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ABSTRACT

Increasingly, Qrganizatiéns are dealing with issues
surrounding the aging wofkforce.“The coﬁtinued>use of
eafly»retirement has«meént'a'SEeady exit‘of;organizatiohal
knowledée*and experience, as wel;fas a.global:increase in .
- the economy’s.dependency ratio, Which‘is prediéted to
increasevwith the pending retirement’of the-Baby Boomer
cohort. As a reéult, it is becéﬁing even more critical to
retain ana effectively utilize mature workers and retirees.
In éddition, the cﬁrfentvpool of retirees serveé as a
potentiél resource fér‘organizations‘as well. This
research wés aimed'at individual and Qrganizational
variables related toié reﬁifee’éAdesire ﬁo return to the
workplaqe. The underlYing-assumption bfvthiénthesis was
that a new concept, retiree reci§rbcity;‘was“funCtioning as
a motivation fo£ the‘retireejto return té his or her
organiéation; To test this deei; a 92;item survey
méasuriﬁé ﬁerbeived organizatipnal suppoft; orgaﬁizationa1'
_idgntification, retirement planning/prepareaness; reasons
for retirement, retirémént'satiSfactién,'meaniné.of work,
.aﬁd post—retirement work béha&iéré Was.maiied.ouﬁ’to,3,51l”
vretireeé-of'aASOuthern CaiiférniaiutilitY company. 1,010

retirees responded, resulting in-a. 29% response rate. Some
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~ support wasifound for the'hypothesized_model of retiree.
reciprocity. Thié suggestea that perception of  the
‘organization, perception of fetiremént?-agdvmeaning of'work
factors were functioning to predict retiree re¢iprocity to
an organization. Additidnally, thévdesire‘to'work on a
part-time or seasonal basis at one’s retiring 0rgaﬁizatioﬁ
was the strongest of the three ?roposéd post-retirement
workvbehaviors of part-time work, full-time work, and
.volunteeriﬁg. ‘This moael has the potential to serve
individual and ofganizational needs alike as an informative
basis for explaiﬁing and predicting post-retirement work
behaviors. In addition to the model, exploratory factor
analysis was performed to examine the étructure of reasons
underlying retire reciprocity. Fi?e factors emerged to
represent retiree reciprocityvacross all three behaviors -
retufning to &olunteer af or on behalf of the organization,
returning to work part-time or seasonal at the
organization, and returning to work full-ﬁime at the
organization. They were community/altruism reasons,
personal/activity reasons, generativity’reasons,
reciprdcity reasons, and for the two work behaviofs,

financial reasons.
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CHAPTER ONE

The Dynamic Nature of Work and Workers

Changing Demographics

-Thé literature abounds With information on America’s
aging workforce. Currently, over 2.5 million people retire‘
each year in the United States (Feldman, 1994), and the
numbers are increasing with the “Baby Boomer” cohort
-nearing the tréditional'retirément ége. More than two-
thirds of the individuals who will constitute the workforce
in.the year 2000 are curréntly working (Offermann &
Gowering, 1993). This means we‘Will not»be seeing a
dramatic influx Ofyyoungervworkers'in-the labor force.
Demographics show that evenvthough individuals are living
longer, they are retiring from their careers at younger
ages. For example, 84% of our 60 year olds were part of
the labor force in 1970. By 1986, the percentage dropped
‘dramatically to 70%, and more recently in 1993 has femained
relatively stable at 69% (Shultz, 1997). By the turn of
the century, it is predicted that the ratio of older/mature
Americans to younger Americans willvbe at an all time high,
with older/mature Americans, the “Baby Boomers,” occupying
a clear majority.

The societal impact of the aging of America, in labor



uforcefterms)'is mostfevideut:wHeh’WeinOk:attheodepeﬁdeuoy@
-,>‘ratio:;jihe treudmtomardeﬁeariy'retiremehtthae dranas
'atteutionito thrs?dependeuCy-ratio;;whichtrs;the ratioﬁof
1vnon—emploied,torempiOQedfpeopie:iu thetpopulation;
uRéSearéhersiprediot theaimmiheut=iu¢reaeeeriu_early
,retirement,Kwhetherlfortpereonal.or orgauiiat;onaiereasousy
‘will‘reeultiu‘draétiCVinoreases_in,theﬂaepeudencyvratioin,j
’ jthe yearsbto“come CTherefore, their argumeutwis that it t:
:.w1ll be - necessary.to keep the mature populatlon employed in
- order to “balance”athevdependenCY-ratlor(Rosen,& Jerdee, |
1988) . In 1995 the Ceneus ki_Bur_ea_.uy? repa'j;t, (c1tedln Shultz,,‘ ‘

1997) stlmated that 85% oftthose,SO_and‘ouer~arexwilling‘v'

to work'partftrme,vtemporaryfuiﬁterimj:or.iu_oontract
employment- thue itvwiiifﬁééAﬁéfiﬁﬁéféﬁﬁ&éeéhat
organlzatlons begln to oonsrdermthe utliity.of mature
wOrkers as employees (Llndbo & Shultz, 1998) | |
,Thebdesire‘for contlnual 1nvolvement‘in'thetlabor,
force by mature Amerlcans " (Mor-Barak, 1995),tpaired with
the contlnual increase in the ratlo of older to younger
~:Americaus; Signals the needvfor organizations to “step‘up”
tofbat”‘ih,dealing mith;thishistorioal impaotion the
'Americau,ecouomyr More aud moretorganizations areb

beginning to examine‘theif'retirement and‘staffing policies



(Rosen & Jerdee, 1985). With the eiiminaﬁion of mandatory
retirement for most woikers invthevUnited Staﬁes in 1986
with the‘passinggflamendments totheiAge’Discrimination in
Employment Act (ADEA) , workers‘snOuld have‘more cnntro1
over théir_“employmant destiny.”  The decision ﬁoffemain in
an organization‘paaﬁ the “traditibnal”;retirementrage
(i.e., 65) or to make an earlyiexit non depends‘on a number
oﬁ\individual and organizational factors.

'Changing Organizations

' The demographic shifts noted above are bound to affect
" how organizations'opératé internally and how they conduct
ibusiness inithe external.marketplade. For»examplé, not
‘only will organizations see a steady exit of organizational
‘knowledge and experience (with,incraasing retirementS);
rétiremenﬁ benefitS/nensions and “nnkeepﬁ will weigh - -
heavily on operating expénsés.‘- |

| Most oféanizations tena to favoriearly rather than
later (or pnstponed):ratirement, as the stigma‘still éxists .
that older workars_are not as productive as ydnngér
wérkers. However,iresearchbhas shown this stereotype td be
false in most cases (Waidman & Avolio, l993f‘Stagnei,v
l9855.i Traditionally, the organiZational strategy ’

surrounding early retiremént-nas focused on the “golden



‘:handshakef and‘how to “grease the sklds”\for senror

: employees, ‘not conslderlno the effects on the 1ndfvlduals
;;Lrttle attentlon has been pald.to the’ changlng demographlcsp
fthat are‘bringing abOutfthe‘need}to‘rgtarn;mature“employees}l
'(Rosen‘& Jerdee,yl988). Furthermore;lordanirations;not"1
only have to be concerned about the shlftlng demograph1c5'_-'
,‘but’they.also-must addreSs the’changing;natnre'ofwwork.dv

Changlng Work |

In the‘past century we‘have seen a shlft from mostly
"blue collar type 1ndustr1es,'such'as agrlcultureland
vmanufacturlng, to: today s whlte collar technologlcal and
knowledge.basedieconomy which itself_rsyalso‘movlng'towards‘
,;more.concentration‘on the.organizatlon’sfintelleCtual\J
1cap1tal Wlth these changes we are seelng a shlft from
;taklng part ln mostly “core" staff or llne work vtowards
participatinghin,more “yarlable” temporary;asslgnment;:,l
,,based, project?type,work;f,Thlsfhastlead~tovthe'utilizationﬁ
‘bftmorestemporaryy contract;,andvconsultant%typevwOrkers'f
within.organisatlons}‘xWhile'theSe-practices-appear.to?be
fpart of the new, cuttlng edge employment phllosophy of‘the o
l1990s,‘organlzatlons are stlll experlmentlng w1th successesa
',andvfalluresyin terms offwho (what type of people or:

‘emplOyees);iscbest‘to.hiré for “Varlable" work Should




theY‘Staff these'positiens interhaily,vor seek exterhel
hires? Anether ehehging concept, retirement, wiil:be
explored next using traditional, modern, and future‘i
frameworks.

Changing Nature of Retirement

Traditionally, to retire hasibeeﬁeaefined as: “To
withdraw from offiee, busiﬁess, erxactiveilife, usualiy
because of age” (Random Heuse‘Dictieneryp lééO). ~Feldman
(1994) defines retirement es, “thevexit.froﬁ ah
organizational position or career path of considerable
duration; tekeniby individuals after middle ege, and taken
with the intention of reduced psychological cbmmitment te
work thereafter”.(p.i287). Thie definition<takes a more
psycholoéical perspective on retirement as opposed to the
treditional view regarding the receipt of Social Security
benefits and pensions. The definition of retirement is
ebviously more complex than onevwould suspect, and‘just as
individual perceptions of retirement differ, so do
definitione,

For the purpose of this study and future frameworks,
retirement will be defined as, “the process of
secialization through and out of an organization of

considerable career duration, taken with the intention of

5



reducing the psychological and physical strain of full-time
employment on an individual.” The majOrbdifference in this
definition from previéus ones (such as Féldman’s) is the
focﬁs on how the‘organization influences this process
through both formal and informal socialization éf the
individual; it is a process,ba transition, énd not just an
event. “Organization of considerable career duration” will
be defined'as the orgahization Where.the majority of one’s
career was spent and through which one receives retirement
benefi;s.

The redefinition of retirement by the author is part
‘of the recent call from the field’in the past years for a
redefinition of the concept of‘retiremeﬁt;  Just as the
Uhited States’ demographics are shifting towards a more
matufe population, and organizations and the nature of work
are changing, so alsé must the concept of retirement change
to accommodate individuals and organizations alike. No
longer is there a set age, process, or consequence for
retirement. Thé definition of retirement has changed and
will continue to change, likely to that of a another
transitional developmental stage, not just the end of
employment for an individual (Sterns & Patchett, 1984) .

Employment constitutés a major part in the adult life



course, with people devoting the majority of theif time at
or preparing for work (eig., commuting andmorning
rituals) . Therefere, it makes sense thatpthefretirement
process 1s seen as a major transitioﬂ, which too often
brings with it a sense of emptiness and lack ef life
satisfaction (Atchley, 1997). The French refer to this
transitional period as the “third age” of life (living) ,
with the‘firet being “learning,” the second being “work”
(Shultz, 1997) .

Atchley (1971; cited in Atchley, 1988) stated that the
retirement process begihs‘when individuals recognize that
some.day they will retife. He also found that most adults
expect to retire (less than 10 percent do not) and mbst of
them expect to retire before age 65. Since almost everyone
expeets to retire and retirement*has such‘a tremendous
impact on individuals’ lives, it is‘impoftaﬁt and useful to
examine the planning and decision-making precesses
preceding retirement and how they affect oVefall retirement:
satisfaetion.

One important factor in this retirement eQuation may
be the proposed concept of “retiree reciprocity” which is
derived from the concepts of employee reciprocity and

social exchange; taken more literally, a retiree’s

7



‘“repayment” to:his/her retiring Organiratlon.g,Couldlthisp;*
construct be operatlng in a 31mllar fashlon to employeev
reciprocity-(SettOOn( Bennett; & Linden, 1996) in whlchhanb'
employeevbehaves in certain “organizatlonally%beneficial”h
ways because of past fair.and‘supportive‘treatmentﬁof'the
employee by the organlzatlon°
Correlates and Predlctors of" Retlree Rec1proc1ty
’ The primary intention of thls study is to examlne
varlables that may 1nfluence a retlred 1nd1v1dual =
decision to “repay” or’“give back"jto,an’organlzatlon for:
lts past‘empIOyment relatlonshipiwith the‘lndivldual; hThis‘;
‘repayment or reciprocity could be made‘in several ways, |
vsuch as attitudinal support‘and loyalty(‘volunteeringm
(e.g., mentoring, community spokesperson, etc;)) orhref
employment capac1t1es (e.g. independent contractor,” |
consultlng, etc.) . Another aim of this study is to
identify key factors,,such as perceptions relatlng to-ther'
organization, perceptions relating:to'retirement{ and
variables relating‘toethe individual ‘s meaning of work; and
‘to demonstrate how they may he related to retlree
reciproCity; Finally;‘ln understandlng these influential
‘variables).we can better examlne how organizationsvcan
influence them as well as:discuss the individual‘andr

™
8



organizationallbenefits of’reﬁiree récibrdcity.

I will bégin by ekamining:the pr6posed‘c§ﬁcept,
“retiree feciprocity.” " Then the proposed éompoéitibn of
retiree reciprocit§ will be examihed, Speéifically, three
general factors: perception of the organizatiqn,‘perception
of retirement, and meaning éf wbrk'4—'which_are proposed ﬁd
predict retifee reciprocity.

Retiree Reciprocity

The premise for predicting retiree reciproéity stems
from the concept‘of employee reciprocity, which is derived
from the Combinétion of Blau;s concept of soéiai exchange
andvGouldner's norm of reciprocity (Eisenberger et ai,
1986). Blau (1964; see Eisenberger et al, 1986) theorized
that “the basis for‘any exchange relationship can be
described in terms of either social or ecoﬁomic principleé”‘
(p. 51). »For the purposes of this study, concentration;
will be placed updn the‘social exéhange priﬁcipié, which isb
based on the trust that gestures of‘goodwill will be
reciprocated at some future-tiﬁe.' Generally; research
findings suggest that éﬁ organization can eétablish high-
quality exchange relationships with its émployees by
engaging in positive actions towards its employeés. These.

positive actions on the part of the organization'can create

9



obligations for empioyees to reciprocate to the
‘organization in poéitivek beneficialvways (Dansereau,
Graén, & Haja, 1975; Koﬁovsky & Pugh, 1994;’Eisen5erger ét:
al, 1986; Shore & Wayne,v1993f.  This “obligational’
exchange” can bé explained_using‘the norm of reciprocity.
Tbis means that as an organization displays cértaih
“supportive" functions such as socializétion procédures,
career planning, soéio—emotional netwbrks, rewards systems,
and fairness, individuals may feel‘obligatea to reciprocate
those actions by displaying behéviors or.attitudes, such as
‘drganizational citizenship, in-role, or extra-role
behaviors (e.g., person—organization value congruence,
loyalty, and/or behavioral support) which are beneficial to
the organization.

