train faculty members/scientists and to contribute to the development of disciplines.

Another theme of the research was the characteristics that ensure success in doctoral education. 
Participants intensely emphasized foreign language proficiency among the features that ensure success. 
Matas (2012) also asserted that knowing a foreign language, especially English, is a competency that 
doctoral students should have. Considering that most of the publications in the academic world are in 
English, it is possible to state that knowing a foreign language is a basic requirement beyond achiev-
ing success in doctoral education. As a matter of fact, Nerad and Tryzna (2008) stated that English has 
become a global language in doctoral education. In many countries, including European countries, the 
language of instruction for the doctorate is English. Researches and presentations are made in English. 
Most scientific journals are published in English. Even communication on the Internet is mostly car-
ried out in English. In summary, the authors point out that English has become the dominant academic 
language at the international level. These statements are also consistent with the findings of this study.

In this study, it was revealed that one of the conditions for success in the doctoral program is personal 
characteristics. Findings revealed that it is important for a person to be inquisitive and questioning, ob-
servable, eager to learn, determined and determined to achieve success. As a matter of fact, Parker (2012) 
stated that candidates who will start their doctoral education should have critical scientific skills such as 
accessing new information, producing new information and thinking creatively, as well as competencies 
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such as reading and evaluating the literature, determining the research topic, planning and conducting a 
scientific research, and field knowledge. While the participants stated that having these characteristics 
is important for success, it was emphasized that the doctoral process also played a role in acquiring 
these characteristics and broadened the students’ perspective. As a matter of fact, Tzanakou (2014) also 
stated that beyond the expertise gained by the doctoral education, it provides problem solving, critical 
reasoning, and in-depth thinking skills from different perspectives.

In the study, the age factor was one of the variables taken into account in doctoral education. Par-
ticipants stated that young doctors have better language proficiency and can be more productive. It is 
possible to explain this situation with the spread of language education and the increasing opportunities 
in language education with the developing technology. On the other hand, older Ph.D students perceived 
their experience to make a positive contribution to their education when compared to young doctor-
ants. However, they stated that they had difficulty in allocating time for doctoral education compared 
to young doctorates due to the increase in their responsibilities in both business and family life with 
the advancing time. The time problem also stands out among the difficulties they encounter during the 
doctoral process. It has been observed that students have difficulties in attending classes, especially 
during the course period, since the classes are within working hours. In Sudoll and Hall’s (1991) study, 
graduate students stated that they had problems with time. They stated that meetings, symposiums and 
conferences were held in the afternoon and therefore they did not attend these events due to both their 
work and their families. Another finding of this study was to deal with this challenge. Successful time 
management skills were considered to be necessary to handle this challenge.

Another difficulty that the doctoral students face is related to the thesis process. Findings implied that 
advisors did not meet the older students expectations satisfactorily. As a matter of fact, research on the 
graduate education process comes to the fore with the supervisor-student relations (Ezebilo, 2012). For 
example, Kehm (2006) reports that there are important problems regarding the doctoral advising process 
in Europe. Accordingly, despite the innovation efforts to develop the dyadic relations between student 
and advisor, quality issues remain problematic. Similarly, Wadesango and Machingambi (2011) stated 
in their study in South Africa that students in the graduate education process do not receive sufficient 
support from their advisors. On the other hand, Ives and Rowley (2005) emphasized that the satisfaction 
of doctorants in choosing their advisors and their fields of study during the doctoral process is important 
for them to progress in a more beneficial and successful way. In addition, it was stated that more quali-
fied research could be conducted if the students chose an expert and experienced consultant in the field.

Measurement and evaluation practices in the doctoral process have been another subject that has been 
criticized. Participants stated that in some courses, the assignments were not evaluated fairly and they 
were skipped by giving standard grades. Finally, budget problems were one of the difficulties experi-
enced by the participants during the doctoral process. Some participants had to temporarily leave their 
jobs and take unpaid leave in order to continue their classes. Similarly, in the study of Sudoll and Hall 
(1991) graduate students aged between 37 and 50 stated that the participants faced economic difficulties 
during their education. In the aforementioned study, the participants stated that large deductions were 
made from their salaries during their education, and that the university did not provide the economic 
facilities that graduate students gave to undergraduate students, so they had to borrow money or exchange 
their pension funds.

In conclusion, being a doctoral student aged 40 and over, has both advantages and disadvantages. 
Almost all of the participants try to complete their education simultaneously with their profession. In 
addition, they have the heavier family responsibilities than the younger doctorants. This factor leads a 
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distraction and division in their motivation. However, it is clear that being in the university environment, 
acquiring new perspectives and producing something new, gives satisfaction to the participants despite 
the existing difficulties. On the other hand, young doctorants’ insufficient professional experience makes 
older Ph.Ds advantageous in terms of integrating their professional experience with doctoral education. 
Older adults are not hopeful about their future Ph.D. degree to carry them higher positions at their ca-
reers. Perhaps, because of this, they prioritize the transition to university.

This study has important implications for the doctoral experience of PhD students aged 40 and over. 
Especially considering the disadvantages they have, measures can be taken to facilitate access to the 
doctoral process. Institutions can be more facilitating and supportive in order to support the training 
processes of their postgraduate employees. Universities can also make it easier to participate in events 
such as conferences and symposia by using online platforms, which are especially prominent with the 
effect of developing technology and especially the pandemic. For the purpose of improving the advi-
sor’s advising competencies, their heavy workload can be reduced and trainings can be organized to 
develop their skills as well. The foreign language requirement of the participants is a very important 
problem. Although candidates are accepted by providing certain language proficiency at the entrance to 
the doctoral program, it may still be insufficient. Universities should reconsider their criteria of language 
competencies and open up new spaces to develop supportive policies for older adults’ language skills.
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KEY TERMS AND DEFINITIONS

Adult Education: It is a practice in which adults engage in systematic and continuous self-educating 
activities to acquire new forms of knowledge, skills, attitudes, or values.

Doctorants: Students in the thesis period of the doctoral program.
Graduate Education: It is the training conducted after the undergraduate education and aimed at 

specialization.
Mid-Life Adults: Mid-Life Adults refers to individuals between the ages of 40 and 65.
Older Graduates: Older graduates refers to graduate students between the ages of 40 and 65.
Older Students: Students who are older than the majority of students.
PhD Programme: Specific field of doctoral education.
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ABSTRACT

This chapter examines how retiring knowledge workers from Europe can carry their educational at-
tainment, wealth, competencies, and experience with them to conduct their activities on a transnational 
scale. A qualitative approach is adopted consisting of observations and interviews with Dutch professors. 
What’s more, a literature review was done about international retirement migration (IRM) and statistics 
about Europe and Turkey. IRM of thousands of baby boomers can be harnessed across borders through 
scientific, academic, volunteer, and educational (SAVE) activities, which can contribute to peace and 
prosperity in the host communities along with the knowledge workers’ personal development and well-
being. The propensity of retiring knowledge workers to engage in cross-border living, learning, and 
transition requires the analysis of Turkey’s image as a temporary or permanent destination for IRM.

INTRODUCTION

At the dawn of the 21st century, the global demographic transformation may be both the greatest chal-
lenge and opportunity in human history. In 1969, world population was 3.6 billion. In 2019, it was 7.7 
billion. Numbers will increase to 9.8 billion by 2050 and 11 billion by 2100 according to United Na-
tions projections (Population Institute, 2020). Parallel to these findings, population over 60 years of age 
was 962 million in 2017 worldwide, more than twice as large as in 1980. The number of older people 
is expected to double again by 2050. The number of people aged 80 or over is also projected to be 425 
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million by then. Thus, Europe’s aging population has prompted concerns about a “demographic time 
bomb”. Europe has so many elderly people leading to major consequences for the affordability of long-
term care for older people. As populations keep growing older in the world, it is more important than 
ever for governments to design “innovative policies and public services specifically targeted to older 
persons, including policies addressing housing, employment, health care, infrastructure and social pro-
tection, among others”. Increasing longevity and declining fertility are the main drivers of population 
aging globally. Thus, some countries are turning to “international migration as a policy response to 
population aging” (United Nations, 2017).

It is important to note that the aging population in the industrialized world has relatively high levels 
of wealth, educational attainment, skills and work experience. In contrast, the less-developed world 
populations continue to expand, with millions of youth entering the labor force every year, while they 
may have the energy, they lack skills and work experience. These two aspects are driving the globaliza-
tion phenomenon of the first half of the twenty-first century.

The starting point is that the aging population provides not only great challenges but also significant 
opportunities, when perceived from an International Retirement Migration (IRM) perspective. IRM has 
great potential for international human mobility when shaped around the capabilities and aspirations 
of humans, such that their performance and well-being is optimized. However, the potential of IRM 
remains under-exploited. At least four reasons can be identified. First, many stakeholders are involved 
in the design, management and marketing of host destinations that could possibly provide expatriate 
seniors opportunity to connect, meet and work with local residents, thereby offering a highly educational 
experience, but may be unaware of the value proposition IRM holds and in consequence fail to exhibit 
a strong demand for IRM. Second, in selected situations where a demand exists for the engagement of 
seniors in scientific, academic, volunteer and educational (SAVE) activities (Kask et al., 2011). This 
could be captured, due to their temporary nature, parallel to the tourist markets.

Presently, most destinations emphasize the ‘use value’ orientation in tourist marketing. In contrast, 
SAVE activities draw on the concept of the host community linked to the ‘exchange value’ orientation. 
Also, the latter enables us to comprehend and reflect on the favorable place characteristics that expatriate 
retiring knowledge workers in the pursuit of a ‘better life’ (Balkir and Kirkulak, 2009). Third, there is a 
lack of knowledge about the factors affecting retiring knowledge workers’ intentions to continue work-
ing. Within this realm the SAVE activities market is rather small in comparison to the ‘mass tourism 
market’. Fourth, IRM interests people who are ‘actuaries, demographers and human-service planners’, 
because the flows might change a country’s age distribution of government spending on old-age income 
support, health services, and their long-term care (Warnes, 2009). Its multidisciplinary nature serves 
both as a strength and a weakness.

The focus of the chapter, retiring knowledge workers’ propensity to engage in cross-border living, 
learning and transition, is highly complex, yet under research in a time when businesses and government 
are in search of inclusive solutions to retain the skills of experienced workers whose life expectancy is 
lengthening. Expectations to live longer than previous generations may prompt individuals to stay in 
the workforce longer and reduce their savings at a later age. With the increasing life expectancy and 
aging population, pension policy, pension and healthcare financing, it is likely for countries to adapt the 
structure of regional and global economic systems (Bloom et al., 2011).

Against the backdrop of the recent commemoration of 400 years of the official relations between 
Turkey and the Netherlands, it was examined to what extent, if any, the enhancement of Turkey’s image 
could contribute to raise the demand for IRM by increasing the number of European retiring knowl-
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edge workers who would commit to SAVE activities in Turkey for research. The best way to deal with 
demographic changes and cultural differences is to share peace and prosperity across national borders 
through cultural, social and economic growth and the integration, where appropriate, of trade, finance 
and tourism in the international marketplace.

This chapter is organized as follows: first, baby boom knowledge workers and IRM conditions in 
Europe are analyzed. Second, Europe’s and Turkey’s current conditions are discussed. Third, Turkey’s 
image as a destination for IRM is analyzed. Forth, how retiring knowledge workers from Europe can 
carry their educational attainment, wealth, competencies and experience with them to conduct their 
activities on a transnational scale is discussed.

BACKGROUND

How Demographic Aging Is Intrinsic to Clusters of Global 
Risks and Europe’s Baby Boom Knowledge Workers

The number of people who are 65 or older in the EU is projected to rise by 70%, from 61 million in 
2000 to 103 million in 2050 (Eurostat, 2000). The EU’s population is increasing, while its age structure 
is becoming older as (post-war) baby-boom generations reach retirement age. As Eurostat mentioned in 
2012, “In the coming decades, the EU will face challenges associated with an aging society, impacting 
a range of areas such as labor markets, pensions, health care, housing and social services” (Eurostat 
Pocketbooks, 2012). In OECD countries, aging of the population will put pressure on government tax 
and spending systems. Major changes in existing social systems will be required. Aging populations will 
therefore have a major impact on the growth and living standards in all countries (Turner et al., 1998).

In 2020, the world started to cope with Covid-19 which stands for coronavirus disease and is so 
highly contagious that it spreads primarily through contact with an infected person when they cough 
or sneeze. Although all age groups are at risk of contracting Covid-19, elderly (over 60 years old) have 
more tendency to develop severe illness if they contract the disease due to potential underlying health 
conditions. Elderly diagnosed with Covid-19 may require “hospitalization, intensive care, or a ventilator 
to help them breathe, or they may even die” (Centers for Disease Control and Prevention, 2020). It is 
now more important than ever for elderly to take a good care. Some changes in the human body in the 
elderly and retirement after long working life cause some restrictions in daily activities and changes in 
lifestyle. When health problems are added to the natural changes in the human organism, the problems 
of the elderly even become more complex. Another phenomenon is that people (especially knowledge 
workers) who are accustomed to the work might get badly ill after retiring when they feel unneeded in 
the society.

Knowledge workers are white-collar workers such as academics, programmers, engineers, architects, 
scientists, accountants, lawyers, pharmacists who ‘think for a living’ (Davenport, 2005). The aging of the 
Baby Boom generation includes thousands of retiring and retired European knowledge workers. Many 
of these professionals will be in search for activities and health care that they perceive as relevant to 
their personal development and well-being. In the wake of the financial crisis and the projected decline 
of pensions a question of great import arises whether and to what extent values set/worldview on the 
one hand health and well-being on the other might influence knowledge workers to opt for taking up 
temporary residence across borders from their native country.
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The generation of older workers in the western developed economies who is approaching retirement 
has enjoyed a lifetime of increasing mobility for both work and leisure purposes. The globalizing economy 
has increased movement of both human and material assets, in turn, resulting in a dramatic growth of 
leisure travel. More imminent retirees are seeking some forms of continuing economic activity and in-
comers relocating from more advanced economies to lower cost environments offer a senior profile of 
time, money, and experience. A combination of declining personal savings and a significant proportion 
of retirees without pension entitlements is coupled with more positive incentives including the stimula-
tion and sociability of working for enjoyment rather than money, enhanced opportunity for relaxation 
and travel, more time with family and friends, and the opportunity for volunteer and charity work.

People in the age range of 60 years old and over have different needs than their younger counterparts. 
They are likely to need more healthcare and rely on social pensions for the bulk of their income. As the 
aging population grows and gains more political weight, it will become increasingly difficult to adopt 
policies to reduce health and pension benefits. People in the age range of 80 years old and over also have 
different needs. As their health conditions deteriorate, the need for full-time care increases. As private 
savings decrease rapidly, the need for financial support increases. They place more demands on govern-
ment resources, family resources, and personal savings. With better health and increased life expectancy, 
individuals can be expected to work longer. Even if individuals decide not to work longer, increased 
life expectancy increases the need for high standard of living in retirement (Bloom et al., 2011). Mental 
capacity changes with age. The aging person moves from knowledge absorption to knowledge adoption. 
The quality of the knowledge transfer holds the potential to move us closer to the concept of wisdom.

Including life satisfaction, happiness and sense of belonging, retirees have a set of expectations that 
are relevant to the decision making process. In particular, these expectations are social, personal, and 
financial security factors for an aging person and will impact on their ‘rest of life’ decisions. Expectations 
of retirement and own discretionary time may be shattered by health, financial, or relationship upsets. 
Generally, an aging population will need more support of various types such as income security and 
greater access to healthcare. Low birth rates, children moving away from their parents, rural-to-urban 
migration, and new cultural norms of adoptive obligations are increasingly depriving older people of 
the security they once had.

World Economic Forum (2011) had indicated that ‘cross-cutting global risks economic disparity 
and global governance failures’ have a high influence on other global risks. Territorial actors should be 
able to respond effectively to risks, including the increasing demand for ‘food-water-energy’ nexus (Go 
and Govers, 2011). Globalization along with individualization and developments in information and 
communication technologies have a huge impact on countries, regions and cities. The impact of ‘global 
interconnectedness’ on economic, social and political activities is increasingly ‘stretched’ across globe. 
The global nature of social and economic turbulences, especially after the outbreak of Covid-19 (another 
great example of global interconnectedness), has resulted in imbalances in the global system triggering 
the feelings of uncertainty. However, after the sharp recession because of the lockdowns all over the 
world, the global economy will increase rapidly in the normalization process offering new opportuni-
ties for some sectors such as food, artificial intelligence (Ince, 2020) as well as recreation and tourism.

The decline in the levels of trust and consumer confidence, following in the wake of territorial actors’ 
continued struggle with ‘hard power’ issues such as high taxes and dwindling investments in infrastructure 
and education (Fraim, 2003). Dennis and Melewar (2010) mention that “in a world where the values 
and stability of our financial and work environments are threatened daily, one thing remains relatively 
stable through the years and even generations: our sense of place. The greater the chaos is, the more the 
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people seek security of the places that they know and trust”. Low birth rates and higher life expectancy 
causing population aging in Europe contribute to Europe’s population pyramid shape which means the 
total number of the older population will increase within the coming decades since post-war baby-boom 
generations reach retirement. This will put a high burden on the working age population as they provide 
for the older population (Eurostat, 2000).

MAIN FOCUS OF THE CHAPTER

Methodology

A qualitative approach (observations and interviews) was adopted consisting of meetings with Prof. 
Dr. Frank M. Go1 (who was a respected Dutch academic in the search of a country to live temporarily 
after his retirement) and his colleagues for about six months at the Rotterdam School of Management/
Erasmus University in the Netherlands in 2013. What’s more, a literature review was done about IRM, 
and statistics about Europe and Turkey.

The design and method deployed in this chapter provides definitions in response to the questions 
that must be answered to develop Turkey’s image within a systematic framework and is based on five 
steps: 1. How do selected stakeholders perceive Turkey’s (inter)national reputation? 2. What is Turkey’s 
real character (essential features)? 3. How can the content of this study contribute to changing the way 
service is understood and practiced by decision makers in a manner that would contribute to closing the 
reputation-reality gap? 4. Which stakeholders are most likely to change their beliefs and expectations to 
establish the critical mass needed for effective decision making? 5. Who will provide leadership to this 
change making process and monitoring its progress?

IRM Conditions in Europe

IRM entails the movement of older people to those places for the pursuit of a better life. Williams et al. 
(1997) explained four reasons for the growth of IRM. The first two refer to the increase in longevity and 
the decline in the legal age of retirement which together typically extend the duration of retirement. Many 
people anticipate longer periods of active post-work life in the “third age” to which Phillipson (1998) 
refers as ‘the triumph of retirement’. Third, with the increase in the lifetime flow of earnings, people 
now have sufficient resources to consider a range of retirement strategies, including migration abroad. 
Fourth, lifetime mobility has provided more knowledge and experience of living in foreign countries. 
Repeat holiday visits transformed into seasonal or permanent immigration. Thus, Southern Europe has 
become attractive to Northern Europeans, because of relatively cheaper house prices, favorable fiscal 
and tax policies, lower costs of living and heating. Southern Europe especially the Mediterranean basin, 
including Costa del Sol (Spain), Algarve (Portugal), Tuscany (Italy) and Malta have been popular retiree 
destinations. These places offered what Northern Europeans are in search of: ‘sunshine, a healthy climate, 
relaxed and outdoor lifestyle, free of formalities and the availability of property for purchase or rental’.

The IRM literature has heavily focused on Northern Europeans moving to Southern Mediterranean 
(Balkir and Kirkulak, 2009). Moving represents not only a way of managing economic risks in retire-
ment, also improving their financial and social status (Repetti et al., 2018). Mediterranean coastal resorts 
have attracted millions of Northern Europeans to the Southern Europe for a short term holiday leading 
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to the decision of retirement migration to these hot and sunny locations (Williams et al., 2000). The 
reasons behind the moves are the “physical setting (climate, coastal location, beautiful landscape)” and 
the “socio-cultural environment (food, cultural heritage, way of life)”. In recent years, the IRM map 
has been changing. Traditional destinations have become outdated and saturated with retirement immi-
grants, and the prices of once relatively cheap retirement properties are now expensive due to cumulative 
demand. Rural properties in areas such as Tuscany and Provence, or in coastal areas in the French and 
Italian Riviera are no longer affordable. Therefore, new geographical frontiers such as Croatia, Bulgaria, 
Morocco and Turkey are opened for the lovers of the Mediterranean climate (King et al., 2021). Shorter 
distances involved in these migration systems, such as Switzerland to southern Italy, or Germany to 
Turkey make transnational living a feasible option, as long as good health and personal mobility are 
maintained (Fokkema et al., 2016).

Turkey as a Destination for IRM: Defining Turkey’s Image in Europe

In Turkey, there is the traditional people living in poverty in Central-East Anatolia and the other modern, 
very ‘European’, urban Turkey, as represented by Istanbul and Ankara. The majority of first wave Turk-
ish immigrants who live in Germany, the Netherlands and Austria come from the backward southeast of 
Turkey, not from the modern cities. They usually had not more than elementary education (Haller, 2013). 
They tend to stick with their traditions they brought with them since 1960s like any other immigrants. 
As Turkey is becoming more diverse and modern, Turkish immigrants in Europe remain traditionalist. 
Professionals such as politicians and journalists frequently update their perceptions of different countries 
and places. However, there are prejudices that the general public cannot be changed easily. People will not 
change their images of a place, unless they have a good reason to do so. Therefore, Turkey’s enormous 
improvements over the years do not register with most Europeans. Turkey is a secular country and has a 
working democracy. Turkey has been adopting the EU norms (Euronews, 2013). Turkey is more likely to 
highlight its strengths and the contribution that Turkey can make to the EU’s economic growth. In April 
2007 Turkish government published a plan for adopting most EU laws by 2013, irrespective of the state 
of accession talks or the public’s mood (Barysch, 2007). Improvements to the institutional framework 
will further strengthen Turkey’s competitive position (World Economic Forum, 2013).

Turkey, which is a founding member of both OECD and the United Nations, is also active in NATO 
and the Council of Europe. Turkey has a unique geographic position, lying partly in Asia and Europe. 
Turkey has acted as a bridge between the two continents. About one-third of Turkey’s land area is uti-
lized for agriculture. Turkey’s main trading partner is Germany, almost half of the trade is with Europe. 
Health care is provided by both state and private health services (Dewdney, 2020).

Reputation Institute2 built ‘Country RepTrak®’ on a multivariate model which measures the overall 
appeal of a country based on three dimensions: effective government (37.1%), appealing environment 
(36%), and advanced economy (26.9%). It serves as a tool, which offers policy makers support in system-
atic decision making in the realm of country reputation management. The results of this process provide 
policy makers insight, first, how and why people perceive countries in a more positive or negative light; 
second, which attributes invite investment to improve the country’s brand reputation; third, what kind of 
reputation management efforts regarding specific attributes are likely opportune (Reputation Institute, 
2015). Figure 1 depicts the multidimensional map derived from the Country RepTrak®, which identifies 
some attributes that were used for measuring the relative similarity of countries. It demonstrates the 
respondents’ perceptions from other than the ones under investigation. They situate Turkey inside the 
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quadrant involving three attributes: beautiful, friendly and enjoyable. These attributes justify the fact 
that Turkey was the 6th most visited country in the world for touristic purposes in 2015 (Reputation 
Institute, 2015: 9) as shown in Figure 1.

Countries that score relatively high on the perceptual map in relation to the attribute “technology”, 
e.g., the United States of America (the USA) represents a material-oriented culture, which considers the 
“use-value” of goods and services significant, which often leads to over-consumption. Instead, Turkish 
consumers lean more towards the cultural significance, expressed in the “exchange-value” accord goods and 
services along with their purposeful utility. There is a dearth of analyses on a wide range of stakeholders 
such as the business and local community, who represent the country brand concept (Trueman, 2004).

Reputation presents an economic value to countries which is mainly based on emotions. It is the 
product of our perceptions of a country’s actions and communications, as well as stereotypes, influ-
ences and direct experiences (Tisch, 2017) with its products and/or destinations. It is difficult to predict 
macroeconomics, political events and technology will conspire to create new opportunities and deal with 
the threats. So how can Turkey prepare for an uncertain future? Learning from the experience of others 
can provide policy makers of the Turkish Ministry of Industry and Trade with a good set of historical 
patterns for managing risk and developing “reputational landscape” (Fombrun and Van Riel, 1997). 
Ayyildiz and Turna’s (2014) research revealed that for Dutch and Swedish people, in the perception of 
Turkey, “media and word-of-mouth communication” were the most important sources of information.

Figure 1. Countries reputation mapping
Source: Reputation Institute, 2015.
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Reputation is comprised of socially-beneficial reputation systems that are shaped over time. They 
are based on the “reputational object” (Mahon and Wartick, 2003) which lives up to the stakeholders’ 
“perceptual judgments” (Kowalczyk and Pawlish, 2002). Reputation serves an important role because 
countries always try to attract foreign investments, tourism and trade (Fernandez-Crehuet et al., 2021; 
Newburry, 2019; Yang et al., 2008). To what extent would Turkey be attractive in the perception of retir-
ing knowledge workers as a country to take up (temporary) residence in the pursuit of e.g., a combination 
of research/publishing, work, leisure activities, and health care in comparison to other Mediterranean 
destinations?

Turkey has been an attractive tourism destination for Europeans and migrants since 1980s (Kaiser and 
Friedrich, 2004). Istanbul, Ankara, İzmir are three major big cities of Turkey where the foreign population 
primarily intensified until 1950s. With the 1980s, there was an expansion towards the Mediterranean 
and Aegean coastal zone, so called the Turkish Riviera (Yakar and Sudas, 2019).

Turkey is located very close to Europe and is relatively less expensive than any other southern 
European countries. Turkey has a lot to offer in terms of natural beauty, historical places, hospitality 
especially towards foreign tourists, good climate, service quality at the hotels and restaurants, tasty food, 
availability of organic fruits and vegetables. That is why Turkey is the 6th most visited country in the 
world according to UNWTO’s 2020 Edition report, published on January 2021, that gives international 
tourism trends for 2019 as shown in Figure 2.

Figure 2. The world’s top 10 destinations by international tourist arrivals (million)
Source: UNWTO (World Tourism Organization) Tourism Highlights, 2021, p.8
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Turkey is a popular European retirees’ destination, particularly for British, German, Dutch and Nordic 
citizens. Funded by TUBITAK (National Scientific and Technological Research Council of Turkey), 
Balkir and Kirkulak conducted research in 2009 both with the retired migrants and with the local com-
munity in Antalya, the city located in southern Turkey, where the Mediterranean climate and relaxed 
lifestyle have attracted the elderly tourists. In 2010 between January and September, Antalya was visited 
by 2.3 million Russian, 1.8 million German and 371 thousand Dutch followed by 360 thousand British, 
240 thousand Swedish, 192 thousand Norwegian, and 150 thousand Danish tourists (TUROFED, 2010).

Figure 3 shows the number of foreign tourists and their nationalities, who have visited Antalya and 
Mugla in Figure 4 (another popular province in Turkey for IRM) over the recent years. Figures give a 
general idea of which nationalities are more attracted to southern Turkey in terms of tourism, however 
they do not reflect the number of people who have migrated there after retirement.

First-time and repeat visitor groups develop their return intention and satisfaction based on slightly 
different aspects of holiday destination. While both the first-time and repeat visitors commonly regard 
quality of food and accommodation, hospitality and safety as a reason to come back, they consider 
different additional services to develop their return intentions. The repeat visitors promise more future 
business than first-time visitors do (Yuksel, 2001). The longevity, number and form of prior connections 
with the adopted region are important factors for retirement (Diaz et al., 2004). Repeat tourist experi-
ences may create emotional attachment to the place with the establishment of personal contacts (Turna, 
2013). A sense of familiarity with the place can culminate with a decision of buying a second home in 
Turkey. With its estimated 12.832 foreign residents, Antalya (a city in the south of Turkey) is currently 

Figure 3. Top 10 foreign visitors in Antalya by nationalities
Source: Turofed Tourism Report, 2019/1, page 25.
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the most popular international tourism destination with a share of almost one-third of Turkey’s total 
international arrivals. Therefore, tourism has played a vital role in the development of this region and 
many migrants experienced the area first as tourists before turning resident. Alanya (one of Antalya’s 
districts) has become home to 38 foreigners’ nationalities. It has been revealed that European retirees 
who settled in Turkey mostly has a positive attitude and perception of Turkey (Ozerim, 2012).

Researchers Balkir and Kirkulak (2009) identified several conditions that drive IRM that are relevant 
to the Turkish–EU Migratory relationship, these are, first, the “sunshine, climate, lower cost of living, 
natural beauty, good social relationships, respect for elders, security and a peaceful lifestyle” in Turkey 
where elderly is highly respected. Second, Europe’s lower and middle class can afford to purchase and 
maintain a house with a swimming pool, at a relatively low cost certainly when compared to the housing 
costs in European countries. Third, Alanya (a district in Antalya) has been using the marketing slogan, 
“The same sun, the same sea, why pay more?” to convince retirees to settle in Turkey beyond the tradi-
tional Mediterranean destinations such as Spain.