Typically, social exchange has been considered valid
on two levels, global and dyadic. Global exchanges refer
to a relationship thaﬁ occurs between employees and the
organization as a whole, with employees exhibiting
behaviors and attitudes, such as organizational
citizenship, organizational commitment, and organizational
identification; Dyédic relationships more typically occur
between employees and their supervisors, on a‘more

interpersonal basis. Resedrch has found leader-member

10



exchanée,va dyadic relationship,.to be related to
organizational citizenship behaviors - those, which conform
to typical duties (as dutlined in a typical job
déscribtibn), and those which extend beyond typical job
expeétations. This dyadic exchange relationship is |
characterized by trust, loyalty,binterpersdnal affect, and
respect (Settoon, Bennett, & Linden, 1996). This stu&y
will focus on the global exéhange since we. are looking at
retirees’ attitudes towards the‘organization, and their
employmgnt expérience as‘avwhole.i‘An examplevof a global
exchange relationship is the level of pérceived
organizational support (Eisenberger et‘al}vl§86) an
employee experiences froﬁ»thevorganizationJ in exchange for
his/her organizationalbcommitmeﬁt; this copgept will be
examined later. The ovefarchingassumptidn‘is that
multiple exchange rélationships are necessary for
,embloyees’ and»drgahizationé; “healthy” behavior.

This study will make a ieap from employeé'reciprocity
to proposing a similar retireé,reciprocity as a possible
mechanism in a retiree’s deciéion to return to his oriher
retiring orgénization - in an employment or volunteering
capacity. The'assumption, in a global senée} is that if an

organization treated him/her in a fair, respectful manner

11



and prov1ded adequate’support to the 1nd1u1dual as an d'
‘employee,:s/he mlght be motlvated to return the “favor”‘in’b'd
b;some waydaS‘abretlree‘(e gv become‘a communlty aduooate,j:
’dmentorlngr‘workingfpartetlﬁe.aS’needed);T’ReCOgnl21ng thati.
»rec1proc1ty may only be one “reason”kor motlvatlon to
‘uolunteer or Work at one‘skretrrrng organlzatlon,‘I‘w1ll
: addreSs'sone-other common motluatlons-behlnd*volunteern3?'”
_behauior‘intgeneralrﬁ |
‘.-Research;hasfgeneralIYdfound‘uolunteerlngbbehaulorttor
be.gulte‘complek,‘Yet;ooﬁﬁonttheﬁes'emerge fromsthe |
"ekploratlon of volunteerrsm motluatlons 3 Altruistio;b”
ideological;'egolgtlc,vnaterlal/reward status/reward
bsocialzrelationshibs; leiSure%timefsbent;fand;bersonal
growth reasons have all been found’to be motlvators for

Research has found

_rfor'Volunteeringfbsuohfés~altrulstioi_fdeologibal,
materlal/reward status/réward¢<soolal“relationships,
lelsure tlme,land personal growth as brlnary motlvatlons
'Generatlulty,.or‘the need to fulflll one s llfe goalsbandf
| pass on hls or her knowledge, could be‘added.asvanother

' poss1ble motlvatlon for older workers to- volunteer, but

f_thisqhas»not been'reSearched (Flscher &. Schaffer, 1993)

12



'*5'In today S dynamlc labor force,.another motlvatlon,-”

hffrec1proc1ty,‘may be unvelled

Relteratlng that whlle most research has focused ongj,uﬂff'
iuemployee rec1proc1ty towards the organlzatlon,,the purpose ff o

V-vof thlS paper 1s to explore the poss1bll"ywof

‘{lrec1procatlon after an employee has;left anvorganlzatlon,
,speclflcallyy as a retlred person.f Sound theory supports:#
the’concepts‘of soclalwexchange and rec1proc1ty 1n |
2lorganlzatlons w1th current“employees lElsenberger‘et alv
E 1986 ' Konoysky & Pugh 1994) i therefore, j:Lt_ "Seems: ; ;’
dreasonable that an 1nference of a s1mllar sort can be madefy;QVﬁ
_regardlng‘past employeeSZ? What varlables wouldvencourage a*
':dretlred person to reclprocate‘back to‘hls/her retlrlngr
Tiorganlzatlon?f Why would‘theiorganlzatlon want or. need
"‘fretireebreclprocatlon?: These are yery 1mportant’questlonshath
;forlunderstandrng changlng retlrement patterns: |
S ln today s changlng workforce[ not only are

hfdemographlcs shlftlng to an older labor force, but also_,,f‘yf

'vrforganlzatlons may be under employed and may need to seek

”7the a551stance of retlrees Addltlonally, w1th the work 1nfﬂ’
'~organlzatlons shlftlng from tradltlonal “core""staff work
:jto “varlable" peaks and valleys 1n workloads,vorganlzatlonsfflef'

'hmay deem lt necessary to adopt flex1ble Stafflng optlonsl.fi'

o ,1'3.-



-oonsu1tants;‘and“eVen

such as increased;part+timj orkers,

l&élantéefé Would 1t not be effectlve to“;rehlre”
:1nd1y1dua1s —Jretlrees —talready famlllar wlth‘the
'*organizatron‘poiitlcs, culturey,oberations/:and knowledge
‘_'w1thua proven “traok record ”11nstead‘of snendlng crucial
hrgtlme‘and money onvhrgh rrsk ekternalthlrlng?3tﬁv
ﬁr%Addltlonally,-lf organlzatrons deem"the practlce‘of
‘arehlrlng retlrees necessary;‘braotloalwrand}ethrcal;#howimd"k
: r{can they be‘sure retlreesbwouldtwant to.be“rehlred7 h
A varlety of fleklble anproaches haye been utrilzeddln:-
‘eithe‘past to‘enable mature workers to contlnue employment 1n{t‘-
'Wthh both the organlzatlon’and rndlyrdual has beneflted
.For example, callbaCkearrangementsuke g-. L, resource poo}s)(--”‘
’}consultant status, and partlal retirement‘hayetbeen |
utilizedasuccessfuilyrd Someuoompanlesghaye hegun»to.h g
“?utlllze thelr retlrees for short term project assrgnments"?
kabroadxb Whlrlpool Quaker Oats Company, and GTE. |
'.Corporatlon have sung the.pralsesJof‘nevarodrams>they havedh7
.‘1mplemented that utlllzebtherr retrred profess1onals‘and .
:managers-as1ndependentuoontractors (Lublln;‘l998).
“Typlcally,_these.companres utlirsevthear retlree pooulatlond

B for short*term’(e g 6 months) expatrlate ass1gnments,‘3 .

where they a351st new bu51ness start ups,;tralnrng; and_oﬁ,f7~u



interim management of facilities. A spokesperson for
‘Whirlpool stated that it’'s “easier, faster, and cheaper.

[to rely on retired employees for brief periods than to

relocate a regular expatriate]. [The retired workforce
represents a] huge reservoir of overlooked talent” (Lublin,
1998, p. Bl). Companies are in favor of these practices

since their retirees already possesshcritical company
knowledge, are familiar with the drganiiéﬁional‘culﬁure,
énd are tYpically very famiiiar.ﬁith the'job; Many
retirees have}respoﬁded to tﬁese'éésigﬂmeﬁtngith.the éame
pride of (work) ownership‘they had as régular;employees.
GTE’s4l997 intefnal employee survey found 725 other
retirees eager to participate in theée types of programs
(Lublin, 1998) .

Why aren’t more organizations implementing these
arraﬁgements? And evenvif they did, would retirees
reciprocate, and why? Because of’these questioné, it is
necessary té examine factofs such as an.indiVidual’s
'perception of the’organizétion,'perceptioniof rétirement,
and meanihg of work and how these factors may predicﬁ a
retiree’s decision toireturnbto-the orgahization (retiree
‘reciprOCity){ . Those factors are prbposed to ¢omprise a

model of retiree reciprocity and they will be discussed in



the following‘eections[

aPerception of thevOrganiration

Therproposed model (see fignre 1 in AppendiX‘A)
hypothesizes that the retiree’s perception of the
organization factor‘oonsistsﬂof four measured variables -
organirational identification, perceived organizational
support, and retirement planning/preparednese
i(specifically, financial and employer provided
planning/preparedneSs) - and‘that this factor predicts
retireepreciprocity,

Organizational Identification. Researchers have

studied the concept of organizational commitment
(commitment towards one;e employino organization) to
examine its relationship to severaliorganizational

‘phenomena of interest such as eﬁpioyee absenteeism, job

performance, and turnover (Mathieu & Zajac, 1990).

Typically, identification with.one’s employing organization
has been,included in the definitionvof organizational
oommitment: the “relative‘strength of an individual’s
‘identification with and involvement in a particular
organization”v(Mowday‘et al., 1982, p. 27) and “a (n)

affective or emotional attachment to the organization such

that the‘strongly committed individual identifies with, is

16



involved in, and enjoys membership in the orgaﬁization”
(Meyer & Alleh, 1990, p.2). ‘However, recently theorists
have begun to examine‘thé conéept.ofvérganizational
identification (OID) as a separate phenomenénifrom
.organizational commitment.

“Identification with a psychological group” (IDPG)
(Taijfel, 1982; Turher, 1984; cited in Mael & Tetrick,
1992) or organizational identification (OID) (Katz & Kahn,
1978; Kélman, 1961; Tolman, l943;vcited in Mael & Tetrick,
1992) is defined as “the téndency of individuals to
perceive themselves and their groups or organizations as
intertwined, éharing common qualities and faults, successes
and failures, and common destinies” (p. 813). - Social
Identity Theory is the basis for this type of cognitive
formation, in that people define themselves in terms of
their memberships in various‘sqcial_categories. Mael and
Tetrick (1992) have céme to the conclusion that the
concepts of organizatiénal idéntificatiép and
organizational cdﬁmitment.arevdiétinét, conceptually and
empirically, and therefore should no longer be combined as
one under the title of organizational commitmenﬁ. A major
distinction between organizational commitment and

organizational identificaéion is that OC has an affective
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:Eu'Mael and Tetrlck (1992) émpﬁricai“YlSﬁ'l'

:ifcomponent Whereas OID 1s A cognltlve perceptlon'(of:fe'
*oneness w1th the group) In all actuallty,,organlzatlonalf””'

\"1dent1f1catlon 1s a subset of IDPG (LOCkSleYi”OrltZp”andtﬁffgbffi:

.f Hepburn,.l98O Turner,ﬁl984 c1ted 1n Mael & Tetrlck”

'”“1992)7

Ashforth and Mael (1989) exéﬁiﬁéd‘orgaid"'.

T‘«commltment and organlzatlonal 1de“ catlonga"dﬂﬁgpndfthatli'df:

'v»the’two9COncepts are»related,ubi .conc ptua ledistinctgblff

_ concepts and found a dlstlnctlon between affectlve.V =

r*;{'components of OC (measured by the Organlzatlonal Commltmentfjﬁgf

- Questlonnalre, MOWday,~Steers, & Porter, 1979) 1n Wthh OCvjffhf"l”

ﬂwas more closely correlated w1th measures of organl tlonal;"

: satiSfaCtion (measured by the Mlnnesota Satlsfact

;“f_Questionnaire;.Welss, Daw1s,kEngland?‘&'Lofqulst,,1967yf77’” n

than cognltlve/perceptual components_(IDPG/OID) . Thelr_"“

2fresults led them to conclude that‘the IDP{ cale should be
‘,;dutlllzed to measure organlzatlonal loyalty and attachment

ydi;Thls psychOloglcal attachment organlzatlonal

%z}fldentlflcatlon, has been assoc1ated w1th 1ncreased ﬁ?\x

“’ﬁ’organlzatlonal c1tlzensh1p and extra role behav1ors T

b*fb& Bllllngs, 1993 Dutton et al 1994 Mael & Ashforth

1992 c1ted in Maell&wAshforth 1995) | Mael and Ashforth




(1995) stated that individual differenc

n the propensity

to identify are still presen _individuals’ have

the same or similar levels of organizational involvement.
Théreforé; cher;brgaﬁiiatignélZEOQtéxggéiifééfé:s'éu¢h éé,‘
organizational culture, an organization’s repucation (as
5'peﬁceiVed'b§‘the'iﬁdividuai);faﬁdfQfgénizationaiipraétiéés
andeQlicies ($uchv§s leader$hip'and mgﬁégéﬁeht, Séciaif»
acti&itiés;_so¢ializa£ion>praéficés{bdhd group»dyﬁ§micé);"
"lééuld po$§ibly be iﬁfluen§iﬁg'the'lé§él or Stréﬁgth~6f‘J
inaividuél‘é Qrganizationa1.idéntificatioﬁ/ éhd’fﬁerefqpe-
’1c0ﬁtribﬁtingrﬁb.the;indiVidual?s,level'df éxtré—roieﬁéna"
',.citizénshibibehéyiprs;  Exéﬁples of thése,beﬁéVidf$:¢ould
,ibe:iﬁéréaséd‘é%ﬁra%cuﬁriéuléf ihvolVéménthsocial‘
gétivities( fﬁhdfaising;”vdlunteefing), dééreaééd 
absenﬁeeiémf:ihcréasea cfeatiVipy{_iﬂéréased'pérférmange,
_increéséd‘hélbing beﬁaviéréfandotheﬁ behavi6£S of the
“éprE{  | -
v ifahvindiViaﬁal;siSEréﬁgth.(éf*o#gaﬁizational
: ideﬁtificétion)~ié det§rﬁined by,the degreerof “édnnectidn%‘
»béﬁ%eén-hié/her §élf—cbnceptand;QrgaﬁizationalfmemberShip;i
it makeS:Sense‘ﬁhat ﬁhé méréu§ﬁ indiViduélidéntifieéYWifh'
’the'organiZaﬁiéh:(the moré)itTis é;bart of hiﬁ/heréelf),bkv'

~ ‘the moré‘s/he would wish to céntribute thé‘drganizationu
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(intrinsicallY’and extfinéically helping‘onéself as well).

As employees or members of the organization of,group, this
phénomenon has been shown; however, does thisrrelatidnship'
hold truevfor former members of thé organization such as
alumni or retirees?