In partnership with National Geographic the journalist Dan Buettner3 identified five “Blue Zones”, 
where people live longer and healthier than anywhere else on earth. People not only live to 90 or even 
100 years but also live healthy without disability or medication in these blue zones namely: in “the 
Italian island of Sardinia; Okinawa, Japan; Loma Linda, California; Costa Rica’s isolated Nicoya Pen-
insula; Ikaria, an isolated Greek island”. The inhabitants of these remote islands adhere to a lifestyle 
that includes a healthy diet, daily exercise, and a low stress life (Singularity Hub Staff, 2009). While 

Figure 4. Top 10 foreign visitors in Mugla by nationalities (2018)
Source: Turofed Tourism Report, 2019/1, page 27.
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the citizens from the countries in Northern Europe may consider the Blue Zones romantic and attrac-
tive most would be unlikely to make the transition from the industrialized societies to an isolated island 
lifestyle. Instead, the majority of retiring knowledge workers would prefer to migrate to a SAVE heaven 
such as Turkey. That is a place situated on the continuum which ranges from the ‘industrialized society’ 
on one extreme and the Blue Zone. Retirees from Northern Europe have migrated to enjoy the quality 
of life in Mediterranean destinations over the years. Such enclaves of foreign residents have developed 
in the case of Antalya that is well positioned to attract the “SAVE” market, particularly those Northern 
European retiring knowledge workers in search of preventive healthcare.

TurkStat, House Sales Statistics, 2020

Foreigners are allowed to buy or rent a house in Turkey. Antalya and Mugla are usually the most attrac-
tive cities in Turkey for foreigners for temporary or permanent residence. Istanbul is the most populated 
historic, cultural and economic center of Turkey. House sales numbers in big cities such as Istanbul, 
Ankara and Bursa in Figure 5 are high mainly due to expats (people residing in a country other than their 
native country and usually refers to professionals or skilled workers taking positions abroad).

Figure 5. House sales numbers to foreigners in Turkey
Source: General Directorate of Land Registry and Cadastre (GDLRC)
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German and Russian seem to be, by far the most, the top two nationalities who own a house in Turkey 
as shown in Figure 6. Besides, top European nationalities who bought a house in Turkey between the 
period of January-October 2020 (which is the first period of the Covid-19 pandemic) are Russian (2.295), 
German (1.006), British (878), Ukrainian (598) and Swedish (414) (TurkStat, 2020).

Figure 6. Top 30 nationalities of Europeans who own a house in Turkey
Source: Turkish Address Based Population Registration System, 2020.
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SOLUTIONS AND RECOMMENDATIONS

As more locations develop their brand and offer towards a wider range of incomers it will be possible to 
monitor the degree to which they are consciously pitching in order to attract older life-cycle migrants to 
economic engagement with the host community. In their ‘bidding’ to attract these migrants, destinations 
are creating conditions which benefit all inhabitants, not just incomers. Policies should be developed 
utilizing the social marketing dimension of destination image development to maximize mutual benefit, 
and to provide a moral imperative for incomers to make the fullest contribution possible (Go and Little, 
2013).

The perceived level of resistance among people to change their learning and support habits within 
working environments can be interpreted as a barrier to their re-engagement. Local community policy 
makers and destination marketers should accomplish the goal of enhancing both residents’ quality of 
life and their ability to warmly welcome visitors, which in turn increase guest’s behavioral intentions 
and their satisfaction (Ghasemi, 2016). Since Turkish culture and language is very different than the 
Western European countries, the adaptation process faces significant cross-cultural, infrastructural and 
governance gaps. Within this context, Go and Trunfio (2012) point respectively to “bridging, bond-
ing and a sense of belonging” as crucial stages in building a “Community of Practice”. For example, 
consumers book a hotel in Turkey (bridging) on the Internet, trust can occur when they experience the 
destination and communicate with local people (bonding), once people become more familiar with the 
area, particularly its inhabitants, they may form friendships and may even develop a “sense of belong-
ing” leading to buy or rent properties.

The increased mobility of retiring knowledge workers brings new forms of technical literacy into 
host communities, with the prospects for a comfortable and complete retirement tempered in the current 
downturn, and more life-cycle migrants are considering some blend of retirement with part-time work. 
Aging population with high levels of wealth, educational attainment and skills and young population 
of the less developed world with the strength of youth can be beneficial to each other. Older and expe-
rienced incomers may possess the knowledge and experience to identify appropriate resources if they 
cannot contribute them directly themselves. With their retirement prospects altered by economic change, 
globalization and recession, many older workers are reconsidering their work-retirement balance. Those 
who choose to become life-cycle migrants represent a relatively sticky resource for their destination 
communities compared with other forms of inward resources. Individuals looking at life-cycle reloca-
tion can stage their relocation and build connections into a region using a variety of tools to establish 
a remote presence prior to committing to full relocation. This provides the opportunity for a two-way 
exploration of mutual compatibilities.

IRM is a significant and growing feature of Europe. As a result of increasing globalization and inter-
national mobility, destination management organizations (DMOs) are now in greater need than ever to 
form joint arrangements to cope with growing complexity of their environments, notably the complex 
problems that are beyond the capabilities of any one organization to solve single-handedly (Jamal and 
Getz, 1995). The success of a DMO is often determined by its ability to form and manage relations with 
other stakeholders (organizations, individuals etc.) operating within its environment. There are often 
interdependencies between DMOs and destination stakeholders because they do not possess or control 
such important resources as human, political, structural or symbolic, which influence their future. 
Undoubtedly, DMOs operate in a system which can be viewed as an integrated whole, whose essential 
properties arise from the relationships between its constituent parts. It comprises a set of elements, the 
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set of relationships between these elements, and the set of relationships between those elements and the 
environment (Hall, 2000).

DMOS are embedded within systems, and each system has strictly defined boundaries and operates 
within an external environment. Systems theory recognizes that the behavior of a system is constrained 
by the needs and conditions of its setting. Changes in one component of the system, as the increasing 
presence of international retired settlers (IRS) in different regions of Turkey, and the ways in which its 
internal processes and subsystems are linked, influence entire system. Co-operative efforts, connected-
ness, dialogues, and other types of interaction between locals and this new interconnected stakeholder 
(namely IRS), together with their interdependencies, may offer a cutting-edge resource to smart DMOs in 
Turkey. DMOs in Turkey often operate in an environment of scarce resources and therefore they should 
exchange relations to achieve relatively predictable environments (Yuksel, 2002). One notable scarce 
resource is knowledge (intellectual capital, know-how, examples of best practices around the globe, 
etc.). Due to limited know-how, the majority of DMOs in Turkey, aiming to develop sustainable tourism 
management (STM), tend to form a delegation to visit/study best practices selected around the world 
in order to get familiarized with the concept of STM, different STM models and activities. In addition 
to such rewarding visits, DMOs in pursuit of STM opt for organizing seminars by inviting international 
experts to give government officials, private sector representative and civil society organizations a broader 
perspective regarding STM. In line with these endeavors, DMOs in regions where international retirees 
are settled may capitalize on social capital that IRSs have by developing a mechanism to exchange best 
practices and knowledge transfer.

Coinciding with a recent regulation fostering society-centered decision making instead of centralized 
council structure in Turkey, participation of IRSs, among other stakeholders, in DMOs stands out as an 
untapped opportunity for improving quality of public services. While IRSs do not have right to vote in 
Turkey, since Turkey is not an EU country, there are some examples. During a referendum about mov-
ing local town hall offices to a neighboring, bigger city, all foreign residents who have a fixed abode 
in that location could cast their ballots. The exchange of such intangible resources as knowledge and 
social capital among varied stakeholders at a destination can improve DMOs performance. However, 
knowledge and social capital exchange can hardly take place when stakeholders in a given setting know 
nothing about one another.

The future success of a DMO is likely to be determined by its ability to conceive its role and posi-
tion within mobile networks and place making in cultural tourism (Baerenholdt and Haldrup, 2006); 
and challenges its conventional understandings of territorial learning within a system of networks or a 
network of systems, including internal and external networks. Against that backdrop destinations can be 
understood as fulcrums of international networks and global dynamics of industrial countries’ economic 
development, and then there is the rise of pervasive computing: The Internet and social media to exploit 
the qualities of geographical context, and the sociability or the human context of information. How will 
social and physical infrastructures of the cyber-nomadic experience aid destinations to define and reach 
new market segments and create and sustain new cooperative organizational forms?

Within the emerging environment wherein the physical and the digital are fusing, we anticipate that 
‘smart’ destinations will take advantage of both the advantages of their physical assets (e.g., climate, 
culture, etc.) and the sociability of information, particularly the sharing of knowledge between stake-
holders (organizations, individuals etc.) across national boundaries. This study pinpoints the ‘cognitive 
surplus’, creativity and potential generosity (Shirky, 2010) of the Baby Boom generation characterized 
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by high levels of wealth, educational attainment, skill, and experience for transfer to emerging economies 
with populations marked by the strength of youth, but often lacking the resources, knowledge and skills.

In business and higher education, big restructuring operations have been followed by internationaliza-
tion strategies and strategic alliances, which got accompanied by new forms of individualized ‘regulation’. 
Within this more dynamic framework, not only the destination’s internal logic, but also increasingly its 
collaboration with a variety of stakeholders along the value chain has proven significant in developing 
successful change strategies. This implies that DMOs should be viewed less as an integrated whole, and 
more as a node within the international value chain wherein managing relationships with the knowledge 
network (e.g. SAVE) has become the critical task on which the destination’s existence falls or stands. 
Websites and the growth of social media has become an important tool for IR migrant in the search 
for reliable sources of data about places to retire (Gursoy and McCleary, 2004). Destination stakehold-
ers must consider creating awareness of the destination through WOM (word-of-mouth), trustworthy 
websites and government channels. Migrants evaluate a destination based on pre-retirement visits that 
create attachment and emotions for the place towards the decision-making processes of short stay, semi-
permanent or permanent migrants (Ashton et al., 2019).

The devastating impact of the Covid-19 pandemic on global tourism started in early 2020 and car-
ried into 2021. All the countries experienced large drops in tourist arrivals as they have tightened travel 
restrictions in response to new variants of the virus. Quarantines and mandatory testing, and in some 
cases the complete closure of borders, have prevented the resumption of international travel. In addition, 
the speed and distribution of the vaccination roll-out have been slower than expected, further delaying 
the restart of tourism. As Covid-19 vaccines become more applicable around the world, international 
tourism along with IRM will accelerate.

FUTURE RESEARCH DIRECTIONS

Future work may benefit from a destination management perspective in which knowledge and experi-
ence of migrants may pave the way for improved quality of life in the settled area for hosts and learning 
institutions of the region. An empirical study can be conducted on the intellectual capital of immigrant 
settlers and their tendency to share this capital with institutions and people in their region within the 
framework of the theory of social change.

CONCLUSION

The authorities and policy makers should lever the ‘exchange value’ model, which remains under research, 
for focusing on attracting retired knowledge workers to engage in SAVE activities, thereby making a 
potentially valuable contribution to translating the intention referred to in the Turkish 2023 Industry 
and Technology Strategy (2019-2023) towards celebrating the 100th anniversary of the foundation of 
Turkish Republic. Collaboration with independent international experts, companies from various indus-
tries, exchanging ideas with stakeholders (Turna, 2022) and transformational strategy to attract retiring 
knowledge workers from Europe will provide benefits both for Turkey and Europeans.

Country and city brands can be placed on a continuum in this case how much retired and retiring 
baby boomers decide to carry their national rights of legal citizenship, the benefits of their educational 
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attainment, wealth, competencies and experience with them to conduct their activities in Turkish that 
appeal and matter to them. This paradigm shifts from destination management based on the ‘use value’ 
model, which enables serial reproduction of industrial society holiday images implying substantial chal-
lenges for Turkish policymakers. In this context the ‘use value’ model plays an essential role for ‘trans-
lating’ the strategic intention at the operational scale by ‘swapping’ scientific, academic, volunteer and 
educational activities in a ‘SAVE Heaven’ environment thereby contributing to the host communities’ 
peace and prosperity on the one hand and the knowledge worker ‘in-residence’ personal development 
and well-being on the other.

It stands to reason that the ‘exchange value model’ deserves due consideration for Turkey to achieve, 
simultaneously, a harmonious economic success and a sense of societal well-being. For instance, retired 
European academics can contribute to universities in Turkey where they take up temporary/permanent 
residence across borders from their native country. Likewise, other knowledge workers can also make 
contributions to the countries according to their area of expertise. In this way they feel needed and valu-
able as they keep contributing to the society.

In international trade and investment, policies that seek to contribute to diversity of trade goods must 
become underpinned by a redefined foreign economic relations and foreign direct investments structure 
that represents a value proposition for local companies and investors alike. As Turkey’s economy is 
transforming from an industrial to a service economy, its workplace will need to mine, paradoxically, 
the human expression, which is built on personal interests outside the workplace, e.g. to develop creative 
hotspots.

Turkey is a developing country that adopted tourism not only as an economic growth strategy, but also 
a tool for favorable image on an international platform (Tosun and Timothy, 2001). Almost 30 million 
international tourists go back to their country happily after experiencing destinations in Turkey and they 
tell other people. Especially Europeans, whose expectations about Turkey are low before visiting, tend 
to be impressed by the objects, artefacts Turkey has to offer. Through word of mouth, they recommend 
Turkey to their acquaintances spreading the country’s positive image. In 2011, Turkey became the sixth 
most visited country in the world with 29 million international tourists. By the year 2019, Turkey still 
held the same position as the sixth most visited country (after France, Spain, the USA, China, Italy) in 
the world with 46 million international tourists (UNWTO, 2021:8).

Turkey has successfully followed the traditional Mediterranean destinations such as Spain to attract 
tourists. Policymakers draw on the ‘use value’ model, which results in serial reproduction of holiday im-
ages and un-reflexive host-guest relationships to compete head on with rivals. The main lesson learned 
can be that the approach used by the traditional Mediterranean destinations ignores the propensity of 
retiring knowledge workers to engage in cross-border living, learning and transition. Same justifies the 
analysis of the perceived attractiveness of Turkey as a destination for knowledge workers ‘in-residence’ 
in pursuit of SAVE activities, which represent within a landscape of well-being perspective, a preven-
tive health care lifestyle.