Alumni Qrganizational identification‘has beeﬁ
researchéd by Mael and Ashforth:(l992); however, the
phenomenon of organizational identification éf retirees has
not been empirically examined. Mael and Ashforth (1992)
conducted a‘study that tested. their proposed model.of 0OID,
'utilizingva sample of an all-male college’s alumﬁiQ They
tested three main hypotheses about the relationship‘between'
alumni and their alma mater, contending thét certain
organizational anteéedents (of 0ID), individual antecedents
(of 0ID), as well as (the prediction of) outcome behaviors
are éssociated with this relationship. College alumni were
selected from this‘“holographic o;ggnization” (Albért &
Whetten, 1985; cited in Maéi &;Ashf0¥a;1992) in which
members “share a commonvorganiééﬁion—widé‘identity" - and-
were deemed an appropriate sémple, as college alumni
éupport ié assuméd toibe critical to the success of many
'(mosﬁ) educational'institutioné. Alumni ideﬁtification

with their alma mater is Ehought to have a gfeat influence
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on theiri“subbbrtivé béhéviors,; (e.g,;’attachment‘and
invblvement); however; theré is kWas),nQ eﬁpiriéél évidenée
to support this assumptiona, _ ‘ :‘. -

-Mael'and‘Asthfd (l992)vfouhd that-the érgéni?ational
antecedents: organizational.distinctiVehess, oggaﬁization
prestige, and intraQrgénizationéiycombepitiOn wefé"
significantly éofreiated with bID;. ’Addi?iqnally, three' 
individual antecedents:'tenuré}7satisfa¢ti§ﬁ‘@iﬁh the
school (college), and sentiméﬁtélity_Wéfefsigﬁifiéaﬁtly
cofrelaped with OID. 1In regafds £Q ;heir’ﬁypothesizéd
oﬁtcomes (behavibrs'or cbnséquenéés), ail nine wére’
significant, specifically,financial Cbntributions,
 QiilingnesS to encouragé one's childréﬁ (éon) ﬁo'atteﬂd,

‘ willingneSS'to‘advise chers to attend, and six‘ﬁeasures of
organizational pérticipation; _ Léstiy;.they suggestea that
OID might be acting_as a mediator in‘thé’relatiOnship
betWeen,the antecedents and the outcomesy(behaviors).

These findingé indicate that those (alumni) whb ideﬁtify
Cwith their‘collegé a?e prone to sﬁpport it in various ways.
which may have majér implications, suéh as'increased
funding, activities, and other types of support. These
implications could generalizé ﬁo other organizations and

I

their former members, sucﬁ as retirees. Mael and Ashford
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(1992) offer some‘practical'advice for applied manageﬁent'
techniques for increasing OID iﬁ mémbergf, Additionally,
they state the need for furtﬁérrreseéréhjro examine whethéri
identification.with a formér“employérvffostéré continued}l
_proactive behaviors oﬁ behalf of that,emp1oyer" (p.}il9) -
would thistlma mater/alumni relationship be parallel to
the organization/retiree relationship?

Consistent-with(the above,‘Ogilvie (1987) suggested‘
that people view their affiliations with particular
organizations‘as part of their self-identity,-which cannot
‘be easily replaced. Furthermore OgilVie states that those
people who derive a major part of their selves from their
role as an organiZation member may have aversive,responses
upon leaving the‘orgénization, as it would bring a loss of
bidentity (e.g., dissatisfaction with retirement because of
loss of organizational member role). However, it is
expected thét individuals can and will také thié
identification withvthem, even when they exit a groﬁp or
orgéniiation, as membérship‘is not needed to invoke
organizational identification (Mael & Tétrick,,l992).
Furthermore, if an individual maintains this sense of
identity, s/he will strive to maintain or re-new the

»“chnectiQn” to the_organization through other means than

22



their former (traditional) employment (e.g,, volunteering
on behalf of.the organiZation, volunteering at the
~organization, contract employment with the organization,
public spokesperson for tne organization, etc.). These
implications of attachment and identification'for retirees
 finds support in work by Dorfman, Kohout, and Heckert
(1985)_among‘others, who show that retirees may be
interested in returning to work, especially if,they are
dissatisfied with their retirement activities.
Additionally, if a retiree has a}reiatively strong
identification or attachment_to the retiring_organization,
s/he may prefer torreturn to,thelﬁold firm," Whereas those
with low levels of (identifioation).attachment would
probably not be interested in the “old firm.” Therefore,
this study will examine the‘relationship of organizational
‘identity to a retiree’s perception of the organization;
more specifically,‘organizational identification is
hypothesized to be one of the variables_that comprise the
perception_of'the organization factor in thevproposed

model.

Perceived Organizational Support. Based on years of
research in social psychology, the organizational

literature attests that asglopal exchange relationship
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' exists bétween employees»and thé éfganization. Eisenberger
et al. (1986) suggested that employees form a global belief
concerning the extent to-which the ofganization'values |
their cohtributibns and is concerned over theirvwell being.
This belief has been labeléd'perCeiVéd organizatioﬁal
_support”(POS). Empiriéal research has’founvaOS‘to be
_positiveiy related to performance of job duties,
citizenship beha&ior) and organizational cémmitﬁent
(Eisenbefger et al., 1986;:Eisenber§er, Fasolo;.& DavisF
LaMastro, 1990; Shore & Wayne, 1993). »These‘relationships
can be explained in part by thé féasoning‘ﬁhat'high‘lévels
of POS are believed to cfeate obligatibné within
individuals to repay the organization for that support
'(e,g., resources énd(dr socio—emotionél”éupport provided)

with positive attitude formation or desired behaviors

(e.g., citizenship beha&iors) that sUppoft organizational
goals. |

In current ehplOYeeSf;thésé;éttitu@esféan translate:
into desired behaviors ghat beﬁéfit b5£h;£he individual_énd
‘the dréaniZétion.  HoweVeff‘What7abdﬁt:refiredAemployees?-
DO»theY'fetain a sense of obligation, indebtedness,'or»ﬁ
1qyalpy té the orgaﬁizatioh Ehét wéuldgeﬁcourage attitudé

formation (or attitude prélonéation) and/or behavior
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modification that reciprocates back to the organization?
And if so, what can organizations do to facilitate
deﬁelopmenﬁ of Perceived Organizational Support that would
lead to retiree reciprocation? Theory and coﬁmon sense
would tell us that development of formal and/or»inﬁormal
support mechanisms‘in organizations.would be the first step
to development of employee’ perceived organizational
vsupport. Therefore, the proposed model hypotﬁesizes that
‘perceived organizational support is’a variable that

partially comprises percéption of the organization.

Retirement Planning/Preparedness. Forty years ago,
Thompson (1958) found that successful adjustment to
retiremeﬁt was associated with workers (pre-retirees) who
had positive attitudes towards retirement, realistic views
of.retirement, and made realistic plans for their future
prior to retiremenf.\ Therefore, the importance of pre-
retirement planning in regards to retirement satisfaction
and édjustment is not a new revelation. Higher levels of
adjustment, personal competence, ahd*self—actualization
have been found in retirees who participatéin retirement
planning programs offered through their organization
(Dennis, 1988).

Fretz, Kluge, Ossana, Joﬁes? and Merikangas (1989)
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fouﬁd that positive levels of.retiremeﬁt seif—éfficacy»aré
associated with less pre—retiremént ahxiety,,fhis findiﬁg
sﬁggests the importénce of psychdlogically préparing for‘
thé‘retiremeﬁt transition. However, most retirement
plannihg}programs do not include discu§sions that might
facilitate psychoiogical prépafééionvfdrjretirement
(Siegel, 1986). Taylor and‘Shdré (l995) suggest that -
plannihg may have its sﬁrongest impact_on'individuals whoi
are approaching, but not yet eligible for retirement, since
many decisions central to choosing the fetirement déte are
made by the time an individﬁal is eligible for retirement.
Still, mahy organizations dé not have sponsbrédvretirement
planning. Modern retirement‘preparatioﬁiprograms are on
the riée, but stiil‘mostly reflect financial planning and
pension issues with few concehtrating oﬁ psychologicalﬂand
life-style planning issues (Eckerdt, 1989).‘ |
Today there are limited and comprehensivg retirement
planning programs, the former‘being‘the pensioh plan and
timing options,‘and the latter dealing with physical and
méntal health, housing, leisure, and legal aspects of
retirement. The majority of retiremeﬁt programs stress
finahéial planning/\as early exposure. to retirement income

realities is crucial and it is imperative for employees to
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know precisely Where,theyfstand. But financial planning is
' only.one step in‘the nré-retirement pfoceés.‘jother factors
that héyé beenufound7to‘influencebthe fetirement process
are‘attitude,,health status, education, and occupation
(Krémef} 1985) . ‘Wo;kérs with higher occupation and -
education levels not only have higher salaries and
favorabie attitudés,tnwafds retirement,ﬂbut they generally
find their jobs more.intereéting and are léssvprone to
retire early KAtchley,'l982).

Fortenna and ﬁriétb (1994) studied a Spanish'firm's
pre—rétiremenn planning program that covers physical.
health, psychqlogicai aspects, family and social
relationships, economic issnes; and use of»leisure'time.
Tnis type of Well—rounded programming‘not:only‘can help
maturé workers plan betterifni théir transition to |
retirement,‘but it canAhelp organizationswpredict their
‘attrition rates mnre»effectively, identify certéin
individuals for éarly retirement, as well as become aware
Qf those indiViduais whosé positionS‘are_Considered
“critical” and theréfnre mustlbe transiﬁioned Ver&
carefully.

The key aspect'of‘any retirement planning>initiative

' is to create a mindset'bf thinking and planning about the
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future whiéﬁfcéﬁfheip_déveigp:more_realism and favorable
eattltudes,uresﬁitihg‘in‘eeﬁisfaeEiee witH(tﬁe:deeisiehfﬁo“
'retire;e The ofganlzation”can play a crlticei role in. thls
procesevbyeeecializing émployeesiearly aboﬁtjthe need er.
1’sucthghgfterﬁ;pienping.aﬁdepfeviding:conéréte su§port :
teﬁhreugh’eomprehensive empipyef sponeered;fetirement
‘Tzéiannipg preg?amé;’ Tﬁeeproposed medelvprediets thaﬁe
5fineneiai- embtionai:“eﬁd’eﬁplOYer sponsored»retirement~'
plannlng/preparedness partlally eohstltuﬁe a retlfee e
'eperceptlon of the organiéatlon , Addltlonally,‘a 51m11ar’
;e,reiaeiOnship may-exiet between*retirement
;'Planning/pﬁepatednees'agd;heperception of retirement'

,factof;v

'_Pereeptioﬁ ofeRetirement  

.eThe,pfprseqvﬁodelv(seevfigﬁre itinvApﬁendixA)'
behypethesizes that théffeﬁiree’s‘percebﬁioh'ef.retiremeﬁt

?I'coﬁsistsnof'thé:f¢115wingvﬁégsurédevariablésl—aémétiohai' e
;retirement plenniﬁg/preparedneéé; financialereﬁiremeht‘f;“

v-e'planning/preparedness,’volﬁﬁﬁa;yfgnd“inyOluhtaryvreaeoﬁe]'

for retirement, and satisfaction with services/resources,

‘health/activity, and'marfiageihemewiiﬁef;ﬁ retirement - and

it predicts retiree reciprocity. -

»Satisfaction‘with Iife in Retirement. The
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gerontologicai litefatufe is full of reseerch on the
effects of and satisfaction With retirement.on individuals.
As early as the 1940s (Cavan et al., 1949), retirement was
viewed as clearly problematic for ﬁost workers, net just
because‘of»economic‘loss,ibut also because of loss of
status and of a meaningful role: The Corﬁell Study of
Occupational Retirement (Barron et al, l952)>used basic
role theory in a lengitudinal study which found that the\
loss of the work reie often lead to physieal and mental
breakdowns, as Well as less seriousvpsychological |
difficulties. More specifically, thie etudy found that
’retiremeht resulﬁed in a somewhat‘higher degree of
dissatisfaction with life but noﬁ a greater degree of
deﬁection or hopelessnessv and further analysis showed that
it was not the global_loss of the work role, but lower
ineome, poor health, and negative attitudes toward
' retireﬁent that were responsible forvthe greater propertion
of dissatisfied respondenﬁs. The question.of whethef the
loes of the work role does result in‘eome deereeee in‘
persenal satisfaetion or happinese for a signifieant nﬁmberf
of retirees has still not been settled.

Two main theories have_emerged‘inﬂthexpest 30 years,

crisis theory and continuity theory, bqth comprising
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'prdéite;ends Qf the;fetiremen@fadjugﬁﬁéht'spéctrqu v»"‘
v CriSiéwthebry?postulates thatf£étirémen£:géﬁérally“hésf

::rnegativé'ahd degfading;effééfé?beCausésbégﬁpétibnél '

 identity is the basic legitimizing role for individuals in

i Our SocletYLosS o f thlS role v thro i ghretlreme .nt 1mp]_les
i.inébiiiﬁy £6C?éffb?ﬁ;:whiéh:één?fééﬁlt?iﬁ;fe@geéd:géif_'ii77'
 respect and status, which can lead to withdrawal, illness,
> andf&éd;ihe:iﬁ;ﬁaﬁbinééstaﬁd~life séﬁisfaétibéﬁksée_EUrrué+f;

By contrast, continuity theory states that =

‘“f occupétional~idéntity‘iS*hot'the centra‘5 '“

. workers and that retirement has become a legitimate and

Hfdééirablé ;olélwigh:ogportunitiésaférgipéfégﬁgi"ﬁétibn-df‘t *
;‘ §théf:£d1és7énd;déQéipémént,§f géw.iéiéﬁr¢ fdié;%7whi¢h.:
§£¢V1défa*cbﬁt;nﬁatién_éfiSéif;eéééémfana‘stétﬁs.;" |
iCQﬁSéQUéﬁtiygiCdﬁéiﬁﬁity;theéryfaéééﬁntéifbf little or n5i  
'; 1bp§%térm5effect5>bffréﬁiremén€ §n‘ihaiVidﬁals‘{seéBﬁ?fﬁs%v

 Bammel & Bammel, 1985).

‘7r; Both ofiﬁheée theoriésfhavé'béen~fbﬁﬁd‘tdfmakeatéég}?fgﬁ,ff

  géﬁe#dl'assuﬁpEiQnsﬁ‘andﬁméy‘be sﬁqjecﬁ\to maﬁy.eXCeptiéﬂs;*Qf“f

' For example, crisis theory is mistaken in assuming that
'occupational{identity*is the'Central“and~legitimaté role -
“for,allfpeéple iQ:dﬁr'chiety, sincé-somejWQrkérs_cQﬁSidéf;



»th‘eir,‘ job to»be solely fihancial means by whiChr they can “
carry out roles more important to them,, Continuity‘theory-
does oot recoghize the negative cohsequencestthet retirees
,incur as a result of leaving the work role. ‘It is eesy to
see why it has been difficult to draw consistent
‘conclusions about the effects oﬁ retirement on-individuais,_
Researchers_pOstulate.meny;causes and»corfelates of
tetiremeht satisfaction, mostly_encompassing‘_
individﬁalistic variables,such:ae‘health, incOme, activity
le&el, shared leisure with.spouee and offspring,
occupational level, educatiohal level,(Kremeriﬂl985)'and‘
job satisfection'(Beehr, 1986);i Even 30 years{ago,.Back
‘and Guptill (1966) (cited'in‘Atchley, 1988) found that an
‘individual who was healthy, had a middle- or uppef—Cless
occupatioh (and therefore better retirement income), and
had a high number of personal'interests,‘felt‘minimal
losses and therefore had greater retirement and life
satisfaction. Therefore, satisfaction with retirement
activities may be negatively related to anbindividual’s
willingness to reciprocate to the “old firm"i; whereas
satisfaction with retirement iﬁ geneial mey invoke more
positive reactions toward the “old firm” (“The organiZation

prepared me well for my retirement”) and this may bring
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'faboﬁt the Willingness.todreciprocate:.:Therefere, ﬁhe?;

: probosed model hypotne31zes that retlrement satlsfactlon 1n
'dtermsvof»sernlce/reeourcee,,health/act1v1ty,.and
inarriage/home life;partially cOmpriee'a‘retireefs

perception of retirement.