The blurring boundaries between retirement and work and the blurring boundaries between countries, 
taking the mobility of retirement, require a ditto transformational strategy to sustain Turkish differential 
competitive advantage. However, this paradigm shifts present substantial challenges for policymakers, 
businesses, government, higher education/university their respective objectives, agenda, interests, etc. 
With health care costs spiraling out of control in Northern European countries, a growing number of 
retired and retiring knowledge workers will be in search for a cultural climate of enjoyment as a means 
of preventive health care treatment. Therefore, to overcome fragmentation necessary for capitalizing on 
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the emerging opportunities future, research should give serious consideration of an integrated approach 
based on the ‘exchange value model’, to co-create the images and reflexive host-guest relationships.

REFERENCES

Ashton, A. S., Scott, N., & Choibamroong, T. (2019). Place development for international retirement 
migrants: A decision-making process model. Journal of Place Management and Development, 12(3), 
449–468. doi:10.1108/JPMD-05-2018-0035

Ayyildiz, H., & Turna, G. B. (2014). Turkey’s image as a tourist destination in Northern Europe. Inter-
national Journal of Advances in Management, Economics and Entrepreneurship, 1(4), 1–8.

Baerenholdt, J. O., & Haldrup, M. (2006). Mobile networks and place making in cultural tourism: Stag-
ing viking ships and rock music in roskilde. European Urban and Regional Studies, 13(3), 209–224. 
doi:10.1177/0969776406065431

Balkir, C., & Kirkulak, B. (2009). Turkey, the new destination for international retirement migration, 
migration and mobility in Europe. In Migration, Mobility and Europe. Edward Elgar Publishing, MPG 
Books Group.

Barysch, K. (2007). What Europeans think about Turkey and why, Essay partly based on the CER Seminar 
on Europe’s public opinion on Turkish EU accession. Centre for European Reform Essays. https://www.
cer.eu/sites/default/files/publications/attachments/pdf/2011/essay_turkey_barysch_25sept07-1392.pdf

Bloom, D. E., Canning, D., & Fink, G. (2011). Implications of population aging for economic growth. 
Harvard University Program on the Global Demography of Aging. NBER Working Paper No 16705, 
National Bureau of Economic Research. https://www.nber.org/system/files/working_papers/w16705/
w16705.pdf

Centers for Disease Control and Prevention. (2020, September 11). Older Adults. https://www.cdc.gov/
coronavirus/2019-ncov/need-extra-precautions/older-adults.html

Davenport, T. H. (2005). Thinking for a living: How to get better performance and results from knowledge 
workers. Harvard Business School Press.

Dennis, C., & Melewar, T. C. (2010). Place marketing and branding in a turbulent world. Place Branding 
and Public Diplomacy, 6(2), 76. doi:10.1057/pb.2010.17

Dewdney, J. C. (2020, November 8). Turkey. Britannica. https://www.britannica.com/place/Turkey/
Demographic-trends#ref44475

Diaz, M. A. C. (2004). Northern European retired residents in nine southern European areas: Characteris-
tics, motivations and adjustment. Ageing and Society, 24(3), 353–381. doi:10.1017/S0144686X04001898

Euronews. (2013, June 3). Is this the Turkish Spring? The view from The Euronews Istanbul Correspon-
dent. https://www.euronews.com/2013/06/03/is-this-the-turkish-spring-the-view-from-the-euronews-
istanbul-correspondent-/

 EBSCOhost - printed on 2/9/2023 2:53 AM via . All use subject to https://www.ebsco.com/terms-of-use

https://www.cer.eu/sites/default/files/publications/attachments/pdf/2011/essay_turkey_barysch_25sept07-1392.pdf
https://www.cer.eu/sites/default/files/publications/attachments/pdf/2011/essay_turkey_barysch_25sept07-1392.pdf
https://www.nber.org/system/files/working_papers/w16705/w16705.pdf
https://www.nber.org/system/files/working_papers/w16705/w16705.pdf
https://www.cdc.gov/coronavirus/2019-ncov/need-extra-precautions/older-adults.html
https://www.cdc.gov/coronavirus/2019-ncov/need-extra-precautions/older-adults.html
https://www.britannica.com/place/Turkey/Demographic-trends#ref44475
https://www.britannica.com/place/Turkey/Demographic-trends#ref44475
https://www.euronews.com/2013/06/03/is-this-the-turkish-spring-the-view-from-the-euronews-istanbul-correspondent-/
https://www.euronews.com/2013/06/03/is-this-the-turkish-spring-the-view-from-the-euronews-istanbul-correspondent-/


269

International Retirement Migration of European Baby Boomers
 

Eurostat Pocketbooks. (2012). The European Union and the BRIC countries. Eurostat European Com-
mission. https://ec.europa.eu/eurostat/web/products-pocketbooks/-/ks-31-11-414

Fernandez-Crehuet, J. M., Rosales-Salas, J., & Cogollos, S. D. (2021). Country’s international reputation 
index. Corporate Reputation Review, 24(1), 14–30. doi:10.105741299-019-00088-8

Fokkema, T., Cela, E., & Witter, Y. (2016). Pendular migration of older adults: Misconceptions and nu-
ances. In V. Horn & C. Schweppe (Eds.), Transnational Aging: Current Insights and Future Challenges 
(pp. 141–161). Routledge. doi:10.4324/9781315756394

Fombrun, C., & Van Riel, C. (1997). The reputational landscape. Corporate Reputation Review, 1(1-2), 
5–13. doi:10.1057/palgrave.crr.1540008

Fraim, J. (2003). Battle of symbols global dynamics of advertising, entertainment and media. Daimon 
Verlag.

Ghasemi, V., Del Chiappa, G., & Correia, A. (2016). Host-Guest interactions: Conceptualising and test-
ing the role of apathy. 8th World Conference for Graduate Research in Tourism Hospitality and Leisure. 
Proceedings Book, 497-502.

Go, F. M., & Govers, R. (2011). Introduction to the international place branding yearbook managing 
reputational risk. Palgrave MacMillan.

Go, F. M., & Little, S. (2013). Older workers in a global economy – Life cycle migration and knowledge 
transfer. In P. Taylor (Ed.), Older Workers in an Aging Society: Critical Topics in Research and Policy 
(pp. 817–819). Edward Elgar.

Go, F. M., & Trunfio, M. (2012). A paradigm shift from tourism destination management to democratic 
governance of place branding: The cases of Pompei and Campi Flegrei. Journal of Travel and Tourism 
Research, (Spring), 4–17.

Gursoy, D., & McCleary, K. W. (2004). An integrative model of tourists’ information search behavior. 
Annals of Tourism Research, 31(2), 353–373. doi:10.1016/j.annals.2003.12.004

Hall, P. (2000). Creative cities and economic development. Urban Studies (Edinburgh, Scotland), 37(4), 
639–649. doi:10.1080/00420980050003946

Haller, M. (2013). The image of Turkey in Europe today. European Review (Chichester, England), 21(3), 
327–335. doi:10.1017/S106279871300029X

Ince, F. (2020). The effects of Covid-19 pandemic on the workforce in Turkey. Social Mentality and 
Researcher Thinkers Journal, 6(32), 1125–1134. doi:10.31576mryj.546

Jamal, T. B., & Getz, D. (1995). Collaboration theory and community tourism planning. Annals of Tour-
ism Research, 22(1), 186–204. doi:10.1016/0160-7383(94)00067-3

Kaiser, C., & Friedrich, K. (2004). Migration decisions, living environments and adjustments to changing 
needs of elderly Germans on Mallorca. In A. M. Warnes (Ed.), Final Report ESF-Network. doi:10.1017/
S0144686X04001898

 EBSCOhost - printed on 2/9/2023 2:53 AM via . All use subject to https://www.ebsco.com/terms-of-use

https://ec.europa.eu/eurostat/web/products-pocketbooks/-/ks-31-11-414


270

International Retirement Migration of European Baby Boomers
 

Kask, S. B., Kline, C., & Lamoureux, K. (2011). Modeling tourist and community decision making, 
The SAVE Market. Annals of Tourism Research, 38(4), 1387–1409. doi:10.1016/j.annals.2011.03.011

King, R., Cela, E., & Fokkema, T. (2021). New frontiers in international retirement migration. Aging 
and Society: An Interdisciplinary Journal, 41(6), 1205–1220. doi:10.1017/S0144686X21000179

Kowalczyk, S. J., & Pawlish, M. J. (2002). Corporate branding through external perception of orga-
nizational culture. Corporate Reputation Review, 5(2-3), 159–174. doi:10.1057/palgrave.crr.1540172

Mahon, J. F., & Wartick, S. L. (2003). Dealing with stakeholders: How reputation, credibility and fram-
ing influence the game. Corporate Reputation Review, 6(1), 19–35. doi:10.1057/palgrave.crr.1540187

Newburry, W., Deephouse, D. L., & Gardberg, N. A. (2019). Global Aspects of Reputation and Strategic 
Management. In Global Aspects of Reputation and Strategic Management (Research in Global Strategic 
Management, 18). Emerald Publishing Limited. doi:10.1108/S1064-485720190000018009

Ozerim, M. G. (2012). Turkey on the Route of Retirement Migration: The Motivations of European 
Retirement Migrants to Prefer Turkey and Their Perception of Turkey. Journal of Yasar University, 
28(7), 4766–4787.

Phillipson, C. (1998). Reconstructing Old Age: New Agendas in Social Theory and Practice. Sage Books.

Population Institute. (2020). Population Clock. https://www.populationinstitute.org/resources/

Repetti, M., Phillipson, C., & Calasanti, T. (2018). Retirement migration in Europe: A choice for a better 
life? Sociological Research Online, 23(4), 780–794. doi:10.1177/1360780418782243

Reputation Institute, Country RepTrak. (2015). The World’s Most Reputable Countries. The World’s 
View on Countries: An Online Study of the Reputation of 55 Countries. Author.

Shirky, C. (2010). Cognitive Surplus: How Technology Makes Consumers into Collaborators. The 
Penguin Press.

Singularity Hub Staff. (2009). Blue Zones – Places in the World Where People Live to 100 and Stay 
Healthy. https://singularityhub.com/2009/07/20/blue-zones-places-in-the-world-where-people-live-to-
100-and-stay-healthy/

Tisch, D. (2017). What gives a nation great reputation? https://policyoptions.irpp.org/magazines/july-
2017/what-gives-a-nation-a-great-reputation/

Tosun, C., & Timothy, D. J. (2001). Shortcomings in planning approaches to tourism development in 
developing countries: The case of Turkey. International Journal of Contemporary Hospitality Manage-
ment, 13(7), 352–359. doi:10.1108/09596110110403910

Trueman, M., Klemm, M., & Giroud, A. (2004). Can a city communicate? Bradford as a corporate brand. 
Corporate Communications, 9(4), 317–330. doi:10.1108/13563280410564057

TurkStat. (2020). House Sale Statistics. General Directorate of Land Registry and Cadastre.

 EBSCOhost - printed on 2/9/2023 2:53 AM via . All use subject to https://www.ebsco.com/terms-of-use

https://www.populationinstitute.org/resources/
https://singularityhub.com/2009/07/20/blue-zones-places-in-the-world-where-people-live-to-100-and-stay-healthy/
https://singularityhub.com/2009/07/20/blue-zones-places-in-the-world-where-people-live-to-100-and-stay-healthy/
https://policyoptions.irpp.org/magazines/july-2017/what-gives-a-nation-a-great-reputation/
https://policyoptions.irpp.org/magazines/july-2017/what-gives-a-nation-a-great-reputation/


271

International Retirement Migration of European Baby Boomers
 

Turna, G. (2022). How “Dieselgate” Changed Volkswagen: Rushing to Erase the Traces of Greenwash-
ing. In Socially Responsible Consumption and Marketing in Practice. Springer. doi:10.1007/978-981-
16-6433-5_16

Turna, G. B. (2013). The effects of product-country image and tourism destination image on international 
consumer behavior: Comparative analysis of Turkey, Spain, Germany, Sweden and the Netherlands. 
Black Sea Technical University.

Turner, D., Giorno, C., De Serres, A., Vourc’h, A., & Richardson, P. (1998). The macroeconomic im-
plications of aging in a global context. OECD Economics Department Working Papers, 193, OECD 
Publishing. doi:10.1787/18151973

TUROFED-Turkish Hotelier Federation. (2010). Tourism Report 2. http://www.turofed.org.tr/PDF/
DergiTr/Turofed_Dergi-Turofed50.pdf

TUROFED-Turkish Hotelier Federation. (2019). Tourism Report. https://www.turofed.org.tr//panel/
upload_system/pages_file/f0d8ac64de76e795a84a98a188b926b1.pdf

United Nations, Department of Economics and Social Affairs. (2017). World Population Aging 2017 
Highlights. https://www.un.org/en/development/desa/population/publications/pdf/aging/WPA2017_High-
lights.pdf

UNWTO-World Tourism Organization. (2021). International Tourism Highlights, 2020 Edition. https://
www.e-unwto.org/doi/epdf/10.18111/9789284422456

Warnes, T. (2009). International Retirement Migration. In P. Uhlenberg (Ed.), International Handbook 
of Population Aging. International Handbooks of Population (Vol. 1). Springer. doi:10.1007/978-1-
4020-8356-3_15

Williams, A. M., King, R., Warnes, A., & Patterson, G. (2000). Tourism and international retirement 
migration: New forms of an old relationship in southern Europe. Tourism Geographies, 2(1), 28–49. 
doi:10.1080/146166800363439

Williams, A. M., King, R., & Warnes, T. (1997). A place in the sun: International retirement mi-
gration from Northern to Southern Europe. European Urban and Regional Studies, 4(2), 115–134. 
doi:10.1177/096977649700400202 PMID:12292969

World Economic Forum. (2011). Global Risks 2011 (6th ed.). https://www3.weforum.org/docs/WEF_Glo-
balRisks_Report_2011.pdf

World Economic Forum. (2013). The Global Competitiveness Report 2012-2013. https://www3.weforum.
org/docs/WEF_GlobalCompetitivenessReport_2012-13.pdf

Yakar, M., & Sudas, I. (2019). The New Geographies of Foreign Population in Turkey. Aegean Geo-
graphical Journal, 28(2), 129–164.

Yang, S. U., Shin, H., Lee, J. H., & Wrigley, B. (2008). Country reputation in multidimensions: Pre-
dictors, efects, and communication channels. Journal of Public Relations Research, 20(4), 421–440. 
doi:10.1080/10627260802153579

 EBSCOhost - printed on 2/9/2023 2:53 AM via . All use subject to https://www.ebsco.com/terms-of-use

http://www.turofed.org.tr/PDF/DergiTr/Turofed_Dergi-Turofed50.pdf
http://www.turofed.org.tr/PDF/DergiTr/Turofed_Dergi-Turofed50.pdf
https://www.turofed.org.tr//panel/upload_system/pages_file/f0d8ac64de76e795a84a98a188b926b1.pdf
https://www.turofed.org.tr//panel/upload_system/pages_file/f0d8ac64de76e795a84a98a188b926b1.pdf
https://www.un.org/en/development/desa/population/publications/pdf/aging/WPA2017_Highlights.pdf
https://www.un.org/en/development/desa/population/publications/pdf/aging/WPA2017_Highlights.pdf
https://www.e-unwto.org/doi/epdf/10.18111/9789284422456
https://www.e-unwto.org/doi/epdf/10.18111/9789284422456
https://www3.weforum.org/docs/WEF_GlobalRisks_Report_2011.pdf
https://www3.weforum.org/docs/WEF_GlobalRisks_Report_2011.pdf
https://www3.weforum.org/docs/WEF_GlobalCompetitivenessReport_2012-13.pdf
https://www3.weforum.org/docs/WEF_GlobalCompetitivenessReport_2012-13.pdf


272

International Retirement Migration of European Baby Boomers
 

Yuksel, A. (2001). Managing customer satisfaction and retention: A case of tourist destinations, Turkey. 
Journal of Vacation Marketing, 7(2), 153–168. doi:10.1177/135676670100700205

Yuksel, F. (2002), Inter-Organisational Relations and Central-Local Interactions in Tourism Planning 
in Belek, Turkey (Doctoral Thesis). Sheffield University.

KEY TERMS AND DEFINITIONS

Baby Boomers: The living generation that was born between 1946 and1964, are currently the largest 
group in the workforce, and many of them are either preparing to retire or already retired.

Country Image: It is the total beliefs a person has about a specific country.
COVID-19: A pandemic causing respiratory illness with symptoms such as a cough, fever, muscle 

pain and difficulty breathing.
Destination Management Organization (DMO): It is an organization that aims to attract visitors 

in order to enhance the local economy through engaging local communities to ensure that tourism de-
velopment is mutually beneficial for both tourism stakeholders and local residents.

Destination Marketing: It is a form of marketing in which a destination is promoted to potential 
visitors by increasing awareness of a certain destination with the aim of raising demand for the destina-
tion and improving its positive image.

Expats: Skilled workers or professionals who take positions outside their home country.
International Retired Settlers (IRS): They are the people who are foreign retirees beyond retire-

ment age and who are granted the right to stay over a long period or indefinitely in the territory of a 
country other than their own provided that they have sufficient independent income and do not become 
a charge to that country.

International Retirement Migration (IRM): It is the notion of retirees who decide to move, either 
permanently or seasonally, to Mediterranean Europe from Northern Europe.

Knowledge Workers: They are the workers whose main capital is knowledge such as engineers, 
academics, architects, lawyers, and scientists whose job is to “think for a living.”

SAVE Tourism: It is a tourism concept combining the supply and demand of “scientific, academic, 
volunteer and education” tourism.

Sustainable Tourism Marketing (STM): It is a tourism concept that takes full account of economic, 
social and environmental impacts which are the main three pillar of sustainability while addressing the 
needs of stakeholders for both today and the future.

ENDNOTES

1  Frank M. Go was Emeritus Endowed Professor of Event and Tourism Marketing in the Department 
of Marketing Management at Rotterdam School of Management, Erasmus University (RSM). He 
joined RSM in September 1996 and established the Centre for Tourism Marketing. As an interna-
tionally well-known and respected scholar, he taught event and tourism marketing to bachelor and 
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2  Reputation Institute is a global private consulting firm based in Boston and Copenhagen, founded 
by Dr. Charles Fombrun and Dr. Cees van Riel in 1997.

3  Dan Buettner is an explorer, National Geographic Fellow, award-winning journalist and producer, 
and a New York Times bestselling author. He discovered the five places in the world—dubbed Blue 
Zones—where people live the longest, healthiest lives, https://www.bluezones.com/dan-buettner/.
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ABSTRACT

It is a key issue how different generations coming together for a specific purpose of the business evalu-
ate critical information. In information processing, HRM has critical roles in adapting to the diversity 
of the multigenerational workforce and fostering creativity. While managing a multigenerational work-
force can provide a competitive advantage, ignoring the process can cause sustainability matters for the 
business. From this point of view, it is useful to consider the multigenerational workforce from different 
perspectives in terms of HRM. All efforts to understand employees are substantial as they contribute to 
creating an effective and synergic organization.

INTRODUCTION

Basic demographic factors such as gender and age can lead to differences in social life as well as in 
organizational life. In today’s organizational structures, where the importance of the individual has 
increased, intense efforts are made to motivate employees in line with individual and organizational 
goals. As with all organizational concepts, to understand a subject it is necessary to classify it and then 
identify the characteristics of each group. Only in this way can motivational tools be developed for a 
particular group. As businesses become increasingly globalized, it has become inevitable for them to 
understand and manage differences. Every culture, even every subculture, has its characteristics and ev-
ery age group has its perceptions. Considered in more detail, there may even be differences between an 
individual born in the winter and an individual born in the summer or born in the Northern Hemisphere 
and an individual born in the Southern Hemisphere. According to Ince (2022a), as a social being, the 
individual is affected by the cultural structure of society and other environmental conditions. Since the 
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complex mental process of individuals takes into account many variables at the same time, it can produce 
different results even if the conditions are the same. For this reason, it is seen as quite normal that the 
technological, economic, and social conditions of the period in which they grew up affect the emotions, 
thoughts, and behavior tendencies of the individual.

The number and level of influence of internal and external factors affecting the individual can be 
further increased. However, the real issue is how to use this information in organizational settings that 
require different individuals to work together for a specific purpose. Multinational organizations that 
can work in harmony with each other to achieve strategic goals but need to keep creativity alive have 
to exhibit successful Human Resources Management (HRM) practices in this regard. While diversity 
in the workplace is a factor that can provide a competitive advantage if managed well, ignoring or not 
following the process can create problems that cause sustainability problems for the business. Therefore, 
tasks such as getting to know individuals, and making their presence in the business meaningful with 
career plans in line with their personal goals have critical importance for the business. Furthermore, the 
importance of perceptions of the individuals in a workplace should consider with a clear focus on the 
values, mission, and vision of organizational structure, which is relevant to HRM functions. However, 
the issue of managing multigenerational employees may require a detailed consideration of HRM func-
tions influenced by organizational culture. This cannot only provide a direct focus on business purpose 
but can also convince target groups of the business by providing insight into the context that influences 
corporate decision making. Thus, this chapter of the book discusses generational classifications and 
presents some organizational applications for understanding different age groups in the workplace.

METHODOLOGY

To understand the state of the future of Human Resource Management, it is necessary to search the 
variables that affect the nature of individuals in an organization. Environmental factors such as economy, 
technology, social culture, and other life conditions that affect people are variables that also have the 
potential to affect the future of the HRM practices, as well as organizational structures. One of the con-
cepts that explain the change of individuals in light of all these factors is generations. Thereby, the idea 
of this chapter is to provide a basic theoretical framework for generations and their impacts on HRM. 
According to this idea, it is aimed to provide a practical, and comprehensive guide for practices of fu-
ture HRM within the scope of the generations. This literature search is based on the general scanning 
model also known as the qualitative research method by using secondary data to draw attention to new 
generations in the workplace. Following the theoretical structure, a hypothetical scenario that is based 
on an HRM case study is discussed within the scope of critical theory.

AGE DIFFERENCES IN THE WORKPLACE

Although the main starting point is age, some differences can be seen in the classification of generations. 
While some researchers start the age groups from the post-war period, others consider the later period, 
and also some age differences emerge when classifying the last generations. In this section, the gener-
ally accepted five-point classification will be included as the Silent, Baby Boomers, Generation X, Y, 
and Z. Because this classification appeals to all age groups, considering the important events affecting 

 EBSCOhost - printed on 2/9/2023 2:53 AM via . All use subject to https://www.ebsco.com/terms-of-use



276

The Human Resources Perspective on the Multigenerational Workforce
 

people. In this title, generations and their distinctive features will be discussed in general terms before 
workplace practices. Thus, it is thought that the human characteristics reflected in the organizational 
structure will be realized more clearly.

Common Characteristics of Generations

The individual, who has different roles in business and social life, is not only affected by environmental 
factors but also affects the existing cultural structure. This mutual relationship between the individual 
and the environment requires knowing the cultural values of the employees as well as the characteristics 
of the business. This situation is seen as one of the requirements of directing the individual towards 
common goals. New studies that will help professionals better understand human nature are invaluable 
to an effective management process. For this reason, approaches such as generations that classify indi-
viduals provide information that serves effective management tools such as communication, orientation, 
coordination, and harmony.

Since it is not possible to easily use an unknown or newly discovered device, it will not be effective 
to try to guide a person with a complex cognitive structure without understanding it. This requirement 
can be observed quite clearly in some areas. In the field of marketing, serious statistical analyzes are 
carried out with high costs to know the consumer. The main purpose of these studies is to analyze con-
sumers and guide their consumption behavior better. For this reason, businesses that value people and 
offer opportunities to reveal their potential are seen as more attractive for qualified personnel. For this 
reason, it is recommended that businesses consider classifications such as generation when working 
with different age groups. Looking at the classifications, it is seen that there are some minor age dif-
ferences and name differences. One of these classifications is Generation XYZ as follows (Wiedmer, 
2015; Bravo et al., 2020):

• Generation X: Also known as the Latchkey kids, MTV Generation, and 13th Generation, this 
group was born in 1965-1979 and consists of people who are expected to hold managerial posi-
tions in existing businesses.

• Generation Y: Those born between 1980-1996 are also called Millennials, Echo Boomers, and 
Boomerang Generation and are currently mid-level in their careers.

• Generation Z: Those born between 1997-2015, are also known as the iGeneration, Post-Millenials, 
Homeland Generation. The youngest employees of this classification are in this generation.

In the XYZ classification, it is seen that Generation Y is called the Millennials in some sources. Look-
ing at the information on the birth interval of the generations, few changes in the age range are striking. 
However, the general lines of the classification were preserved, since the differences between one or two 
years of age would not affect the events that marked the period and the sociocultural structure. Another 
classification of generations, which are considered to be five, can be summarized as follows (Taylor et 
al., 2014; Stewart et al., 2017):

• Silent: Born between 1928 and 1945, this generation is also known as Traditionalist, Builders, 
Lucky Few.

• Boomers: Born between 1946 and 1964, this generation is also known as the Baby Boomers or 
Me Generation.
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• Generation X: Born between 1965 and 1980, this generation is also known as the Baby Bust.
• Millennials: This generation was born between 1981 and 1996, also known as Generation Y, Gen 

Next, or Net Generations.
• Generation Z: This generation was born after 1997, also known as the iGen, Linkster Generation, 

Zoomers, or Gen 2020.

This classification can be made in six groups by considering the previous generation born up to 1925 
in some sources. The previous generation born during the war is called the Greatest Generation or G.I. 
Generation. In this classification, it is seen that those born between 1890 and 1915 are called the Lost 
Generation. In some articles, those born between 1901 and 1913 are called the Interbellium Generation; 
those born between 1910 and 1924 are called the Greatest Generation (Connaway et al., 2008). However, 
the reflections on business life after the Silent Generation will be discussed in this section. Therefore, 
The Gen Alpha classification, which was born after 2012, will not be evaluated under the following titles 
for the same reason, they were not actively involved in business life.

Cultures of Generations

When the elements that make up the culture are examined, it is understood why the culture should be 
handled in terms of generations. The interactive components of the culture can be listed as follows; 
socio-economic status, sexual orientation, age, race, religion, ethnicity, education, gender, nationality, 
family, language, and generation. It is known that there are local cultures and even subcultures besides 
the national culture (Özdevecioğlu & İnce, 2011). In addition, it should not be forgotten that every or-
ganization has a unique organizational culture. For this reason, culture is one of the issues that should 
be emphasized for every workplace for efficiency. It is known that culture has many direct and indirect 
effects on personality. Like a set of shared values, beliefs, and norms, culture influences an individual’s 
learning style, lifestyle, and even behavioral patterns. So, it can be said that culture is one of the power-
ful factors that shape personality. The importance of culture for HRM lies at this point. The learning 
process, perception style, and interpretation of the world of an individual trained during the war will 
be affected by all developments. Thus, knowing the methods in which the individuals learn better and 
which features they seek as a leader will facilitate the manager’s work. Learning and development is a 
crucial part of the HRM process to enhance an employee’s skills, knowledge, and competency, result-
ing in better performance in an organization. In addition, skills and competencies are required for an 
employee to perform certain tasks and procedures according to a required job standard (Banfield et al., 
2018). Employee learning and development is linked to a business’s ability to achieve strategic goals, 
as an evolving workforce provides decision-making authority, shares information, minimizes incivility, 
and provides performance feedback (Spreitzer & Porath, 2012). So, it would be valuable to describe the 
generational differences in the workforce in terms of HRM functions such as recruitment, training and 
development, motivation, and so on.

Considering the period in which the Silent Generation lived, there seem to be great events that are 
profoundly shocking such as World War II and the Bombing of Darwin. This generation, which also saw 
the effect of communism, lived its childhood in the presence of events that shook the world (Robinson 
et al., 2013). Living in an uneasy society during wartime would have psychological consequences as 
well as physical harm. Even people who are not involved in war see immigrant societies and share the 
suffering of the world. In a study conducted on the mental effects of war in adults, and children, it was 
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determined that especially the belief system and social relations of the children were damaged and they 
were forced to deal with high-stress levels (Lustig et al., 2004; McCrindle & Wolfinger, 2009). Therefore, 
the conditions in which the society is located, and the cultural perspective formed according to these 
conditions also affect the attitudes of individuals. The Silent Generation prefers military-style disciplined 
learning because of all cultural factors. Rules and orders should be clear, precise, and unambiguous. In 
addition to these learning environments, they prefer formal and didactic learning for education. Also, 
the training focus is from top to down, traditional, and on-the-job style. This fondness for traditional 
methods is also seen in other habits (Shen, 2019). The generation that likes face-to-face communication 
prefers to be informed in person, and in advance in practices such as promotion, dismissal, relocation, 
or additional remuneration.

Secondly, the Baby Boomers went beyond the radio limited life of the previous generation to meet 
television. The critical events of this period can be listed as follows; the Vietnam War, Decimal Cur-
rency, Neil Armstrong, and Cyclone Tracy. Studies on the effects of war and cyclone events that affect 
human psychology have found that women are more prone to fear. In addition, individual characteristics 
such as anxiety, nervous fears, and habits may change in a stressful environment (Milne, 1977). While 
the impact of war and cyclones on gender is not true in all situations, it is one of the saddening truths 
that is accepted whenever families are more stressed, overly anxious, or hysterical. In this period when 
seeing means believing, the most basic method of persuasion is to talk with evidence. Therefore, the 
focus has been on documents prepared with technical data and evidence. Since this generation prefers 
a quiet environment, they learn comfortably in a structured classroom environment. This generation, 
acting according to long-term needs, attaches importance to informing the authorities while working 
in an organization (Palmatier & Crecelius, 2019). Unlike the previous generation, in addition to using 
cash, multiple payment methods such as split or partial payment can also be used.