-ReasonS'forvRetirementﬁ. Iniekamrnrng the deciSiondte_r

retire, the theor? of pianned behav1or, wnlch 1s an

vexten51on of the theory‘of reaeened actlon (Ajzen &
f]FiShbein, 1980 Flshbeln & Ajzen,vl975) w1ll-be-utrlrzed;

i Tne theory of planned behav1or 1s a jOlnt functlon of

tintentions and'perceived behaviorai contrelrv'FeraCcurate'
‘.behavieral predictionJVthree:assnnbtiens.nnSt'be‘metu
3Firet,“tnemeasures'ofdintention and of.pereeined“‘
‘vbehav1oral controlbmnst correspond to‘(Ajzen &‘Flshbeln,_nvu
B 1977)‘or be compatible With.(Ajzen,\l988) the'behav1or that;tr
drls to be predlcted 'Secondjjlntentlons and nercelved |
:’dbehaVloral control must renaln stable 1n the 1nterval QM
_vbetween‘their aesessment'anddobservatlen of the‘behav1or;,ﬂvt
amhifd;'prediction'of behavior from béréeivédfbehAviaraif
rcontrolbshould 1mprove to the extent that perceptrons of
'behav1oral control reallstlcally reflect actual control”
q(Ajzen( 1991, p.‘185)7v rd‘d % B ib

Thedéentralrfactorain'thedtheory of“plannedfbehavierf_t



is an ihdividtei’s intention te perfbrm“a givenvbehaVier.
Intentions are assumed to encapsulate motivational-factors
that’influehce behaviore. ,Iﬁtentidns can indicate how-hard
en individual wiii»tfy to performja behaviot, end_hOW»much‘

effort s/he plans to exert._ Generally, the stronger the

v intention, the more likely performance of the behavior will .

occur (Ajzen, 1991). An important note however, is that
the behavioral intention can only result in behavior if
‘that behavior is under the control of the individual - if

the person can decide at‘his/her own will that s/he will

perform the behavior. “Actual control” also refers to non- -

motivational factors (e.g., time, money, skills,
eooperatioh'of other; eeeHAjzen, 1985, for further'
discussion), suchbthat it':efers to,the eollective forces
an individual hae,‘required resources and opportunities and

the intention to perform the behavior. Therefore, the

theory of planned:behavior differs from the original theory -

of reasened action in the degree and.inelusiOn of perceived
behavioral control (Ajzen; 1991) . |

The theory of planhed behavior‘appears to have a link
to the tetirement decisiqn‘in that‘(with‘the elimination of
Mandatory Retirement) aniindividgal‘exaﬁihee.his/her»

resources or “actual control” such as financial
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independence; health status, and organizatibn sﬁppOrt.'
paired with his/her ihténtions to retire in making the -
decision to perférm:the béhaviér of»offidially retiring
from-aﬁ organizaﬁioﬁ. Theée inféntions and eiamination of
resourcés éan only occur at the»péint at which an
individual realizes s/he will retiré someday‘and begins
informally or formally‘planning for this fransition.,
Traditionally,‘factors tﬁat have beenvshowh td"
influence the decision to rétire‘are: Wahting to retire
'(ehgage in léiSure actiVities inétead;offwofk), health
limitations,'loss of job,‘rebeipt of soéiai security_
benefits, receipt of.pension.benefits, disiike of job[
number Qf dependents still at home, houéing, énd retifement
,Qf spoﬁse (Hansson, DeKbékkoék, Neece, & Pétterson,.l997).
»Mofe recently; organiiatiohalvreSearchérs'ha&e identified
other Variabies‘suéh as socializéﬁibn pfoéesses}
organiiatipnal»culture, planﬁedaée‘of rétirement vs. 
pfeferred age‘of retirement éqﬁgruenéies;;perceived
planning assistance received, ana perceiVedvvo1Untarines§
of the fetirément decisian as believed t¢ influence thé
retirement décision and éonseqUently,vfetirement

satisfaction. However, there is little*to no research

investigating these_indiviauél'énd ofganizational variables
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'-(w1th the exceptlon of Henretta, Chan, & O Rand 1992

ZVj,Ekerdt{TBossefl & Mogey, 1980 : Ekerdt & DeV1ney, 1993

 Shultz, Morton, & weg»ker-l_e, 1998)

fi_Eokert;“DeViney;fand,Kosloski:(1996)ldeye10ped a

measurement,modeljto}ﬁacilitate research’in*reéards to*ﬁ'Xd

”fetirement'intentionslr They utlllzed data from the 1992
u,”Health and Retlrement Study (Justerf& Suzman, l995)’f
‘whlch they 1dent1f1ed 5 types of 1ntentlons of retlrees ff'

’”stop Worklng completely ( 1%) planned reductlon 1n work

"hpKZQ%) contlnued employment w1th p0851ble jOb change (95);_4

e neyerfstOngOrklngb(7%);_and no- plans (43 )  The

‘"~7identifioationlofﬁthesevtypes Ofiintentl,“' ‘

. further research on retirement satisfaction:

interaction between older workers, their work, and their
 organizations.-

7“'In”eValuatinglindiyidual‘pefoeptionsdand attitudesh

Vﬂv:‘towardsvanfeventffa,centrallissue;inldetermlningfthe
”]squective“meaﬁingpbﬁ'thejevént}is the‘amount\of‘controlﬂan“
indiVidual~hasf"Individuals'tend to judge'eventsawhioh'arei"

"lfpercelved to be out of thelr control to be threatenlng A

"f,((Taylor, 1983) . Invterms of.retirement,.the.lsSue ofs‘

"”f;controllablllty 1nvolves a retlree s perceptlons about the &

‘precipitants:of‘retlrement.n Tradltlonally, retlrement-'ag L
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research has fOund‘that‘voluntery} asvopposed to-f
involuntary, retirements are aseociated'with'more positive
adjustment in retirement (Cerley; 1986} Streib'& |
Schneider, 1971}.' Ruhm_(l989):found-that although»official
mandatory policies ére'(noW) rare, seeminglyi“noluntary”
retirements are eften premature‘and prompted by poor
health,»job stress, or other'ci:enmstanees out of the‘
retiree’s control, such as;orgenizatienelfQpetsuaeion""
(Parnes et al, 1985). -Additioneliy,.théaelement of choice .
in retirementvdecisions has been found to predict
retirementisatisfaction (Levy;v198l; Walker,‘Kimmel,‘&
" Price, 1981). Accordingly, it is predicted‘thetﬁgreater
perceived voluntariness leeds te positive association with
the organization, and possibly willingness to reciprocate.
Many employers have offered'“early retitement?
programs;rmany,ofwhich take tne‘ferm of incentive systems
‘and or empleyee “buy?outs.” 'ThevemplOYee’s perceptien.of:
these “early retirement"vpregrams is critiCa;, as they> 
could view them on two extremesv— excitement and eagernese
‘of‘betrayal-and anger. In other.terms these-“early
retirements” could be viewed as voluntary or inVolnntery to
" the employee. fherefore employers'ﬁUSt use caution when

-

presenting these types of alternatives. Hardy and Quadango



.(1995) fpundbthe timing of theselprogramsfis most critical
to later retirementlsatisfaction. They found that for
those individuals who anticipated any‘early retirement for
more thah 2 years before (“early”) retirement was offered
or imposed,.there waS’greatér retirement satisfaction than
for thoserwho made the decision ﬁo'retiree “early” less
than 6 monthé beﬁore retirement. These findings
demonstraté the importahcé,ofincréésed awarenéss}
informétion, aﬁd retirement’planning; The propoSed model
hypothésizés that reasbnsvfor retirement (specificaily,
degree of voluntariness over the decision to retire)
_partialiy compfisés a retiree’s perception of retirement.

Meaning of Work

The proposed model (and the previous work of Mor-
Barak, 1995) hypothesizes that annindividual retireé’s
meaning of work consists of fQur_meésuréd‘“importance”
variables - sécial, persbnai) financial,‘aﬁd,generativity -
~and tﬁevmeaning of Work factor predicté reéiree
reéiprocityf | |

VEVeryOne has a somewhat differenﬁ percéption of the
méaning of work. Somebbeliéve work is merely a means to an
"end, bringing in an income to satisfy the basic needs éf

.

food, clothing, and shelter, while other people see work as
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an important sociél role providing necessary interaction
with peers and psychologiCal satisfaétion, as well as
mental stimulation. Regardless of the perspéCtive one
takes regarding the méaning of work, it (Work) has a dife
_importance for each and evéry person. Generally we examine
the meaning of work for-those people who are currently‘
wofking} however, Mor—Bérak (1995) identified the need to
- examine the meaning of work for mature workers and/or
retifed individuals and how that meaning may affect their
attitudes towards continﬁedvemployment'or'a search for
(part+time) émployment. Studies have shown the pbsitive
effects of (work) employment on mature workers, in that
people tend to be moré satisfied withAtheir life, marriage,
Health, social networks, and mental states When employéd
(Bosse'’, Aldwin, Levenson, & Ekerdt, 1987; Cassidy, 1985;
Riddick, 1985; Soﬁmerai & Avdn, 1983; and Mor-Barak,
Scharlach, Birba, Garcia, & Sokolov, 1992; cited in Mor-
Barak, 1995). |

Mor-Barak (1995) conducted a study, based on
Alderfer’s human needs theory (1969) and Florian’s (1982)
three factors of work (economic, sociél, and
psychological), that‘expanded(ﬁhese twd‘models to include

one more very important factor, Generativity.
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,.Generat1V1ty,“eriginaiiy naned-bthrikSOnphie‘a
'deveiopmental stage rn Wthh one wrshes to- share hls/herb
knowledge,‘erperiencesfhéndhideas»with otherehand “make‘a :
.differeﬁéeﬂ,in,the1livesofaothers (partlcularly the‘h
‘l;yqungerigeneratien)wi Mderarak;refers to«thrs “sharlng”'bydf?i
'ﬁaturejadnitsdaehtraining;deupernieing?:teaehrng,vand_wnd
,t;ansferring knBWledge’and s&iligttovydungerbnerkersf 5
Theee‘ideanfitiweii.into thevAQEhéfﬁs_pfeyioﬁé’sﬁggéstioﬁsf
'ofhretireesnretnrning te thetWorkplaee”te mentor;
| vo,l'_uvnt‘eer,"ar‘ wOfk -V'V’At’d.' 're.ciprocate,?‘ | .
‘Mor- Barak s (l995),study utllrzrng Florran s (i98§)
Aihthree—faetgr medel (Meanlng of Work Scale'— MWS) and the'

fadditionheﬁ a'éeneratly;tYﬂfaetor'snpported her:hypothesreﬁ

ltéf’the ﬁresence:of‘the'fodr;faqtofs;(l)'5001al eontract
._.dfaCtofjdrz) person factor,r(éjhfinaneial faCtdr;_and (4)

; generatrv1tybfactor d Utlllzrng a sample of 146‘
‘J‘partlelpantsvrage flfty and over) who'were actrvely seekrng:.l
vemploymentv the feur factore accounted‘for 70 percent of
the varlancelln the‘meanrng ef-work‘seale (MWS) | The"
implieations‘ofhthisietudy were;that;these_feur'factdrsvv
v~iwere partlcularlyilmportant fer‘mature workers and retlreesi
t‘hwho‘wished‘tq return to«wqu‘ and that jobs that could

'1.prbvidei£or transfer"offknOWIedgeaand exper;ence:wquld;be:




' moet Valuedoby matupe WOtkersj .Mor—Barak cailed'fof
oorganiZQtione ﬁo utilize tﬁis segment of the populatioo (iﬁp
_its hiring practiceex>for»phe‘company’e beneﬁit (deoreased
1Hhiring coéts,knowiedgeotrahsferm eto,) as well as the'
indiViduaifsbenefit_(financiei ipdependence, generativity;
socialvinteraction, etc.);' Therefore,lfhe proposed mOdel
predicts socialf pefeonai;efinancial,pand generativity
impoftance‘toocomprise the meaning of work feotorQ
Preeentispudy i

Empiricai research hes beeh conducted on the
' previoﬁsly stated variables to‘test various relationships
in.independentvconteth utiliiing'“typical”'popuiation
samples, such‘as college»etudents,Vorganization |
‘employees/members, and college alumni. pﬁOWeverf ourrentiyb
‘there is no empiricel research reIating theefhree
' hYpothesizedfaotofs - perception of ;he-orgeﬁieation,
perceppion of‘retirement, and meaning of work —‘utiiizing’a
repiree populatiOnzto pfedict,retiree reciprocity. The |
proposed model has the potential to serve_individual and
iorgénizational needs alike as an informetive‘basiskfor
explaining the phenomena of retiree reoiprocity by pointing
out factore predictive of post-retirement work behaﬁiors,

serving to facilitate-stfetegic staffing within

40



organizations, as well as to promote individual fulfillment
and satisfaction with life in retirement.

Hypotheses

Please see figure 1 in Appendix A for the proposed
model that gfaphically depicts tﬁe hypothesized
interrelationships lending to retiree reciprocity. The
measurement model and structurai models afe représented by
geometric configurations. The rectangulay boxes on the far
left and far right répresent meaSufed vafiablgs that are
prediéted by the circles,”ﬁhieh fééféseﬁtﬁlétént variables,
also known és constrqcté érufactofs.:’The‘solid'linés.(with
arrows) from the construéts.to the measuréd variables
represent a direct relationship in ﬁhe direction of the
particular symbol, positive or negative, indicated on each
line or “path.” - This portion of the model is referred to
as the measurement model (see‘Ullman, 1996 fof a further
‘discussion of measurement and étruétural~modelé5. N

Each predictor conétruct‘has a solid line pointing to
the criterion construct (retireevreciprOCity); additionally
each (predictor) construct predicts the direétion, positive
or'negative, of the relationship. This segment‘of the:
model is referred to as'thebstructufal model;"The

criterion construct will be measured by (and predicts)
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three meesured variabies (interesﬁ in<volunteering, working
part—timevor seasonal at the retiring organizaeion,‘Or
Werking full—ﬁime at the retiring drganization); ﬁote, the
absence of a iine between veriables or constructs indicates
there is ho’hypothesized,relationship} The analysis of the
proposed model wili proceed in £WO phases: 1) the
ﬁeasuremene.model is'first analyzed; and 2) the structural

- model is aﬁalyzed to assess the “fit” between the proposed

set of relationships and the sample data.

" Phase I - Confirmatory Factor Analysis (CFA) _ The

Measurement Model

In regards to the relationship between the measured
,variables and the predictor and criterion construets,‘the
following hypotheses have been drawn. Please see Figure 1

in Appendix A for the hypothesized model.