As in previous generations, natural and economic events that shaped the century were experienced 
during the X Generation period. The Challenger Explodes, Stock Market Crash of 1987, Halley’s Comet, 
Berlin Wall, and the Newcastle Earthquake are the most important events that attract the most attention 
in this term. More than simply separating East and West Berlin, the Berlin Wall was like the dividing 
line between capitalism and socialism. After the Second World War, one of the divided parts of the 
country flourished with capitalism, while the other fell under the influence of socialism and oppressive 
rule. This process, including the other countries around it, and the destruction of the wall took place 
among influential events all over the world. Those born during this period were raised by parents who 
knew the effects of capitalism and socialism, and they feel the universal effects of the 1987 Stock Market 
Crash. This event also as known Black Monday forces the countries to international financial integration. 
On the other hand, all domestic investors saw the economic interdependence of international financial 
markets in such a large scope (Hamao et al., 1991). Not only the investors but also the consumers and 
households were affected by this global-scale event. Due to the sociological, and psychological effects 
of all these events, seeing is believing. After all, seeking expert opinion, one of the knowledge sources of 
different ways of persuasion, is valid for this generation. The financial values of this generation include 
the medium-term goals takes to accomplish. These goals can be taken into account as practices in incen-
tives. They volunteer for using credit savvy and life-stage debt to achieve financial aims. On the other 
hand, the learning style of Gen X beyond the case studies, practical methods, and similar applications 
(Beck & Garris, 2019). Hence, creating a round-table discussion, and a relaxed atmosphere could be 
suitable in the workplace. Especially spontaneous or interactive training gives positive and productive 
results for employee training and development.
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The Millennials or Generation Y experienced these events; The Columbine High School massacre, 
Thredbo Disaster, New Millennium, September 11, and Bali Bombing. The psychological effects of such 
events, which endanger the sense of security of individuals, can continue for a long time. Depression and 
post-traumatic disorder can be seen even in psychologically strong individuals. The way people perceive 
the outside world after their disasters changes according to safety perception. After all, it can be said 
that they love the emotional and participative styles for training and the stories make it easy to learn a 
new concept. Therefore, multi-sensory, and visual technics should be preferred for workplace training. 
For the best learning atmosphere, new methods such as the cafe-style with music, and multi-modals can 
be used. Because these technics are also capable to fill missing modalities given the observed ones and 
they are ideal for deep learning for this generation (Kamalia et al., 2019). Otherwise, unlike other genera-
tions, the financial values of Gen Y are based on the short-term wants, they live with credit-dependent 
and choose the lifestyle debt to achieve financial aims. They consider the comments of their friends 
more than loyalty, so changing jobs is not as dramatic as previous generations, but more normal. One 
of the consequences of this landscape in the light of current advancements and the emergence of the 
gig economy is the changing jobs. These could be useful points for HRM professionals as knowing the 
environment in which employees are more prone to learn and practice can encourage desired behavior.

The last generation of this classification is Gen Z which was born with the Iraq and Afghanistan War, 
Asian Tsunami, WikiLeaks, Global Financial Crisis (GFC), and the Arab Spring. The Asian Tsunami 
is also known as the 2004 Indian Ocean Tsunami is the deadliest tsunami on record, because it caused 
more than 230.000 deaths. After the disaster, the towns and villages have been rebuilding to maintain the 
immense destruction. Also, in 2008 the world economy faced its most dangerous crisis called GFC since 
the Great Depression of the 1930s. This is the most significant economic shock in the post‐war period 
and it affects all economic activity in every country, and region from the US to the World (Martin, 2015; 
Tudoran, 2020). Although the effects of all these developments on the people living in that period differ, 
they still provide general information in terms of social psychology. These disasters and their repercus-
sions help to understand the change in the attitude of people living in that period and what happened 
afterward. Considering the issue in terms of the application of HRM practices in a multigenerational 
context, it is necessary to understand the workplace organizational behaviors of Gen Z.

One of the factors that should not be forgotten is advanced technology and its effects on business life. 
Advanced technology is increasingly evident in many aspects of business life, helping to make learning 
fun, exciting, and richly rewarding. Whence it is seen that the multi-modal technics and e-learning with 
interactive styles can be more successful (Ince, 2021b). For this generation, kinesthetic learning and 
student-centered approach should be preferred in applications such as increasing participation, problem-
solving, communication skills, critical thinking. According to Wagner (2014), the lounge room style, 
and multi-stimulus atmosphere are recommended for this learning environment. On the other hand, the 
needs of each generation should be determined by taking into account the digital gaps based on individual 
and socio-cultural differences in the accelerated digital learning process (Ince, 2021c). The financial 
values of this generation include digital solutions such as e-stores, e-commerce, and life-long debt (Ince, 
2020b). This means that flexible and open to change interactive applications can be used as motivators 
for HRM professionals. Keeping up with the digital world is one of the most important points for this 
generation, both in business and non-business conditions.
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CHALLENGES OF THE MULTIGENERATIONAL WORKFORCE

The communication process is defined as the transfer or exchange of information, ideas, or messages. 
From this point of view, communication in the workplace can be defined as the process of exchanging 
information and ideas, both verbal and non-verbal, within an organization. Working efficiently and be-
ing productive is based on organizational communication skills, which have strategic importance for all 
organizations. When the psychological concepts related to the organization are examined in detail, it 
is seen that each term is the result of interpersonal communication under the name of employees, col-
leagues, managers, stakeholders (Ince, 2018a). Therefore, all perception terms, which are considered from 
a managerial perspective, emerge or develop as a result or reflection of organizational communication. 
Besides that, the sensitivity of organizational activities to technology will also affect perceptions as a 
part of organizational atmosphere and climate. Thus, the communication styles and technology prefer-
ences of generations are discussed in this title of the chapter.

Types of Generational Communication

Communication is one of the most basic elements of organizations because interpersonal relations be-
gin and develop with the exchange of information. It is not merely a transfer of information, it is also 
about sharing the workplace atmosphere as it is a cultural interaction. Effective communication requires 
focusing on the real message and emotion to achieve the goal adequately. This exchanging process is 
about the presentation of views or messages by the sender in a way best understood by the receiver. So, 
a successful organizational communication strategy has the potential to create an obvious difference in 
the incentive structure resulting from the motivation between parties (DeCenzo et al., 2016). It is one 
of the factors that motivate employees in the implementation of innovative ideas (Dulaimi & Hartman, 
2006). This is because poor communication and misunderstanding are generally linked to social distanc-
ing and poor emotional connection (Neeley, 2015).

The actual message transfer, called effective or empathetic communication, is not limited to the skills 
of the sender, but the target must also be a good listener. This basic information about communication 
shows that this concept, which is a part of the culture, is shaped as a result of mutual interaction. There-
fore, the perception of the individual will be affected by many variables such as the communication 
style, culture, close friends, working environment, communication habits within and outside the family 
during the growth period. So, it can be said that socio-cultural, individual, and environmental factors, 
which are the basic elements of all cultures, affect the communication style as well as the individual’s 
age, childhood, and generation. This situation makes the communication preferences of different genera-
tions an increasingly important organizational issue. Knowing individual differences in communication, 
which is very important in business life, will make an organizational contribution in a multigenerational 
workplace. So, The HR manager should consider the communication tools as an opportunity to maintain 
loyalty and commitment.

The Silent Generation, the first generation in the classification, had the habit of using formal letters 
in their youth. The Baby Boomers saw the first TV, and they became part of the first mass advertisement 
in parallel. Also, the communication media of this generation is the telephone because they grew up with 
pre cell phone mobile technology, such as the radio, television, and landline telephones (North, 2019). 
Secondly, Generation X was introduced to personal computers due to advanced technology and as a 
result, the e-mail and text message system are entered their life as new communication tools. So, they are 
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comfortable with smartphones, e-mail, laptops, PDAs, tablets, and other technology in the workplace. 
Gen X as known as the middle child of generations has better educated than previous generations (Berge 
& Berge, 2019). Besides all these, they live and work in a more ethnically diverse atmosphere, making 
them more resilient to alternative lifestyles as well as better adapting to change. These values make this 
generation a good listener and an effective communicator in an organization.

Thirdly, the Millennial or Gen Y enjoys the tablets and smartphones as the technological toys allow 
text or social media communications effortlessly. This generation, which already gives importance to 
the recommendations of their friends in investment and shopping decisions, prefers to use social me-
dia and comments very effectively. However, the preferred social media tool for communication and 
shopping can change over time. Because previous generations seem to have moved away from some 
applications, such as Meta, where they started to trend more. There are also differences between social 
media or internet usage and the timing of it. Lastly, the Gen Z child of high technology prefers handheld 
devices to communicate. After this generation, it is thought that technological solutions such as 3D 
printers, google glass, wearable technology, and other fashion technology devices are thought to be the 
main signature products of future generations. Gen Z grew up during the most accelerated periods in 
terms of technological change (TC) and economic growth. And they have witnessed a period in which 
the unprecedented rapid growth in technology in human history. They have the opportunity to use the 
internet 24/7 by accessing the global information network for activities such as problem-solving, net-
working, communication, learning, and purchasing. They do not even know the world without smart 
devices and the internet, so they are text-specific and look for on-demand content everywhere (Dimock, 
2019). Because of the nature of early mobile adopters, the basic communication channels are shaped 
via the internet or Wi-Fi.

While technology has made it easier for people to communicate with others, it has also shaped the way 
of life. In particular, the emergence of electronic communication devices facilitates one-way technology 
communication with a wide range of products such as mobile phones, e-mails, and social networking 
sites. On the other hand, the coronavirus disease (COVID) pandemic, which is still in effect, shows that 
telecommunication tools are working successfully and sustainably. Recent events have accelerated the 
trend of working remotely and could permanently change the way of work (Ince, 2020a). So, using the 
internet for distance working exposes the organization to new approaches or new ways of doing busi-
ness. Especially in multinational companies, HR professionals have already used applications such as 
distance education or online interview in processes such as recruitment and training activities. However, 
technology-oriented change is expected in other functions of human resources. Since the interrelation-
ship between technology and communication cannot be ignored, the next topic focuses on the impact 
of technology on generations.

Technology Preferences of Different Generations

A deeper understanding of technological choices opens HRM to possibilities hidden from a more restricted 
view. Looking at the developments in technology, robotics, and Artificial Intelligence (AI) in recent 
years, it is seen that the inventions that changed the world came from the Baby Boomer Generation. The 
inventions of the 21st century from the synthetic cell to the World Wide Web (WWW) have reshaped 
the world. The most interesting technological and scientific innovations of this generation target a wide 
variety of needs. Research to visualize individual atoms has aided this progress and has given scientists 
the chance to develop the smallest nanotechnology.
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After the invention of the scanning tunneling microscope, DNA fingerprinting was invented in the 
1950s and is used to separate people, identify criminals, and interpret historical ruins. The Jarvik 7 arti-
ficial heart, Apple II - the first personal computer, Segway self-balancing personal transporter, Optical 
character recognition (OCR), and text-to-speech technology are some of the inventions in this period 
(Kiger, 2010). The importance of all these inventions and more for HRM is that it helps professionals 
interpret the cultural conditions, needs, and technological influences that drive people. So, it can be said 
that The relationships between HRM and technology can define the context of solutions that contribute 
to an understanding of the objectives set by the organization’s competitive strategy.

When the stories of the emergence of these inventions are examined in detail, it is seen that adults 
who have spent childhood in the postwar period need to find answers to the problems they observe. 
Besides, all these developments include the perspective of the Baby Boomers, but also show the place 
of technology in people’s life. Accidental, unintended, or intended scientific discoveries that changed 
the world have created the infrastructure of technological developments and brought technology to an 
indispensable position in the center of human life. As mentioned before, the life perspectives and ten-
dency to use technology may vary depending on the person’s growing conditions, age, education, and 
other factors. In simple terms, it does not mean that every individual uses available technology at the 
same rate because individual differences must be respected. However, intergenerational classification is 
often preferred as a powerful tool as it gives insight into age groups and preferences.

In the modern age, the iconic technology begins with the radio, motor vehicle, so on and continues 
to the Android, İpad, Google, Wi-Fi, and other similar inventions. The TV, audio cassette, and transistor 
radio are used in the 1950s, while the VCR, Walkman, and IBM PC are used in the 1970s. The progress 
of technology continues and takes a huge step with the Internet, e-mail, SMS, DVD, PlayStation, Xbox, 
and iPod (Tidd & Bessant, 2018). While the endless development of technology continues to progress 
day by day, it also offers opportunities for discoveries.

Domestic technology, new web, and mobile applications show that technology is rapidly renewing 
itself in a short time. In addition to looking at the technological developments witnessed by the oldest 
generation, it is seen that there have been very high developments in the last century. With the spread of 
Meta among grandparents or older generations, they started to make their life easier by adapting to tech-
nology (Chugh & Ruhi, 2018). The use of computers to assist communication and production processes 
is also a clear indicator of these trends. The emergence of human-computer interaction technologies is 
making IT an integral part of projects in all businesses, from small to large. So, it can be said that IT 
plays a critical role in the business world for whole generations. A single e-mail can reach any business 
interest group in the world. Not only communication systems, but also business systems such as inventory 
management, data management, customer relations management, and management information systems 
are developing technology-oriented.

From capital to labor-intensive businesses, organizations become more flexible and diversified with 
new organizational structures or global-scale applications. Also, the entrepreneurs strive for develop-
ments that capture age as well as personal preferences. It is necessary to think more innovatively to meet 
the needs of technology-oriented new generations. Because ignoring the different characteristics of new 
generations will not be a sustainable approach. The technology-heavy multitasking is seen as some of 
the new habits that shape the future. Thereby, if new generations cannot imagine a world without it by 
putting the internet at the center of their life and growing up with role models that build their future, it is 
necessary to provide a workplace accordingly. Organizational conditions and career opportunities should 
be diversified according to personal preferences and technology compatibility. The harmony between 
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technology, individuals, and organizations is seen as one of the important sources of motivation. From 
this point of view, some critical factors that motivate generations will be discussed in the next title.

Motivation and Workplace Culture

The Baby Boomers feel comfortable with face-to-face communication, while Gen X chooses e-mail or 
instant messaging (IM). Furthermore, the Millennials and other new generations prefer text messages to 
phone calls. On the other hand, while the Silent Generation’s ideal leader is an authoritative and com-
manding style, Baby Boomers prefer thinkers who give orders. The style that performs with coordination 
is preferred by Gen X, while collaboration and empowerment are seen as the favorite of the Millennials. 
Additionally, Gen Z wants the inspiring or co-creator style in their work life. Consequently, the influ-
encers of the generations are varied due to the role model effect. Discipline and arrangement are what 
the Silent Generations look for in the workplace, that is why they are considering the authorities. But 
the Baby Boomers value experts and seek evidence-based reasoning. Gen X tends to be pragmatic, so 
they follow the practitioners while the Millennials put excessive emphasis on peers because they care 
about experiences, and Gen Z prefers to use the user-generated forums to reach information and make 
a decision (Prawitasari, 2018).

Reaching information in the workplace is a process that requires a printer and output for the Silent 
Generation. Because they prefer to read the information from a paper or a copy, while Gen Z and other 
new generations will google the information they need to know. Old generations in the workplace wait 
for respect from others. Because they consider the job title to be a position to be respected, Gen X thinks 
that the ideas should be respected and other next generations are focusing on the involvement. Also, the 
priorities of life are changing from work to family and friends (Rodriguez et al., 2019). It is very impor-
tant to choose the appropriate motivation tool to motivate the generations with different habits, business 
values and to work in harmony with each other in the same work environment. Because the workplace 
energy, which is an indicator of the employee’s effort towards work, can be increased depending on 
motivation tools (Ince, 2018b). This situation can be observed quite clearly in family businesses. Since 
the perspectives of the first generation who are the founders of the business and the young generation 
are different, their perspectives on concepts such as leadership, management or motivation will also be 
different. While the founding generation sees work as a very valuable and almost part of the family, the 
younger generation may want to improve themselves in different areas (Ince, 2022c). Therefore, the life 
experience and motivation of the individual who was born as the son of the company owner, and the 
efforts of individuals who risk everything and start an enterprise will be diverse.

For the motivation of the young generations, the last technology can be used, because they look for 
innovations slowly, while older ones simply accept it. The latest technology and new devices are part 
of the planning, meeting, and decision-making process in modern organizations. Many technology ap-
plications are used even in daily routine works. Thereby, technology has not only developed new types 
of products and inventions but also significantly improved the way it works. Technology management 
needs to provide advanced decision-making systems and implementation tools to meet organizational 
needs. The promotion opportunities in the workplace and the methods of reaching the target group are 
also affected by these factors. Thus, it is necessary to consider the priority and expectation of an em-
ployee while planning a career.

The lifelong or traditional career path is the best way of the work for the Silent Generation. Also, the 
Baby Boomers have job commitment with the values of loyalty, self-driven, and high work ethic. The 
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tenure average of Gen X is 15 years, while the Boomers and Silent Generation have more than 15 years. 
Furthermore, these years are getting short for the Millennials and Gen Z from year to month. Because 
Gen X evaluates work-life balance as opposed to commitment. Work and life integration is the key factor 
for the Millennials due to their idealistic, fair, and flexible values. The goal of advancement is the main 
reason for working in an organization. Similarly, Gen Z looks for learning opportunities with a purpose 
in an organization. They have realistic and multicultural fluency values with technology native skills 
but the work aim of this generation will be determined in the future clearly (Lim et al., 2019; Rodriguez 
et al., 2019). All these developments show that organizational practices such as determining the orga-
nizational communication channels and career management process should be suitable for generations, 
their values, and expectations.

MANAGING GENERATIONAL DIFFERENCES IN HR

The management style, known as the art of directing the employees to a specific purpose, emerges and 
is shaped depending on the current workforce and organizational conditions. The strategic structure that 
includes the target, mission, and vision should be prepared for the future with a structure that includes 
employees in all positions. In a few years, 5 generations are expected to be a part of business life in the 
same organization (Ince, 2018a). They have already started working together shoulder to shoulder in 
some businesses.

The preferred style of management and leadership of the generations is explained before. Therefore, 
it can be said that the shift of the management style and behaviors expected from the manager from the 
authoritarian structure to a more participatory and instructive structure. Management levels are shift-
ing from hierarchical structure to teamwork in parallel with organizational structures that have become 
simpler and flatter. Due to the expectations of new generations, the gap between management and 
employees is gradually closing. As mentioned earlier, young workers also pay attention to learning and 
development opportunities in the workplace. It is not just about working but more so about personal 
growth, and individual talents. Thereby, especially in developed countries where the living conditions 
are better, new generations may choose diversity in their careers while looking for a job suitable for 
their self-realization goals (Rodriguez, et al., 2003). As it is known, the family, friends and themselves 
are taking more priority in the next generation, while the main concern of retiring employees is work. 
Promoting openness and action orientation in these priorities are important for building a (HPO) high 
performance organization (DeWaal, 2020). So, it can be said that these are important implications for 
the performance management of generations.

The Baby Boomers place great emphasis on career advancement as they grew up in a famine economy 
and poverty. As a manager or an employee, they expect authority to be respected. Also, they are very 
sensitive to feedback as a team member. They live to work, so job security is the main motivation tool 
for them. The ideal management style should include power, authority, and business-oriented goals. As a 
result of the reduction of the effects of the war and the re-establishment of countries, the new generation 
that emerged from the psychology of scarcity has become a generation that focuses more on entrepre-
neurial values. Gen X focuses its career on a lack of job security and work-life balance. They adopt a 
more informal approach to work than previous (Suomäki et al., 2019). Hence, managers of this genera-
tion must be goal-oriented and give them the chance to be more flexible, creative, and multi-tasking.
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Integrity, diversity, honesty, and responsibility are some of the values of the Gen Y. These values 
lead them to feel more social, confident, optimistic, altruistic, and practical. As good team workers, 
these employees tend to be collaborative and achievement-oriented. A helpful management style should 
include mentoring and feedback with career-focused opportunities. They prefer meaningful and flexible 
work because they also want to spend time with their friends or family (Patil & Peshave, 2020). Thus, 
the business should not cover the whole life. So, It would be unreasonable to expect employees to live 
constantly thinking about their work. Career options that go beyond living a permanent life by purchas-
ing a house or car with lifetime employment must offer increasingly flexible options. Because career 
orientation preferences change from lifelong work in a flexible job to freedom. People are increasingly 
focusing on making themselves happy rather than focusing on work and career.

For retirees, career management is a stable path that includes lifelong work. Afterward, the values of 
loyalty to the employer and commitment to work began to gain importance. However, the middle genera-
tion gives importance to work-life balance rather than the happiness of the boss and wants to feel more 
independence in business life. So, they always want to know the career options and they can change the 
firm more easily than previously. As freedom and flexibility become more important, managerial job 
changing is increasingly an option for today’s mid-level managers. Furthermore, future generations will 
prefer multitasking and a variety of career paths to constantly change jobs. After successful applications, 
it is useful to take a closer look at the common mistakes made in the next issue.

Successful Implications and Harmony

Generally, when successful managers are asked about diversity, they will say that they are open-minded 
and do not care about diversity. However, in real life, it is quite possible to come across examples where 
even basic differences such as gender and ethnicity cannot be completely overcome. Therefore, The first 
condition of working together with different generations as an effective team is not to evaluate anyone 
with your truths. Some companies like IBM, Google, and General Mills are doing their best to increase 
the differences and take advantage of this situation. Some practices, such as on-the-job training oppor-
tunities, career counseling, and mentoring programs, help employees learn from each other. According 
to Abraham & Dao (2019), taking individual differences into account while adapting to the environment 
is an important part of sustainability innovation systems (SIS). In other words, the subject is a strategic 
issue that is important for the future of the enterprise.

Understanding generations and balancing their needs with organizational goals should be one of 
the values that guide business strategy and should be reflected in the entire structure from a manage-
rial perspective. New approaches such as management by objectives (MBO), high-performance work 
practices (HPWPs) can be seen as a powerful tool in evaluating performance by ensuring the harmony 
of the employee and the organization in terms of generations (Nguyen, 2020). According to MBO, the 
evaluation process involves aligning the individual’s personal development goals with those of the or-
ganization, thereby helping to achieve high self-motivation.

As mentioned earlier, each employee’s perception of trust and support may depend on different cir-
cumstances. Keeping the lines of communication open can be a useful way to be aware of the changing 
situations, possible challenges and address them.

While older generations adapt to technology in the workplace, new generations are already used 
to it. Hence, the manager should allow the employee to develop and sometimes accept learning from 
the employee. Because it is an important point for developing organizational design, learning culture, 
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and strategy. Organizational culture expresses the system of meaning shared by group members and 
distinguishes the business from other organizations (Becker, 2008). In addition, organizational culture 
expresses goals through values, beliefs, and guides activities through shared assumptions or group norms 
(Groysberg et al., 2018).

Since the working style of the aging workforce and the perspective of the youth are different, clear 
policies need to be established to avoid potential conflicts among employees. In a workplace where 
different generations work together, it can be helpful to identify conflict and problem-solving methods 
in advance. Both theoretical and practical training on various subjects should be organized in certain 
periods to eliminate the differences in intergenerational technology approaches and ways of doing busi-
ness (Hassan et al., 2019). This training will not only make the employee feel valued but will also allow 
them to improve themselves. A common set of values should be established where employees can share 
their perspectives, cultures, and habits. Some small celebrations or parties can facilitate the integration 
of different groups of employees by seeing each other in a different environment. It can be said that 
strategic awareness is based on diversity, synergy, and creative thinking and therefore it is necessary 
to be sensitive to the differences between generations. Because cultural synergy is one of the powerful 
tools in providing sustainability and competitive advantage (Ince, 2018c). So, the generations and their 
potential contributions must be considered to make a difference as a manager.

Common Mistakes and Negative Stereotypes

Awareness is a key point in the organization as it removes limitations on the general validity of the dis-
cussed managerial implications or results. So, one of the biggest mistakes made in a multigenerational 
workplace is to assume that all values begin to become universal with globalization. Some eating or 
fashion habits may converge, but the way employees perceive the world and their moral norms will con-
tinue to reflect the influences of their time. This is how the synergy effect, which is the most important 
contribution expected from working in the same environment with different generations, emerges (Ince, 
2021a). It should be considered that the factors in each individual’s psychological contract are different 
from each other, and therefore the management approach should be adjusted to meet the expectations 
of each employee.

The second common mistake is to act with confidence or common sense, which is bound together 
by shared experiences within a social group. Therefore, it is not right for the manager or employees to 
evaluate their environment and colleagues with their cultural values (Fratrièová & Kirchmayer, 2018). 
Because the culture that forms the list of common behaviors can vary according to each group’s qualifi-
cations and upbringing. It is previously discussed that many global events have marked each period, but 
their impacts on people are different. Thus, it may be insufficient to evaluate the search for a guarantee of 
a life of a person born in the war period and the search for an adventure of a person born in the internet 
age from the same point of view.

On the other hand, generalizing to employees based on ethnicity, gender or age can be harmful if 
biased. Generational classification can be a good guide for understanding employees of different age 
groups. However, this guide will do more harm than good if used in a biased way. So, individual differ-
ences should always be taken into account. Because even identical twins raised in the same family can 
have various career options by adopting different value systems. Since human psychology is affected 
by many factors at the same time, evaluating it from a single point of view can create a vicious circle. 
In addition, it should not be forgotten that organizational and other external environmental factors have 
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many direct and indirect effects on individual perceptions. Thus, within the context of the contingency 
approach, each event should be evaluated in its context.

Since communication is the most basic information transfer method of social and organizational 
structure, all deficiencies in this field can lead to undesirable results. In addition to choosing the wrong 
method in organizational communication, the illusion that communication takes place correctly is one of 
the mistakes made. For effective communication, just conveying the message is never enough (Kitchen 
& Daly, 2002). In this way, transmitting a message at the decoding level of the target is a more functional 
solution. Functional and empathic communication includes elements that take into account all the parties 
involved. Aging employees may prefer to talk to people face to face rather than look at their e-mails. 
Younger generations may prefer to use a phone or other smart device rather than writing in a notebook. 
For this reason, the meetings should be communicated not only in writing but also verbally, and the way 
employees attend the meeting should not be interpreted as not being taken seriously. It should be always 
considered that all generations have their work values and job habits due to behavioral patterns (Ince, 
2018a). The entry of the new generation into business life, technological developments, and extraordi-
nary situations such as pandemics show that new and different ways of working can emerge in business 
life. It should not be forgotten that there is no golden rule of directing people, and each individual is a 
unique value.

HRM CASE STUDY: CHALLENGES OF MANAGING THE GENERATIONS

This is a hypothetical scenario-based case study that is written for training or setting up discussions. It 
is not the primary purpose to show that managerial decisions are handled effectively or ineffectively 
or to question a managerial situation. Published materials and other academic resources are used in the 
preparation of the case study. Before the detail of a case, critical management studies (CMS) approaches 
will be included, and the role of generations in critical management in terms of HRM will be revealed.

SETTING THE STAGE

Negative organizational outcomes such as turnover intention, burnout, and conflict have the potential to 
directly or indirectly affect the performance of the business. There are different reasons for such percep-
tions, both individualistic and environmental. The former emphasizes personal characteristics, while the 
latter emphasizes organizational characteristics and work environment. The frequency and continuity 
of these perceptions create results ranging from serious anxiety disorders to stress and even physical 
ailments and affect individual and organizational performances (Buick & Thomas, 2001; Liang, 2012). 
Work-related psychological problems lead to negative organizational perceptions and consequences such 
as increased absenteeism, job dissatisfaction, low organizational commitment, low employee energy, 
and effort (Maslach et al., 2001; Maslach & Leiter, 2005).

To direct the individual to the determined goals, it is necessary to avoid negative organizational 
perceptions, to provide a positive atmosphere and organizational support. Even successful managers 
experience burnout from time to time, so they are fired and less experienced individuals who have not 
yet learned the intricacies of the job are hired during these periods (Krone, et al., 1989). While manage-
ment experience in another industry can be judged by the knowledge of an educated workforce, training 
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inexperienced employee means time and cost to the business. So there are also long-term harms that 
can result from ineffective decisions. Therefore, it can be said that there are indirect effects as well as 
direct performance decreases. For this reason, the studies which are aimed at defining the employees and 
their characteristics are very valuable. Critical management studies can support the search for identity 
in this sense.