Hypethesis 1. Perceptioﬁvof the organization is a
fuhction of organizatienalideﬁﬁificetion'(OiD), perceived
organizational euppgrt'(POSi}'endefetireﬁent
planniﬁg/prepafedneés (sbeeifieally,ffiﬁaﬁEial and empleyer

provided planning/preparedneSs). The more‘positive
perception of the organization_predicts a higher degree of

organizational identification, perceived organizational

- support, and retirement planning/preparedness
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(specifically, financial and employer provided

planning/preparedness) .

Hypothesis 2. Perception of retirement is a function
of emotional‘énd financial retirement
planning/preparedness, reasons for retiremeﬁt
(spécifically, involuntary versus voluntary reasons for
‘retirement), and satisfaétion with life in rétirément»
(specifically in regards to»services/resources,
health/activities, and marriage/home life). The_mdre
posiﬁive percebtion of retirement predicts mdre emotiénal
and financial rétirement planning/preparedness, more
Voluntary reasons for retirement, and more satiéfaction.
with life in retirement (specifically in regards to
services/resources, health/activities, and marriage/home
life). The more perception of retirement negatively
predicts involuntary reasons for retiremeht.

Hypothesis 3. Meaning of work is a function of

financial, personal, social, and generativity importance.
Greater meaning of work predicts more financial, personal,

social, and generativity importarnce.

HypOthesis 4. Retiree reciprocity is a function'of
interest in volunteering at or on behalf of the

organization, working part—time'br‘seaSOnal at one’s
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retirihg,organizatioh,‘and/Oreworking full—time'attone’s',-

retlrlng organlzatlon

Phase.II - Structural Equatlon Modellng QSEMyﬂ—fThe”

Structural Model

In- regards to the relatlonshlp of the proposed
_',predictorchnstruCts tq ‘the Crlterlon'construct[fthed'_'

folxoWihg'hYpothesis‘has*been draWh;

HYpothesis'S} Perception oﬁ thejorganization; =

fperception'of\retiremeht;landtmeanihg:of;workdpredictj,_3‘»';v

retireeureCiprocity¢3'More;positiVe‘perceptionsdof the -

organization, positive perceptions of retirement, and. ' -

' greater'meanihgfof WOrk"predict'a.Strohgerllikelihooddoffr .

. retiree reciprocity..

v Additional ResearCh,QuestiOns = ReasohsuforfPoSt—Retirementt:

,Work Behav1ors

Addltlonal exploratory research questlons are proposed B

.hvtOVexaminefthe,structure of retlree reclprocltyv What are

dthe most predomlnant reasons for post retlrement work

ebehavlors,_such as volunteerlng at or on behalf of worklng .

fpart tlme or seasonal or worklng full tlme,'ln.thlsvv
- pOpulation? Does-rec1procity.aCtUally’emerge as a,
3~component of thlS concept retlree rec1proc1ty° Several

*rquestions, believed to tap»rnto altrulsthf'commpnity;fﬁ
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‘ acti&ity,'berSOﬁél,:financiai, generétivity, éase,;s¢CiaI,
aﬁdurecipfocity:factérs'will:bé”examined.in hopes'of'tfyiné
| té determiné Whé£‘rétiréé reciproéity-is,xiAlong with ﬁhé>
aboVe.reSearch questions, ﬁhé emefgenCe'éf reéiprocity N
reasoﬁs in}thé féctof‘Stfﬁéture would'help'subport‘the
hypothesis_that the‘éoﬁcept-of retifeevréciprocity.exists.
dthérwise, reciprocity‘would not- be éppropfiate'terminology.

for'explainingﬁthese'post—rétirement work behaviors.



| CHAPTER ':”I‘WO: =

Method

dflPllot Study

Nlne retlrees from a Callfornla.State Unlwers1ty,léan'
'Vj'Bernardlno sponsored retlree‘gronp were-admlnlstered thev-“

"Vhsurney paohetu(ineoerSOnfsto‘galn qualltat;vedrnformatlon:_;'f
srregardlng the newly developed scales:fretlrenent |

»h;fplannlng/preparedness andiretlree reclproolty sub‘scales)-

"'?Spec1f1cally, we examlned the clarlty of the questlon

fOrmat;‘ Valuable 1nformatloh was galned in regards to. 1temt**1'

EolaritY'and “readablllty” that conflrmed 1ts readlness to

‘bejsentgont to;aglarger Samplefl”Four redundantkitems.were;tffv;

~ deleted and one new item and its corresponding ‘reasons”
column werewaddedvfjlnterest'invVolunteering at other

organizations. . -

Main Study

“Part1c1pants

‘A survey was nalledvout‘to 3, dll retlrees of‘a
.lsodthern'california*utlllty;comoany; The 3, 511 retlrees:a'n
'hwere derlved by randomly sambllng half of the southern
'Jéallfornla popnlatron of the utlllty s retlrees (s1nce’the:
: conpany wanted to examlne 1ts closest resouroes).v”The-l

'lsample con81sted of: 2 881 males and 630 females Fourteen
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hundred peOple.had retired‘since 1996 (when there was a
large early—retirement éffervat the company); One thousand
ten retirees réSpOnded by»feturning their completed
surveys, resulting in a 29%resp§nse rate. The sample was
predominantly white‘maies) with some collége eduéation,'and
relativelyVIOng tenure with the organization (>25 years)}
this was represéntative of‘ﬁhé target population. Piease

See Table 1 for the detailed demographic breakdown.

Materials/Measures

‘Ofganizétional idenﬁifiéation. 0ID was measured using
Mael‘énd Tetriék’s (l992)_écale for identification with a |
.psychologidal groﬁp (iDPG), Which consists of 10-items.

For the current study, the scale had a total Cronbaéh’s
Alpha reliability of .86 (N = 935). 'Réépoﬁdents‘wére
instructed to indicate thé degree beagreement or
disaéfeement with each statement using é S;point Likeft
scale (1 = strongly disagree, 5 = strongly agree). Please

see Appendix B for items.

Pérceivéd OrganizatiOnal)Suﬁporﬁ. PQS was measured‘f
"usiné Eisenbefger, Huntingéoﬁ, Hutchinsoh,iéﬁd-Sowafs
(1986) Survey of Percéived»Organizational.Support (SPOS) .
Thé original (total) scale consists of 36 items, héweVer

there is a 16 itém short version - which was used in this
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Table 1. Participant Demographic Breakdown

Frequency

(range 1960 - 1998)

" Demographic Mean Std. Mode
‘ ~ Dev.
Gender:
Men 818 84.6
Women 149 15.4
Ethnicity
- African American 17 1.7
Asian 25 2.5
Hispanic 40 4.0
Native American 14 1.4
White - 808 80.0
Other 7 .7
Education Level :
- Some High School - 23 2.3
High School Dipl. 134 13.3
Some College 423 41.9
Associate’s Degree 170 16.8
Bachelor'’s Degree 152 15.0
Master’s Degree 53 5.2
Ph. D. ' 9 .9
Other - 33 3.3
Retirement Status -
Completely Retired 798 80.4
- Retired/Working PT 107 10.8
~ Retired/Working FT 87 8.8 _

“Age , 66 9.81 58
Age when retired 58  4.63 55
(range 40 - 74) - ‘
Tenure with 29 8.34 35
organization
(range 3- 46) ‘ : ‘
Year retired 1989 6.96 1996
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study. The SPOS was devélopedﬁto measﬁre é “‘wide variety
:Qf ascribed organizational attitudes and possible actions
relevant to employeeS’ interests” (p. 503). Respondents
were.instructed to indicate the degree of agreemenﬁ or
disagreement with each statement using a:S—point Likert
scale (1 = strongly disagree, 5 = strongly agree). ' The
short version total SPOS had a Cronbach’s Alpha reliability
coefficient of .95 (N = 942). Please see Appendix B for_v

items.

Planning/Preparedness. Retirement

'planning/preparedness was measured by 14 guestions,
subdivided into.3 subscales, which were developed for ‘this
study. The directions for the scales asked the
participants to rate their agreement with the statements
using a 5-point Likert scale (1 = strongly disagrée, 5 =
stréngly agree) to determihe the eXteﬁt retirement planning
(Financial - 3 items, Emotional/Psychological,— 6 items,
and Employer Sponsored - 5 items) incurred at their
organization. Internal consistency reliability estimates

for the three subscales were: Emotional/psychological-

planning/preparedness .89‘(N 970) ,» Financial

planﬁing/preparedness .75 (N 978), Employer sponsored

planning/preparedness .92-(N 966). Please see Appendix B
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o for items.

e N A RARLSS

. . Reasons for Retirement. Reasons for retirement were - .

dsimeasured”uSingva subSCale‘of'Floyd;*Haynes}'Doll;::.J
E Winemillefnyemsky, Burgy, Werle,;and Heilmanfs”(l992)gh“

‘hd Retlrement Satlsfactlon Inventory of 1mportance of reasons'

for rétiremenﬁ,f Participants,wereJpreSented~15,reasons‘forf'd ‘

'retirementhianhich,they‘respondedbto'Likertatypefquestionsf

"(tromyl“z very unlmportant to 6 very 1mportant) . We.Werev-c7h

¥ lnotiabletto“COnfirm the-or;glnal%authors’;4’—‘factorf

PR structure‘(pursuejown‘interests/vcirCumstandes;‘pressure'f'

7hffrom employer,fand jOb stress)‘p'A’CFA§Showedﬂthat afiesé‘fbdf

h,than de51rable flt was obtalned Bentler Bonnett f627”and*”'

!vfthefCOmparative'Fit'Indexv(CFI)‘:*;l"”; Our sample datal

' presented aymore;parSimonious‘facto‘:StructureJKWhLCh;also

' was more consistent with our theory around voluntary versus

‘”,iinvoluntaryfretirement)jWithTtwo[factorsJ
- 1nvoluntary3Reasons;for?Retiremen

'Qfor.Retirementénghé‘th_factors“werefcomprisedjby'”vf

“acombiningftheforiginalgauthorS’;“job7SEress””andfﬂpreSSureﬁ

'from employer” sub scales to produce the Involuntary .

'ifactor, and the orlglnal authors ‘“c1rcumstances” and
"j“pursue own 1nterests" subscales to produce the Voluntary

‘h;factor ' The respectlve Cronbach alpha rellablllty




estimates were .63 (N = 920) and .66 (N = 925). Please see
Appendix B for‘items;

Satisfaction with Life in Retirement. Satisfaction

with life in retireﬁent»was measured using a subséale of
Floyd et al, (1992) Retirément‘SatisféCtion'Inventory of

" satisfaction with life in retirement. ‘Participants were
presentéd'li aspects.of their current life in which they
respondedmto Likérﬁ—type guestions (from O % nbt appli¢able'
and 1‘= VerybdiSéatisfied [Some itemsvwere allowed a 0 =
not applicablé chgice. e.g., The health of my spousé.} tov6
= §ery satisfied); - Cronbach alphaafeiiébility estimates
for the three subsgales whi;ﬁ composed the s¢ale stfucture
were: sétisfédtion with health/activity ;78 (N.= 978),"

+949),

_Satisfaction with marriage/home life .70 (N

satisfaction with services/resources .53 (N 943) .
Please see Appendix B for items.

Meaning of Work. Meaning of Work was measured using

Mor-Barak'’'s (19955>Meaning‘of WQrk‘SCale (MWS), which
consists df lé-items. The four~subscales‘of‘thé MWS had
Cfonbach alpha reliabilities of - Sbcial Contact .87 (N =
964), Personal .87 (N ; 967), Financial .69‘<N = 967), and

Generativity .91 (N = 966). Please see Appendix B for

items.
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Retiree Reciprocity. Reciprocation behaviors were

“measured.by 3, 2 part questions, developed fot this study.
A multiple choice scale was used to determine the level of
interest the participant had in becoming involved with
his/her retiring organization (please see appendix). The
items measured ﬁour levels of interest: not interested,
would,consideration, intention to, or actually engagebin
VOlunteer‘or work'actinities at or on oehalf of their
previous employer. Additionally{ participants were asked
tovindicate their reasons for considering, intending, or
behaving in those manners, by using a checklist technique
following each question (36 possible-reasons
why/motivations werevlisted). For ease of analysis and
interpretation, the 3 levels Were collapsed to represent
one overall “interest” scale.for the respective activities
(Volunteering, working part-time or seasonal, and working
full-time) and the guestions were then dichotomized into 1
= interested and 0 = not interested. Please see the
Results section for analysis of part-two, retiree
reciprocity sub-scales and for the Confirmatory Factor
Analyeie and the Structurai Equation Modeling.

Procednre

‘'The survey packet wae mailed out to a sample of 3,511
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retirees of a Séutheranalifornia utility company. Each
participant was mailed a-éurvey‘packét which includea: a
cover letter explaining the purpose of the study (to
solicit retirement atfitudes) and assu;anée of
confidentiality, a contaét name for quesﬁions, and a
'stamped return envelope to be returned to aﬁ outside vendor
who data entered the surveys; Participan;s were inétructed
to complete the guestionnaire by following the‘directions
on each scale, using the organiiation from which s/he
formally retired from (was employed there for a
considerable duration and receives pehsion benefits from)
as their ;reference‘organization,” in this case, the
utility company. Participants had three weeks to complete
and return the survey. Reminder cards were sent oné week
before the surveys were due.

The survey packet consisted of 92 items. Two
additional ifems were added on behalf of the organization
to measure the interest in full-time work as well as
general interest in volunteering (at any,organiéation other
ﬁhan itself). Additionélly, several other demographic
items were added as requested by the organization'(i.e.{
shareholdef status, last position held, and bargaining unit

status). The survey included: the Survey of Perceived
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Organizational Subport (léviﬁemsfﬂJﬁhéforganiéational
Identificétion/IDPG Scaie,(lO items;L Reasqns“fori
Retirement (voluntary and involuntary'f lS_items),
vSatisfacﬁion with Life in'Retiremenﬁ (services/ resources,

.health/actiVity, marriage/home life - 10 items), Retirement

Planning/Preparedness Index (emotional,ffinancial,"employer

sponsored - 14 items), the Meaning,Qf Work Scale (social,
peréonal, fihancial, and generativity - lb items), and the
Retiree Reciprocation index (4, 2-part items).
Analyses

Confirmatory Faqtdr Analysis was performed to confirm
the hypothesized factor structure of the measurement model
- the.measured variables and thé predicfor constructs, thus
testing hybothesés_l through 4. Structural Equation
Modeling was performed to predict the critefion construct,
retireé reciprocity, from the predictor cpnstructs,
perception of the organization, perception of reﬁirement,
and meaning of work, thus testing hypothesis 5.

Retiree Reciprocity Reasons Scale Construction

Thirty-six items were developed (see Appendix B) to
tap into the structure or motivations underlying
volunteering and post-retirement work behaviors. The items

. were derived based upon research in the volunteerism arena.
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Thé_literature suggests that there are Several,reasons' -

underlying an individual’s.motiVation to volunteer, such ‘
as: altruism, sense Qf‘community, pefsonal déVélopménty
activity levell_socialv¢0ntact} mental stimulation, and

’ »génerativity (Fisher &fSChaffér, 1993). Likewise somézof

those same reasons underlie an individual’s motivation to .

work once retired, with an additional motivation,

financial, being added to the equation to suit the wdrking‘

‘.behaviors. 'Therefore,vtheb36vitems were'designed to'tap‘
into these constructs and attempt to determine the

‘étructure of retiree reciprocity{"Pléase'seé“the!Resﬁlts

sectioh (and Appendix C) for analysis of part;tWO,'retiree'

reciprocity scales.
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CHAPTER THREE

‘Results

Dataﬁscreening’andlAssumptionsfﬁ

-Descriptive statistics_were performedeto’soreen the

 data. 'FrequenoieevWere_performed?tomoheck‘forﬁmisslng_data‘d,n’

" and univariate outliers. Means and standard deviations

- were_examined for»each}variable}_additionally random

écatterplotspof5residualeyand;histograms Were'performed andhf;*{

examinédlto cheokfforfnormality;_.’7
The assumptlons of llnearlty and multlvarlate -

::normallty were evaluated through SPSS 7 5 and EQS ‘Thei_

Maximum llkllhood eStlmatlonwereutlllzed Linearity dwa“s‘- :
°o§e£aliv no major problems were observed throughbthe‘
S rdatascreenlng procese‘except oneuw1th relevance ‘to - the

:freasons for retlrement ‘and - satlsfactlon w1th retlrement

‘ﬂl_8cales-quome*ofrthe’ltems,on-these scaleSrweregabnormally7“

v:"skewed and therefore were modlfled to flt the orlglnal
- authors (Floyd et al ).scale;'~Floyd et al‘svlnstrument
.1nstructed part1c1pants to mark “l-= very flf”

“Qunlmportant/dlssatlsfled”'1f that 1tem dld not apply to :"'



~them, however ‘we belleved there‘may be ‘a- theoretlcal

N 'd’i‘fbl.fervence-‘ ’betwe,e;‘n ,v‘ery'- unl:mportaht '(}or very dlssatlsfled) 'ﬂ
v'fféﬁdﬁét éppiigabié, ahd‘that we may be los1n§ some

”himportahtvvarianoe..'Therefore, ‘we added the o =-ﬁotf'

1‘dappllcable scale functlon ‘>However, respondents tended ﬁo:;5'

autlllze the not appllcable functlon 1nstead of the very

._unlmportant/dlssatlsfled functlon, resultlng 1n an extreme L

}_amount of mlssing data‘for some 1tems on- these two scales
5aTherefore we‘re coded our-“Ox— not appllcable jscales
-‘;funotlon to‘“l = very‘uhlmportant'and very dlssatlsfled"
'-tscaledfunction in;attempts to mlnlmlze‘the““art1f1c1al”ry
d'missihg datai Please see Appendlx B for the survey 1tems

The Hypothe51zed Model

Slnee thlS proposed theoretlcal model of retlree
hhrec1proc1ty is new and prev1ously dntested the'retlree h*d
e'sample was randomly‘drvided 1n half for model estlmatloh,

‘h‘one half for model bulldlng (N 507).and the other for S
; cr0ss—valldatlon‘(N 503) Mlss1ng data constltuted roughly,~7
K‘::G of the total sample, thereforeﬂfor ease of analySLS ;hdh°t

‘-‘EQS‘ llnear 1nterpolat10n was used asvthe 1mputatlon

'f,technlque to replace mlss1ng5data“u21ng the regress1on

‘functlon of SPSS 7 5

A conflrmatory factor analy31s was performed to test .



thé measurement model (Hypotheéeé i‘: 4) ﬁsing EQS for
Windows oh 17 scales of individual aﬁd organizational
variables thought to be related to retirement attitudes.
The hypothesized model is presented in Figure 1 of Appendix
A where circles represeﬁt latent variabies aﬁd reétangles
represent measuréd variables (please refer to the pre?ious
hypotheses). There is no hypoﬁhesized covariance betWeen'
the factors.

In terms of the measurement model, the independencé
model thaﬁ'tests the hypothesis that all variabies‘aré
uncorrelated was rejected, x* (136, N = 507) = 1958.20, b <
.01. Then, the measurement model itself was tested and a
less than desirable fit was obtained, x? (115, N = 507) =
561.64, p < .Ol,‘comparativé fit index ‘(CI;’I).= .76. The
x?/df ratio was greater than 3 (x*/df = 4.88), indicatiﬁg'
the‘model needed some modifications before it was a good

fit. |

Therefore, post hoc model‘modifications were péfformed
in an attempt to develop a bettef fitting and more
parsimonious model. ‘On'the basis'of fhe Larange multiplier
statistics (see Ullman, 1996) ‘and theoretical relevance)
several mddificationsiwere made. TWoAcross—loadings were

added to Factor 1 (PercepEion of the Organization) and
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Factor 2‘(Peréeption of'Reti;éMént},-eﬁotional retirement
pianning/preparedness qhd:ihvéiﬁntary fegééns»forb
rétirement; Oné,unreliéble maﬁiféSF véfiable—
satisféction with retirement sérVices/réséﬁrces - was:
removéd due to'its low reliability>(r = .53) and pdor
loadings. The error terms wére éllowed tovCOrrelate for
réasbns for‘retirement - volgntary and involuntary (.25),
as wellvas for SAtisfaction‘with retiremént -
health/activity and marriage/home life (.33). The
measurement quel was then tested again and support for it
was foundvx2 (97, N :>507) = 284.77, p < .01[ qomparative
fit index (CFI) = .900. The xz/df‘fatio was better than the
‘original model as well, less than‘three (x*/df = 2.94),
‘indicating a much more reasohablé fit. In addition, every
bath from the measured variables to‘the predictor
constructs was significént. Now that we had estiﬁated:the
fit of the measurement model, we could teSt the strﬁctural
equation model.

- Model Estimation

- Model Building

Maximum likelihood estimation and robust statistics
were utilized to estimate the structural model (Hypothesis

5). The independence model that tests the hypothesis that
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'“f,all varlables are uncorrelated was rejected %2 (120

";507) 1989 89 .Ol;}f*Then,‘the hypothes1zed model was Q,wffiﬁd

jftested and 1t was less than de31rable w1thout a- covarlance
:(estimation,betWeen Fl perceptlon of the organlzatlon,,and s"

: F3; meanlng of Work x (95;-N‘§ 507) = 364 86 t;Ol;y"i

”'-1.comparat1ve flt 1ndex (CFI) SSS,n However, when the

b_;covarlance between Fl and F3 was: estlmated ‘ﬁore snpport foru
Yth‘ef:'model wa‘s_f‘onnd,‘i 'x?‘f‘(9-‘4,a N 507)‘ | 250 45, p < .01 , |
,'conparatlverit'lndei (CFI).=7l9l§.. A»chl—squarer'J
;dlfference test 1nd1cated a‘51§n1floant 1mproveﬁent in flt
l.between’theiindependence’model andtthefhvpothes1zedpmodel,.
')gdﬁfv(26?'ﬁl=b507) | 1739 44, ‘P < ;O} ,pléasésééevéiéﬁre72'”fﬁ
ﬂblln Appendlx A for the model 1t shows all of the path e
v_coefﬁlolents,_lnoludlng the correlatlon between Factor‘l
‘ngeroé?Fion;of'theﬁorganrzatlon,;andbEactor-3“’Mean1n§’of dﬁVfV
fdworktstandardizedtooeffloient =;;6bl; All three structnral
: ,;Saths (va1' to: F4',,.':'_E'2: '__t;o: ¥4, “and F3 to F4) were»Fv-‘[s_;g-n‘lff_lqgn‘t_ o

fat p < ;05..JWhile'the_xzfstatisticZwas;Signifrcant,:this

.uwas expected due to the large sampleV81ze" However, the

:fx /df ratlo proved to be more 1nd1cat1ve o~‘a good flt asf'
'lit~was less thanfthree Addltlonally, a CFI >,;9er_

Llndicates aﬁgood fitifor”the-model;
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Cross-Validation

Because of the'model modifications, cross—velidation
on the hoidout eemple (N = 503) using‘Maximum likelihood .L
estimation and robust statistics was performed. First, the
measurement model (Hypotheses i - 4) wes tested, indicating
an acceptable factor structure, x* (97,N = 503) =l284.76; o)
< .01, comparative fit index (CFI) = .892. The‘
independence model that tests the hypothesis that all
variables are uncorrelated was.rejected[ x* (lZQ,_N = 503) =
1852.11, p < .01. Partial suppoft was found for the
‘ hypothesized model (Hypothesis 5), x* (94, N = 503) =
262.68, p < .01, comparative fit index (CFI) = .9031 While
this CFI showed some shrinkage,'slightly lower than theICFI
for the model building samplelzthat Wasvtc'bevexpected. The
' x?/df ratio was lesslthen thneev(xz/dff¥;2.7§i, indicating
a‘reasonable fit. Againr the significant'xivalue is likely
due to the large sample size-(N = 503). Despite that, when
utilizing the x?/df ratio “test,” the ratiovwasvless than
three, indicating a‘reasonable fit. Additionally, having a
CFI greater than .90 indicated a reasonablebfit of the
proposed model to the sample data.

We were uneble to estimete the percent of variance in

the Retiree Reciprocity construct accounted for by its
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predictore because.of.some complicated cross—loadings of
the measured variebles onvthe constructs and correlated
error terms for a few of the‘measured variables. Only F2,
Perception Qf Retirement, significantly predicted Retiree
reciprocity at the p < .05 level. However F1, Perception
of the Organization ana F3, Meaning of Work,‘were
significant at p < .10. While they were significant, the‘
directions of the relationships were opposite to our -
hypotheeized direction. The relationship of perception to
" organization (organizational identifieation; perceived
organiiatibnal support; employer provided, financial, and
emotienel retirement planniﬁg/preparedness; and involuntary
reasons forvretirement) to retiree reciprocity was -.20;
the greater the perceptioe of the‘organization the less
likely one}would reciprocate. Additienally, there was e
negative relatienship between perception of retirement
(employer provided, financial, and emotional retirement
pianning/preparedness; voluntary and involuntary reasons
forvretirement, and eatisfactioﬁ with health/activity and
marriage/homelife in retirement) and retiree reciprocity,‘—
i2l; the greater perception of retirement, the less likely
one would be interested in returﬁing to the organization.

Meaning of work positivel&"predieted retiree'reciprocity,
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.25, therefore indicating that the factors comprising
" meaning of work - financial; personal, social, and
generativity - predict retiree'reCiprbcity;

Final Model

The final model, with path coefficients, fitted on the
cross-validation sample is presented in standardized form |
in Figure 3 of Appendix A.

Direct Effects. Please see Figure 3 in Appendix A for

the detailed direct effects in the model. While most of
the airect effects were as hypothesized, some key findings
.to point out are Perception of the Organization‘negatively
predicted Retirge Reciprocity (standardized coefficienti= -
.20) .

Perception of Retirement was significanﬁ and
negatively predictive of Retiree Recipfocity (standardizéd
‘coefficient = -.21, p < .05). Meaning of Work predicted
Retiree Reciprocity (standardized coefficient = .25).
Retiree Reciprocity significantly predicted (willingness)
iﬁterést in volunteerism at or on behalf of the
organization‘(standardized coefficient = .57, p < .05),
interest in working part-time at the organization
(standafdized coefficient = .85, p < .05), and interest in

working full-time at the 6rgaﬁization (standardized‘
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‘coefficienﬁ = .52, p < .05).

The foliowing is a b;gakdoWn‘Of the direct effects of
the_measuredivariables.to the predidtor‘constructs._ For
perception of the organizatiOn - érgénizational
identification (staﬁdardized'coefficient :v.697 p < .05),
‘percéived organizational support (sténdardized éoefficient

= .81, p < .05), employer provided preparation

(standardized coefficient = .48, p < .05), financial
prepafedness (standardized coefficient = .33; p-<..05),
emotional preparednéss (standardized éoefficient = .23, p <
.05), and reasons for retirement - involuntary
(standardized coefficient = —.28? p < .05).

The path‘coefficients that made up the perception of
retiremeng factor were: employer provided préparation
v(étandardized coefficienﬁ’z .34, p < ,oé), financiél‘
preparedness.(standardized coefficient = .62, p < .05),
emotional preparedness (standardized coefficient = .84, p <
.05), reasons for retirement.— involuntary (standardized
coefficient = -.14, p < .05), reaéons for rétifement -
voluntary (standardized coefficient = .20, p < .05),
satisfactibn with health/activity (standardized coefficient
= .29, p < .05), and satisfaction with'marfiage/homelife

(standardized coefficient "= .22,'p_< .05). The path
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coefficients that comprised the meaning of work factor
were:bfinancial (standérdized-coefficient = .40, p < .05),

personal (Standardized coefficient = .76, p < .05), social

(standardized coefficient .62, p < .05), and genérativity-

(standardized coefficient .65, p < .05).

Exploratory Factor Analysis of the Retiree Reciprocity

Reasons Sqales

The retire reciprociﬁy reasons séaleé wefe ekamined'to
detérmine their struéturé.i We also were inferested in
examining the original levels of “interest” - would
consider, intent to, or currently do - as asked for on the
survey, however there were very small sample sizes for
these different increments,-which prohibited their
‘incluéion in thé structural equation.modeling analysis.

Please see Table 2 for the frequencies and percentages.
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Table 2. Frequencies and Percentéges for Levels of Retiree

Interest in the Three Types of Post-Retirement Work

987 .

Behaviors
Interest ‘Volunteer Work - Work
level Part-Time Full-Time
‘Not 684 , 554 846
. Interested (69.4%) (56.1%) (86.2%)
‘Would 241 375 123
Consider - (24.5%) (38.0%) (12.5%)
Intend To 13 16 7 :
. (1.3%) (1.6%) (.7%)
Actually 47 42 5
do (4.8%) (4.3%) - (.5%)
Total 985 981
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Factor ahalyses were performed tolexplore the structure ofv
the retiree reciprOcity reasonsiScaies. As a result, 14,
9,-and'8 items were deleted from each-original scale -
velunteerism, part-time work, and‘fuil—time work
respectively. Iteﬁs were not included'for high cross-
loadings on two or more factors,,for»generelly‘low factor
loedings,.as'well as small variance aecounted for.