Critical theory contributes to expanding the perspectives of areas such as management by considering 
individual differences from various aspects. Individual differences are associated with the challenge of 
asymmetrical power within the organization, regardless of their origin. According to Alvesson & Deetz 
(2006), differences in the workplace can be seen as a tool for freedom or one side to become dominant. 
Therefore, CMS addresses individual differences in the workplace in terms of their potential to lead to 
exclusionary practices (Alvesson & Willmott, 2002). Bhabha (1994), while examining the subject in terms 
of culture, also touched on the results of marginalization and hybridization. As a result of the dominant 
side putting pressure on the other culture, an obligatory hybrid culture emerges from the union of the old 
and the new. The ontological and agential issues statuses of identity are conceptualized to understand an 
ongoing process and dynamic relationship between individuals and others. There are many sociological 
and psychological studies on individuals and organizations, such as the self-concept, social identity theory, 
and socially constructed self (Cooley, 1902; Tajfel & Turner, 1979). In contemporary theorizing, interest 
in individual characteristics has continued in terms of CMS. While these studies serve the individual, 
they also address collectives (Hardy 2004). Therefore, examining such studies in the field of HRM will 
contribute to the efficiency of the functions to understand group dynamics as well as individual behaviors 
in the workplace. Thus, the topic is seen as important for both professionals and trainers.

CASE DESCRIPTION

iFitam Inc. has been serving the plastic manufacturing industry for more than 30 years. The company 
states that its target is to provide excellent workmanship, quality plastic products, and a competitive price 
with a fast turnaround time. The company, which wants to make new investments and expand its existing 
activities in different regions with its growth strategy, tries to manage this process correctly. Mr. Morex, 
one of the company’s oldest employees, is asked to form a new team and work to open a new branch in 
a different region. Mr. Morex, who prefers to continue his business life with intense shifts, states that 
he cannot live without working despite his retirement and that he has a lot of work in this business. The 
thoughts of Mr. Morex, whom the trainees see as an old and grumpy man, are as follows:

“Compliance with working hours is very important. It is good to be disciplined, for example, when 
you go to meetings, you need to have an agenda and a pen. Behaviors such as taking notes, arriving on 
time, finishing work on time are indicators of discipline. After all, you’re making money out of this 
business, so it should be rewarded. I have come across many financial and economic crises in my career. 
Therefore, I know the difficulties of making money very well. Today’s youth want to get rich the easy 
way and do not know how to use money efficiently due to a lack of knowledge. If they get some money, 
they either spend it or deposit it in the bank because they don’t know how to deposit it. They state that 
they come to the interviews with their phones and record the conversations on their phones. But for me, 
it means that they are very careless about meetings and working hours. Even while listening to you, they 
are interested in something else on their phones, not paying their full attention. They need to be constantly 
monitored as they are inexperienced and prone to making mistakes. This business is too precious for 
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me to be handed over to young and unqualified people. Thus, I must continue to support my business 
as much as possible. Young workers tend to avoid work and think more about themselves than work”.

It is seen that the company, whose workforce turnover rate has increased by 4% in recent years, has 
difficulty in finding qualified personnel while filling this gap. For this reason, while the pressure to 
replace these employees, at least 3% of whom are qualified personnel, leads to a decrease in the number 
of qualified personnel, the employment rate cannot fill this gap. For this reason, Mr. Morex thinks that 
new staff should be recruited first from within the organization and then from outside. This situation 
requires him to work in coordination with the HR department. However, due to the workload, the HR 
department sometimes cannot wait for Mr. Morex to attend and has to move forward. While job interviews 
continue for different positions within the company, HR does not only conduct job interviews for the 
new branch. However, Mr. Morex creates difficulties because he does not want to accept this situation.

Newly recruited students frequently state that they do not want to work with Mr. Morex. He also 
does not want to work with beginners who have not yet completed the adaptation process. It has been 
learned that some young employees even endure this situation to learn the job, they do not have the 
opportunity to rise due to former employees and also they do not think of staying in the business for a 
long time because there is no current career or retirement plan. There is no other way to learn on the 
work yet, as practices such as orientation or on-the-job training are not kept up to date. Sometimes an 
unexpected position change is made before the job is fully learned and the deficiencies are tried to be 
eliminated. When this change coincided with the marketing unit, it would not be possible to receive 
additional incentives due to aging premium policies despite heavy selling pressure. Mr. Morex’s stern 
demeanor and insistence on doing things his way begin to affect the commitment of these young people 
who want to rise and advance in their careers. Mr. Morex, who has used the advantage of being in the 
business for a long time and knows almost all employees, maintains this attitude even in units outside 
his authority. Because he is controlling, oppressive, and meticulous, the top management supports this 
attitude by keeping quiet about the situation. With a manager like Mr. Morex, it will not be possible for 
anyone to slack off from work. In this way, although the costs were kept under control, there were also 
successful cases where serious mistakes were returned early thanks to this meticulousness.

Because he is not very good with technology, he likes to supervise people at work rather than sitting 
at a desk. For this reason, Mr. Morex misses e-mail announcements if not told face-to-face and holds 
other employees responsible for this. According to him, if a meeting or announcement is to be made, it 
should be spoken face to face and notified in advance. Events such as appointments, meetings, interviews 
should be planned. But the growing business can no longer afford the cumbersomeness of communicat-
ing with written documents. Changes such as new international connections, new branches, and new 
employees require remote meetings and electronic expediting of transactions.

On top of all that, while employees try to find shortcuts to get their work done on time, they sometimes 
have to neglect their managers and choose ways to communicate with them and make quick decisions. 
Because it took a long time to try to persuade some executives who resisted change, like Mr. Morex, there 
was a risk of missing out on immediate opportunities. Even if they managed to persuade Mr. Morex, 
they were not appreciated and their success was attributed to others. Some employees quit their jobs and 
went to a rival company just because of it.

As the unit manager also contributes to performance evaluation systems, Mr. Morex avoids appreci-
ating young employees because he thinks they should not be pampered. He has even been seen to deter 
people he finds untrustworthy and to have others do their work. According to him, a reliable employee 
comes first. Therefore, it is safer to outsource the job to a trusted long-established person rather than a 
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novice employee. Young employees and senior managers, who reported this situation to the HR depart-
ment, have not yet been offered a solution while the work continues.

Seen as one of the best employees of the company and reliable in the eyes of senior management, 
Morex does not hesitate to use this image against the HR department. Employees with no hope of promo-
tion also find themselves working in a competitive work environment. Due to the culture of competition 
between departments, each department blames the other when there is an incomplete or faulty transaction 
in the company. For this reason, although the works are progressing, full coordination cannot be achieved.

CURRENT CHALLENGES FACING THE ORGANIZATION

Undefined business processes and generational conflicts are some of the challenges and issues faced 
by the organization during its growth phase. Lack of communication undermines employee confidence 
and can lead to poor performance levels and poor teamwork. Such organizations have a weak workplace 
culture that has to face the growing problem of employment. Regardless of staffing shortages, complet-
ing tasks and working with difficult managers are some of the main challenges for the organization’s 
HR functions.

Different expectations and working styles of each generation increase the need for effective com-
munication and open and flexible structures. So, senior management should support processes such as 
recruitment, orientation and training of the HR department and should be open to innovations in these 
processes.

The HRM department, which deals with the entire service of an employee from hiring to retirement, 
needs to analyze the current situation well. The next steps should be determined according to the re-
sults of the analysis, the career map and the necessary motivation tools for this map should be updated. 
Problems experienced in such matters lead to situations such as one-man authority in the organization, 
the inability of different groups to work effectively, lack of authority, and dysfunctional conflicts. In the 
case study, HRM plays a key role in communication between managers and young employees.

SOLUTIONS AND RECOMMENDATIONS

First of all, looking at the current situation in the workplace, it is seen that different age groups and 
therefore different generations have to work in the same environment. As understood from the company 
and manager story in the case study, Mr. Morex belongs to Baby Boomer Generation. It is known that the 
Boomer Generation is deeply committed to their work, as they see very difficult financial conditions and 
economic instability. This generation, which is hard-working, determined, dedicated to working, ability 
to forge their career upward, strong commitment in the workplace, is now working together with more 
open-minded but competitive Gen X, as well as Gen Y, which is very open to mobility and role change, 
and the technology intuitive, career multi-tasker and critical Gen Z. It is seen that young interns and 
graduates who have just started work are Gen Z. First of all, the problems arising from the coexistence of 
different situations can be mentioned, while evaluating the current situation. Here, the conflict between 
the Boomer, which adopts the classical management approach, and Gen Z, which prefers technology-
oriented progress, is seen. When the issue is discussed in terms of HRM, it is beneficial to evaluate the 
processes due to the functions of the department.
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Motivating Factors: Lower-level employees may have trouble seeing the big picture about their 
business strategy or vision. Therefore, managers must understand the frustrations of lower-level employ-
ees who do less interesting work and find it difficult to adapt to the current management style. While 
responsibilities are constantly increasing, the interests of the employees must also be considered. Thus, 
various primary research methods can be used to analyze employee expectations, and then these analysis 
results can be used as a motivation tool. For quality results and professional commitment, motivational 
tools need to be tailored to the individual.

Employee Growth and Employment Process: Developing employees and providing new employ-
ment in line with the basic objectives of the enterprise are among the duties of HRM. For this purpose, it 
should be aimed primarily to determine the development needs of the existing employees and to provide 
the necessary training on time. Methods such as fishbone diagrams, job analysis, or job enlargement 
models should be applied to determine how many employees are needed and appropriate training should 
be obtained. Employee growth stages such as training, recognition, or promotion should be carefully 
monitored and effective communication should be ensured in all these processes.

Qualified Staff Retention and Business Attractiveness: In the employment policy, it is necessary 
to increase this rate by giving importance to the current employee retention rate. In addition to prevent-
ing wear and tear, a suitable working environment should be created where they can devote their ener-
gies to their work, not people. Therefore, opportunities such as participatory management, teamwork, 
various bonus applications, flexible working hours, job security, learning opportunities, and effective 
communication should be offered especially to the younger generation. In addition, creating a career 
development plan is both a motivation and a basic requirement for all employees. Employees should 
be given problem-solving opportunities so that organizational communication can be affected. So, HR 
activities can help inspire employees in a multi-generational workplace.

Career Management and Promotion Opportunities: Employees should be able to predict their 
future with updated career maps. There is a need for the identification and analysis of training at all 
levels and in all areas of assigned work. Since the training needs will change according to the position 
and job description of the employee, they should be followed up to date. Employees should be prepared 
for their future responsibilities as well as their current knowledge and skills.

Job Descriptions and Training Need Analysis at Different Levels of the Organization: Effective 
training needs analysis (TNA) helps employees to do their current job with existing skills, knowledge, 
and attitudes. Practices such as job enrichment also help employees prepare for their future responsibili-
ties. However, it should be taken into account that every new business area needs detailed job descrip-
tions and job analyzes. The organizational structure needs to be clear to ensure that responsibilities 
are completed by those assigned and to define the boundaries of each employee. For this reason, job 
descriptions should be prepared in a way that everyone can understand and should be adopted by all 
employees, including management.

Improving Communication and Employee Engagement: Different analyzes can be used to identify 
employee expectations and evaluate available reward opportunities. As a result of these analyzes, the 
promotion opportunity of each generation within the framework of their priorities makes it easier to gain 
loyalty. In addition, rewarding high performance, the suitability of insurance and pension systems, and 
the implementation of remuneration policies that will prevent the employee’s future anxiety will also 
contribute. At this stage, the HRM department can benefit from the training and development plans as 
well as the performance improvement policy and employee engagement activities. Providing a flexible 
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organizational culture that can be changed according to individual needs facilitates the implementation 
of the HR business model for desired outputs.

Business Strategy: Supporting the HRM function at a strategic level and not flexing the decisions 
taken by this department by the senior management will also facilitate consistency in the operation. 
Besides, establishing a communication and control network that will make it easier to stay away from 
stereotypes for generations will contribute to the rapid progress of works and facilitate the destruction 
of some psychological barriers.

CONCLUSION AND FUTURE RESEARCH

Understanding interpersonal differences have always been one of the important issues in both orga-
nizational and social life. Some classifications have been made to understand and interpret the inner 
world of humans, who is social entity that transmits information through communication. Factors such 
as gender, age, culture, education are called demographic factors and are analyzed as the main variable 
of almost every research. The only way to achieve the set organizational goals is to observe, understand 
and guide people appropriately. Therefore, the more individual variables are known, the easier it will be 
to understand and guide behavior since unknown variables cannot be managed. This is the main reason 
why employees are classified and interpreted in an organization.

One of the classifications made to understand current and future employees is the generations made 
according to the ages and cultures of individuals. According to this classification, each individual devel-
ops a perception by being affected by the cultural elements of the age. For this reason, it may be easier 
to understand certain age groups if the critical factors that constitute the basic values of individuals are 
known. Accordingly, those born in and after 1928 are called Silent Generation, while those born in and 
after 1946 are called Baby Boomers. The next generations are classified as Gen X, Millennials (Gen Y), 
and Gen Z, and finally, those who are children now are called Alpha. For organizations, this classifica-
tion includes clues about how the manager should behave in situations where there are five different 
generations in the same work environment. Only in this way can organizational synergy be developed 
smoothly. Thus, this classification based on age differences generally reflects the thought system that 
underlies all perceptions of the employees.

To understand the differences, it is helpful to examine the reasons underlying the possible conse-
quences of these variables. In addition to developments such as global events, wars, crises, natural 
events, technological developments also offer different conditions to people. Therefore, understanding 
key cultural variables means seeing the dynamics that drive the human network that supports the or-
ganizational structure. From this point of view, firstly the basic features that make up the generational 
differences, then the cultural elements and the communication patterns developed in the light of these 
variables are mentioned in this chapter. After mentioning the forms of perception developed with the 
effect of technology, the motivation and management elements are also mentioned. After the theoreti-
cal structure, the scenario-based HRM case study is discussed within the scope of critical theory. The 
main purpose of the study is to raise awareness about business life and to emphasize the importance of 
evaluating individuals according to their conditions. Because each individual is different from their point 
of view these differences are valuable because they are the main source of synergy.

In light of the above information, it can be suggested to the HR manager and other researchers to be 
objective and free from stereotypes. To achieve the goals based on increasing the competitive advantage 
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of the business, creativity, and innovation obtained by the combination of differences are needed (Ince, 
2022b). For this reason, it will be very useful to conduct large-scale studies addressing generations in 
terms of HRM functions. Comparisons on a global scale will help to understand different cultures and 
other environmental impacts of generations. Besides, HR practices, which are gradually changing with 
the effect of technology, must continue to maintain their success in offering new solutions to different 
problems of generations. Only in this way will personal expectations and organizational goals harmonize 
and the performance of the employees will reach the desired levels. The coexistence of 5 different gen-
erations should be considered as an opportunity for synergy and sustainability, and this process should 
be closely monitored by the managers.
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