As noted previously, guestion one,ireferring to
~interest inby01unteering et or on behalf of the retiring
orgapizetion,.consisted of 4 factors: eommunity,
personal/activity, reciprocity, and generativity. Five
factors - COmmunity; personal/activity, reciprecity, |
fiﬁeneial,_and generativity - emerged from queéstion two,
referring to the individuals'’' interest in working part-time
or seasonal at the retiring organizatien. Lastly, question
three, referring to iﬁterest in working full-time at the
retiring organization, consisted of 4 factors: eommﬁnity,’
personal/activity, reciprocity, andvfinaneial; All of the
vexploratory factor anaiyses utilized principel cemponents
analeie as thefextraction method and varimax rotation
aCcoﬁnting for 54.29%,‘59.07%}>and 61.05% of the variaﬁcev
‘ambng items,»respectively.‘ “Social”;end “ease” reasonse‘

were also proposed to be motivators to return to one’s
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retiring organizatibnvand take part in post-retirement Work
‘behaviOfs, however, they accounted for a disproportionately
small amount of Varianée in the factor structures and |
therefore weré not included. Please see Appendix‘C'for
final item/factor structure_and factor loadings.
Correlations weré-performed to examine the relationship of
~these faCtors underlying volunteering at of on behalf of
the organization, working part-time at the organization,
and Working full-time at the organization to the different
demographic variables of the retirees such as: age, age
when retired, education level, tenure‘with the
organization, and year fetired. Please see Tables 3, 4,
and 5 to éxamine those correlationé. In terms of
Volunteering at or on behalf df the organization, some of
the more interesting significant findings from these
correlations indicate that, across the board, generativity
showed the strongest correlations. In terms of age, there
was a negativé relétionship to all of the factors -
communit?/altruism, generativity, and personai/éctivity.
Therefore,‘the older one is, the less likely one is‘tb
volunteer at or oﬁ behalf‘of the organization for these
reasons, and vice versa. There was a simiiaf felationship

for age when retired. Tenure with the organization was
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Table 3. Correlation Matrix for Underlying'ReaSons for

Volunteering at or on Behalf

of the Organization

by Demographic Variables

. Education

Year

Factor . Age Age Tenure

‘ Retired Level ‘ Retired
Community/ —~ -.11* -.1l6* .02 -.14% .05
Altruism .
Generativity -.27* ~-.22% .05 -.09* .23 %
Personal/ -.15" -.16* .04 -.12 .13*
Activity e
Reciprocity .04 .00 -.01 -.07 -.09
*_  (Correlation is significant at the 0.05 level (2-
tailed) . ' ’ .
% Correlation is significant at the 0.01 level (2-
tailed) . ' '
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"Table 4. Correlation Matrix for Underlying Reasons for
Working Part-Time or Seasonal at the Organization
by Demographic Variables

Factor Age ‘Age. ~ Education Tenure Year
Retired Level o ‘Retired

Community/ .07 .02 -.06 -.06 _ -.10
Altruism o SR

Financial ~ -.22* =-.22*  -.04 ~  -.16*  .18*
Generativity -.10* -.04 .03 .05 L12%
Personal/ -.12% -.11* .04 . -.05 .09
Activity L . .
Reciprocity .01 -.03 - .00 .03 -.04

* .  Correlation is significant at the 0.05 level (2-
tailed) . . ' ' o '
**  Correlation is significant at the 0.01 level (2-
‘tailed) . | '
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Table 5. Correlation Matrix for Underlying Reasons for
Working Full- Tlme at the Organlzatlon by Demographlc
_Varlables :

Factor : "Age Age v;EducatiQn“»Tenure -Year
= : ~ Retired . Level e Retired
Community/  .25% .15 -.03 .03 o -.26%
Altruism = . ‘
Financial -.13 -.21% -.12 -.17* .01
Personal/ -.16 -.16 .02 -.09 .10
Activity I R ; v
Reciprocity .11 -.13 . -.04 -.04 - -.04
*  Correlation is 51gn1f1cant at the O 05 level (2-
tailed) . '

*x Correlatlon is 51gn1f1cant at the 0.01 level (2-
talled) -
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negatively related‘to_all fouf.vafiéblés (honéver;
reciprocity Was non;significant)f indicating the»ldnger one
worked nt thé_nrganization;the less likélyioneiwas_to
return tn the‘organization in a leuntéer.napacity. It
appéars that the-more{récentiy>one,has fetifed frnm‘the
ofgénization, thé_mdfe likely oné wnuld volunteer for
generaﬁivity nnd/or personéi/activity reasons.

In terms ofiworking partftime or seasonal at the
organization, éone of the more intereéting significant
findings from these cnrrelations‘afe as folldws. - Age Was
négatively correlated'with finéncial, genefativity,‘and
personal/activity‘reasons[ indicating that the older one
is, the less likeiy one Wnuld return to‘the orgnnizatibn to
Work part-time or seasonal for those reasons. It appears
that the older one_Was‘when‘s/he ;etifed’the less likely
one is to retufn to work‘partetine'or seasonélbfor
financial or personal/activity reasons. ;Similarly,rthe
‘more edﬁcated one ié,vthebléss’likely one wnuld’be'to‘
return for financial‘reasons. Lastly, the more recent one
retired, the more likély‘one would feturn‘forvfinanciél or
generativity reasons. | |

In terms of working.full;time at‘the ofganization,

some of the more interesting éignifidant findings from
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these correlations indicate.that the older‘one is, the more
likely s/he would return to work full-time for
community/altruism'reasons. In contrast, the:olderfoné was
‘when s/he retired, the less likely s/he wéuld return for’
financial’reasons. Théyless tenure an individual has wiﬁh‘
the organizaﬁion, the more likely s/he is to retﬁrn to work
full—tiﬁé‘for financial reasons. Lastly, the longer an
individual has been retired from the organizatiOn, the more
likely s/he is to return‘for community/altruism reasons.
While reciprdcity had some strong correlations with some of
the abbve demographic variables and the post-retirement
work beha?iors, none 6f.thosé relationships»were‘

significant.
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CHAPTER FOUR~
Discussion

The Proposed Model

The purpose of this study was_t0~examine'ﬁhe proposed
new model of retiree reciprocity, whioh'included several
factors thought to be pfedictiVe‘of the post—retirement
behaviorsbof Voluntoering'at or on behalf of the
organ;zation, working part-time at the organization, or

WOrking full-time at the organization. Stemming from an

examination of organizational exchange relationships

(Eisenberger et al, 1986), retiree reciprocity was'proposed
to oe a motivating force behind a retiree’s willingness to
return to work or volunteer at the organization s/he
retired from. While some organizations have already begun

to utilize flexible work arrangements with their retiree

population for much needed work assignments and volunteer

¢

activities (Rosen & Jerdee, 1988), we are unsure of why
thesebarrangements do or do not work. Why‘would retirees
want to return to work or volunteer ét their “oldé
organization? In today’s changing labor force it is
crucial that we try to understond employees and fetirees,
as they are the maihstays of organizations, similar to a

university/student/alumnixrelétionship.
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In addition, organizations are witnessing a steady
exit of knowledge and expe;ience due to an aging population
that ié sure to continue>With the exit éf'the retiring baby
boomers. If organizatibns were more knowledgeable of
.:retiree attitudes, as well as mdtivationsbto continue or
réturn.to work, many more Fould.béﬁééiﬁ'from the use of
this valuable resource. ;thf6ﬁ1Yﬂ¢ould brgéﬁizations
: develbp ways to attract‘éﬁd ﬁgilizé‘théir retirees, solving
organizational labor dilemmas,‘but aléo rétifeesvcouldv 
discover ways to‘make’their life in retirement more
fulfiiling and rewarding, The proposed model presented
five major hypotheses relatéd to va:iables and factors that
could be-underlying this proposed dynamic. The following
is'a discussion of the results and implicatiéns ofkthose
hypotheses. |

Hypothesis.l,_dealing with the perception of the
organization factor, was supported, as phe afbrementioned
variables were positively predicted by perception of the
organization. Perceived’organizational support aﬁd
oréanizational identification were the strongest path
loadings (standardized coefficients .81 and .69,
'respectively). This madevsense, as.these two scales have

been shown to be very stréng indicators of organizational
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'attitudes. They tap into the essence of identificatibn and
exchange relationships within the organization.

| This'is‘éonsistent(with previous research in
organizational,attitudes, identification,band‘support (Mael
& Tetrick, i992;‘Eisenberger et al, 1986). The pésitive
affect that individqals receive from the orgaﬁization is
“returﬁed" to the organization in the}fprm of positive
perceptions, just as négativé éﬁféctﬁ iackvof support and
possibly dis—identificaﬁibn”would iéad £§ negative
perceptions of the organizatioﬁ;

Additionally, two other measured variable:paths were
introduced as significant, emotioﬁal retirement
planning/preparedness and involuntary reasons for
retirement. The inclusion of emotional retirement
planning/preparedﬁess makes,sense‘since the individual may
seék and find this type of support from company peers, a
manager, Or othér organizational resources. This type of
retirement planning is not tradiﬁional in most firms, and
very few individuals seék out assistance “on their own
time, ” however any attitudes or emotions are likely to be
most salient when attributed.to’the ofganization. The
significance of involﬁntary reasons for retirement was also

not unexpected, as this variable appears to have a direct
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liﬁkftq‘theeorgaﬁiieﬁiehl Thishisﬁeqnéiepéhﬁ‘WiﬁhﬁLeVYf§
'(1981)"51'1&“ Walker k_ixﬁ‘:nel,‘ .Iand ‘Pr’ic\’:e"'s' ‘»‘(..1931‘)-: ‘fihdings that
e'the element of. eh01ce in. retifement de01sions is a |
'prealctor of retirement satlsfecﬁlenv(aed coﬁsequehtly_
"pereeptlon of retirement)  The attrlbutloﬁ to the} ‘
forganlzatloﬁ‘le dlrectly related to thevlnd1v1duai 'S lossbﬁ
"oﬁicentfel (Taylor,‘l983) stemming fromeanrlnvolﬁntery
Separaﬁion(e.g.,'lncentlﬁes to retlre,foffefaﬂeeiefh“
severeeeeIbackageg/:or:downsiZipé) ff°6»£hée6fgenization-f
This ‘.“l'o’ss'of v’covr.l.tl:.rQl” ¢a_n ll‘e‘vai'd;‘t‘:e‘ j_fnaiéd'fjustlﬁ\éni‘:ﬁ in
fetlrement and conseqeenfiy, negatlve pefceptlons ef |
reﬁirement;(CrQWley,e1986 Strleb & Schnelder, 1971) notetb
.'mehtien the,OrganizetiQan EVep if'lﬁ is not_called"
:3iﬂvoiuﬁtaryf€een§:eméioieee.are‘toid1ﬁheyvheve a cﬁdiee,:
" the pefceﬁtioﬁ is.§£il1éhe:ofilaekfoffcontfol o&er tﬁe 
}_decﬁis’},_i\onw;. |
Thls‘has eerloﬁs 1mpllcatlons for organliatlone,,as‘we~
'all know negatlve perceptlons of a, compeﬁy‘spreed qulckiy,;
Leepecially'w1thlpwtheecommgn#ty.‘_Pe;eeptlonsgof'the
 organization are the foundatlon forexchange relationships
'?;betweengeméioieesiaﬁdveﬁpldyefe;i_in‘oraer;folsgeﬁein'end»TT;;~
.’pérseve?e:.Beﬁh‘parfieeﬁus#nﬁereeiyeiphey'efeiga;niﬂg'>;
something rewarding from the other. For employees, semse |
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of identification and social support, and for employers,
increased job performance, loyalty, or other extra-role
behaviors. These concepts appear tovapply to retirees in a
similar fashion. While they are no longer part of the
organization, they are still “connected,” holding strong
attachments and-beliefs-about the organization. In terms
of this sample, the strong identification can' also be |
explained in terms of the etrong‘traditionaliorganizatienal
cﬁlture of the utility, as well as its positive reputation
in the community.

Hypothesis 2, which dealt with the perception ef
retirement factor, was partially eupported, as significant
paths emerged from all variables except»involuntary reasons
for‘retirement and satisfaction with services/resources in
retirement."The strongest path loadings Were from
emotional retirement planniﬁg/preﬁaredness and financial
retirement planning/preparedness (standardized coefficents
.84 and .62, respectively). This makes sense, as financiai»-
planning is typically at thevforefront of people’s minds
;‘when referring to retiremeht;.as well as commonly oh their
minds when determining their comfort level in retirement.
While emotional planning/preparedness levels may not have

been high for a majority of rétirees, this strong
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relationship to perception of retirement speaks to the
importahce of emotional readiness for retirément., SiﬁCe it
was the strongest path soeffitient, thisﬂtélls us_ths |
eﬁotional,preparednessbis ﬁost influentiaitiﬁ'a persoh’s
evaluation of»their terceptign of theit retifeﬁent.

A prsible reason for thé non4significaﬁce‘of the
involuntary reasons for retiremént variable Could be the
strong salience with the organization and aipossible
~“shift” of individﬁal accountability for one's.retirement,
“as well as its significant loading on the perception of the
organization factor. As mentioned,esrlier, the individual
may “blamé”‘the organizationvfor this loss of control.
Retiremént (and employmeﬁt alike) has tra&itionally been
perceived as something the organization is responsible for
- somethihg the organization “owes” the employeej
Traditionally there has beeh much more of an entitlement
attitude in organizations. »Today, the entitlement attitﬁde
appears to be shiftingvtowards eﬁployeésf “dﬁning” their
own careers, their destiny. Butbthis is a slow moving
shift, one that is probably not prevalent in thisvretiree
sample. Therefére rather than loading on the individual’s
perception of their own fetirement, théy attribute it to

the perception of the orgénizétion and how they were
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treated as employeesi

Satisfaction with services/resources was deleted from
the model because it had non-significant loadings‘oﬁ the
factor, as well as low reliability (r = .53). Wé conclude
the low loadingé and lack of reliability may be‘dﬁe to an
unusually young and relativély affluent‘sample of retirees.
The items that make up the Variable‘fOCus on
services/resources in tgfms\of'gévernmental aid programs
(e.g:, social security,iMedicare, sﬁbsidized housing, and
nutritionvprograms), access to transportation,.and seivices
from commﬁnity agencies and programs. While these are
services and resources typically utilized by retirees, it
does not seem appropriate er our sample. Very few ére
actually considered elderly and heavily depeﬁdent on
governmental resources. For the most part they'have
generous retirement packages froh the company. The
responses in this variable were skewed and thereféré deemed
inapﬁropriate. However, future frameworks may still wish
to iﬁclude this variable, as it is an important
consideration for many older retirees.

An additional path emerged as significant in this
factor,.émployer sponsored retirement

planning/preparedness. While it also had significant

80



cross-loadings on perception of the organizatien, a
possible reason for the loading here could be theYStrong
feundational link to retifement planning and the perception
of retirement on the whole. - Retirement planning ana
preparation (or lack of it) will more—than—likely have
direct links to an individual'’s perception of their
retirement. Therefore, perception of retirement.was a
function of all three types of retirement
planning/preparedness variables, Suggesting the importance
of utilizing all threeianot,jnsﬁ the most fraditional
financial'planning that‘most‘fifms focus on. Not only do
‘Mall three'serve to compriselan'individual's perception of
retirement, but the fact that all three also significantlyv
cross—loaded‘on the perception of the organization factor
suggests the critical linkage between the organization and
an individual’s retirement planning.

Hypothesis 3, in regafds to meaning of work, was fully
supported in that all four variables were positively
predicted to comprise the meaning of work fer individuals.
Interestingly,‘all four had strong path loadings: personai
.76, generativity .65, social .62, and financial ;40.
However, it was even more interesting that financial

“importance” had the lowest loading of the four, suggesting
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that personal, social, and~generatiVitftfactcré:are7much
more impcrtant‘than just bringiﬁg ﬁome.a péydhéék. This
lends support tO'the quastion bf matUre Wcrkérs and
rctirees‘wahting to participate in meaningful, fulfiiling
Vactivities}i These findings‘havé similar linksbto‘thé}
relationships found between the underlying factor
structurés foflretiree reciprocity (community/altruism,
'personal/activity;tgenérativity, reciprocity,vand
financial)vand_different demcgraphic categories such as
age, tenure with the crganization, age whan retired, and-
year retired.

Thesevyariables are bound to Have profoﬁﬁd
implications for linking‘individual needs wita-
aorganizational needs. If an organization is knowledgeable
of the different forces uﬁderlying individual’s work
behavior, they can make attempts to bétter link people with
jobs and/or activities (Mor-Barak et ai, 1992). The same
goes for retirees and their post—retirement work behavicrs,'
especially since retirees can (and should) be particﬁlar
about the types of activitics s/he engagea in during
retifement.

Hypothesis‘4,-which dealt with post-retirement work

behaviors, was fully supported. While all were
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significant, interest in working part-time or seasonal at
the organization had the strongest path coeffiéient,
suggesting that retirees,are most interestgd in pérﬁ—timé
or seasonal work dpportunities (sﬁandardized coefficient
.85). This appears tb be related tQ the relatively young
sample of retirees thatAresponded to this survey. A large
number of retirees thk’aﬁ early retifement offer from the
‘company iﬁ 1996,'therefore manyvof these retireés are young
enough to continue to_be interested in part-time work, or
evén full-time work, but may be stable;enéugh; financiaily,
tO'bé most intefested in part-time only!' Working paft;time
“would allow individuals to stay involved in something
meaﬁingful, without the usual stressérs.that come along
with a full-time commitment. This supports tﬁe notion that
retirees arelwilling to become involved, on a 1imited
~ basis, wiih their formervorganization. These resﬁlts haVé
important implications for organizations siﬁce»retirees may
pfovide an excellent resource for ?reative staffing |
approaches (Rosen & Jerdee, 1988). The'willihgness-of
‘retirees to become involved lends to many opportunities
‘within organizations. These opportunitiesvcoﬁld prove
beneficial to the company aﬁd its retirees. An assessment

of an internal company neéd for volunteer or work resources
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might very well match an external need for involvement by .
retireeé, who, as previously mentioneé;ﬂmay prove to be
mere cost effective and usefull(as.eppesed to risky
ekternal hires) since they haVeeav“pfovenf;track record
with organizational knowledge and experience}

Hypothesis 5, which dealt with the composition of
retiree reciprocity factor, was partially supported. - While
perception of retirement was the only significant factor at
the p < .05 level in the cross—?alidatedimodel, all were
'significant at the p < .10 level. Complex factor‘loadings
at the measured variable 1evel»may suggest more uhderlying
organizationai~influence, as well aS'iﬁdividual metivations
to work, than this model depicts.

. While three pathsvwere»significant at p < .10, two
were significant in the opposite direction than predicted.
We predicted those retirees who had a more positive
perception of the organization would be more likeiy to
return to the organization, it was disconcerting that this
relationship was negative, indicating just the opposite.
Logically, we would assume a more amicable reletienship
“would foster‘reciprocity, not only does this_seem»
consistent with human nature[rbut has been demohetrated in.

organizational theory and studies (Dansereau, Graen, &
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Haga, 1975; Konovsky & Pugh, 1994; Eieenberger et al, 1986;
Shore & Wayﬂe, 1993). However, there could be some unique
behavior going'on iﬁ this particular retiree sample since
this organization had a large scalebearly retirement,effer”
in 1996, and mahy of the retirees in this sample may have
left the organization during that early retireﬁent offer.
This large-scale early retiremeht could.be affecting‘the
relationships in this study, in-particﬁiar this negative
relationship between perceptioﬁ‘ef the organization and ‘
retiree reciprocity. Ir‘was broaght to our attention that
maybe the individuals who-toekithis early retirement offer
did so to leave the organization that they had negative
perceptions of. Maybe one of the only reasohs why they
would want to return to the organizatien is for part—rime
work, to give them some additional money perhaps. This

- way, they could return on a limited basis, make eome.money,
without having to deal with all of the stressors of being a
full-time employee. Another explanafion for the negative
relationship between perception Qf the organization and
retiree reciprocity could be that the individuals may'have
negative perceptions of the ‘organization because of the |
early retirement offer (e.g., having to make quick

decisions to retire, feelings of involuntariness, lack of
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. retirement planning/preparédneSs,»etc.), but for pureiy
personal reasons (e.g;, finahciai, activity) they wbuld
cénsider‘returhing if it was énvtheir’terms_(quite
differént than full-time employment and obligationsiéf a
full-time employee) .

| While we do not know fof sure who and how many
~retirees in our sample took this ea#1y>retiremeﬁt bffer, we
can estimate by age that‘tﬁe’majofity of retirees were

under 60 years old (the employées had to be‘at*least 47
years-Qld‘with 10 years tenuré‘étvtﬁe érganiZation to’bé
eligible) at the time of’the,Offer,‘conStiEutipg vearly
retirement.” With that iﬂ mina; We peffdrmed some
additional analyses to see if this coﬁid in fact be
occurring. We found that‘for thosé retirees who retired
when they were léss thén,GO years old, there were negative
corfelations between age retired and interest in.
volunteering at or on behalfiof the organization (-.186%*%,
N = 586),‘age retired aﬁd interest in working part-time or
seasonal (-.212**, N = 589), and ége retired and interest
in working full-time (-.305**, N = 585). Conversely, for
those retirees who retired when they were 60 years old and
older the correlation between age retired and .volunteering

at or on behalf of the oréaniiation was (-.007, N = 303),
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age retired and interest in WOrking parﬁ%#imehor seasonal
wes (.006, N = 304), and»age~retired and'innerestnin
working full—time‘was (.084, N = 301).:ffherefdre> it
appears as though the yonnger retirees in this sample were
driving the negative correlations.

Additienally; we performed cross—pabulations between
retirees who were less than 60 yeers old wnen they retired
(“early”) versus.retirees who were greater nhan 59 years
old when they retired k“on time”). We fonnd.that 56.7%_of
those'who,retired “early” were interested in returning to
work on a part—tiﬁe or seasonai basis versus 24.4% of those
who retired “on time.” This suggests that it may be those
vearly” retirees demonstrating a greater influence by.
tipping the chrelationsvin a‘negative_direction.

Additionally we attempted to partiai out the two
demographic‘variables, age and age retired, in the
correlanion between interest in working'part—time or
seasonal. We found age retired to have a strong negative
correlation (-.34), howe&er, we found age to be influencing
this cerrelatiOn even more with a -.48 partial correlation
coefficient. When age was “partialed-out” of the

correlation between interest in working part-time at the.

organization and age retired, the drop in the correlation
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was .07; This suggests that ybungér people are more likely>
to be interested in returniﬁglto the”organization to work
part-time'or séasonal. 'So, is it these‘youngér retirees
~who have the negatiVe perception of the ofganization as
well? We are not entirely comfortable attributing this
phenomenon to age alone, but it may bevsome type of cohort
effect;

Keeping in line with recent theory as well as past
‘research and theory, especially in the AT&T studies (Howard
& Bray,~l988),‘we'have become aware that the organizations
‘of toaay are much different thén organizations of
yesteryear. As mentioned previously in this study,
organizations are‘changing, no longer do employees feelithe
fpaterhalistic culturé of Organizationfs 30 years‘ago;
Today, we do not éxpect to be employed with one
érganization oﬁr whole lives and therefore we have
different expectations for éur‘companiés than employees
used to have. Employees are not the only one’s who seem to
feel this way, organizations as a whole appear to be
~“pushing” this “new employment cbntfaét or philosophy,”
stating “There is‘no ‘permanent’ employee aﬁymore.- There
is no guaranteed»employﬁént}' You are in charge of your own

career. It (your career) is up to you. We must allow
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employees to come into the organization and leave the
organization without obligation‘orifaUIt.” So, this
younger cohort especially:has been living under these new
~“rules” of employment and may haye different attitudes than
their colleagnes from other (olderfvcohOrts)‘snch as those
raised under the “permanent employment” philosophy (in
which the relationship between perceptiqn'of:the
organization and intetest in returning to the organization
is different)n

We predicted a more positive. perception of retirement
would lead to more willingnesskto beoome involved in post-
retirement wotk behaviors. Our line of reasoning was that
‘satisfaction with retirement in general may invoke more
: positive reactions towards the “old firm” - euoh as, “thev'
organization prepared me Well for retirement, therefore I’'d
iike to :eturn the favor{”_.However( we‘also thonoht that
satiefaction with retirement activities might be negatively
related to an individual’s wiliingness‘to.reciprocate to
the “old firxrm.” This makes sense, “why would I need to
return to my former organization if‘I am_happy‘doing What I
am doing?" ~ Despite a somewhat idealistic view of reasons
for involvement‘—‘those who are happy continue to strive

for more ways to keep them happy - it may be just the
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opposite. Those-peéple who have-a_positive perceptibn of
"retirement ére content in their retiremeﬁt and may not wish
to return té the Qold firm;” While’thosé who are-leés.,
»content with_their retiremeht éré.mOre apt to search for
‘more fulfillmeﬁt;,by reﬁurningvto the organizatidn to
volunteer or Qofk; Thié reasoﬁing is consistent with
Dorfﬁah, Kohout, and Heékert’s (1985) findings that
retirees‘may be intereéted in returning to work, if they
are disSatisfiedbwith their»retiremént‘activitiés;v
However, we wanted to éxamine‘this_further‘fpr any other
éxplanations of what.may:bebhappéhihg?iﬁ ﬁhis unique
samplé. Thefefore, We coffélated age and age retiréd with
satisfaction with retirement health/activities to determine
if there was a similar reiationship-(as>earlier in terms of
age) occurring. We found satisfaction with retirement
heélth/activiﬁies to be negatively correlated with age,
when consideringithose retirees greater then 60 years old
(-.115**, N = 647)~and with those retirees less than 60
- years old (—;081, N = 293). vHoweverqiwhen éatisfaction.
with retiremeht health/activities was correlafed with age
retired, for those retireés greater then‘6d years old there
was a positive correlation (.005, N - 295) and with those

retirees less than 60 years old there was a negative
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correlation'(—;ll4**, N = 591). Therefore, again, age
retired may be driving'satisfactioﬁ with retirement
health/activities.

This has interesting implicatiens for erganizations in
terms ef ensuring positive perception of retirement for
their retirees. 1In terms of retirement planning, should
" they now assume that the more retirement planning they
encourage and faciiitate the mote positive perceptions of
retirement the retirees will have? Yes. vShould companies
assume that more positive perceptions of retirement lead.to
less willingness to return to wbrkiat‘the organization?
Maybe. Then if companies‘Want‘to.tee their retiree
resources for creative etaffieg solﬁtions, they should not
. prepare them at all for retireﬁent? No) from our reeults,
the pattern appears so, but we are not ready to throw the
baby out with the bathwater.

We still hold true to the view that more retirement
planning is better and necessary, for everyone involved -
for retirees to have a healthy'retirement transition
leading to mere satisfactioh and fulfillment and for
organizations to be able to better predict their attrition

and resources. It is very important to note that this is

.
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not tﬂe only factor in a retiree‘e Willinghees to return tef
the organization. -

Retirees are willing to retdrn:for‘other.reasons, such
as their indiﬁidual meaning of work,d@hether ittisvfor
financial reasons, pereonal reaeonsfvsocial reasons, or
véenerativity reasons. We found these results to be
coﬁsistent with MQreBarak’s-(l995) research Which‘examined
the factors underlying mature workers’ and retirees’ desire
to return to work, as well es‘prompted organization’s‘to
provide mature people meaﬁingful jobs that could provide
for trahsfer of.knewledge and experience. We.ell know
people possess very different internal motivations and this
was‘supported.by our model inkour Meaning of Work factor.

Additionally, the overall factor structures provide an
interesting avenue for future research in poetfretirement
werk behaviors,»ae reliable struetures emerged for the
different reasons - community/altruism;‘personal/activity,
generativity, reciprocity, and financial —‘whichlwere very
similar Mor-Barak’s (1995) factors. Te gain seme insight‘
on what might be going on, we correlated the factors
dnderlying volunteering'at or on behalf ef the
‘organization, working part—time at the organization, and

werking full-time at the erganization to the different
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demographic variables of the-retirees such}aS: age, age
when retired, educatien level, tenurefwith‘the
organization, and year retired. As stated earlier,
generetiviﬁy'fectersnshowed the strongest correlations
across the board in terms of reasons for volunteering at or

on behalf of one’s retiring organization. This supports

the notion that individuals wish to share and pass on their

knowledge to others, however negative correlations between
ege, age retired and community/altruism, personal/activity}
and that generativity factorvsuggests that certain cohort
groups may be more influenced by these reasons than others.
Tt is important te note that these relationships may be
different for velunteering at other organizations; the
strange directional nature may again, be due to this unique
sample of retirees. The negative relationship between
tenure and the four»veriebles (however, reciprocity was
non-significant), indicated that the 1ess tenure an
individual had at the organization, the more likely s/he
would Volnnteer fer these reasons. Interestingly,
reciprocity was not significant, this could be due to
premise that the less time an individual spent in an
organization, the less s/he would feel “obligated” to

.

reciprocate. Those who left the organization most
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recently méy bevmdre likely to volunteer for generativity
and/or personal/activity reasons, this could be reiated to
a lack of disengagement from thé organization, a sort of
“miésing,” which often takes time to overcome and move oh
from, similar to the stages of grief one tyﬁicaily goes
through dUring.thé transition tpfrétifement.

In Eefms of working part—fimevof séésonal at the
‘organization, the corfelatiéhs shpwed that the_older one
was when s/hevrétired, theiless likely s/he Woﬁld return to
-work part-time or seasonél for financial or
personal/activity reasons. This makes sense, as typically,
ﬁhe older one is when retiring, hopefully the mofe
financial planning aﬁd less need for further income.
Additiohally, the longervsomeone waited for retirement, the
more likely they are ready.to participate iﬁ other hobbies
(e.g., ﬁravel) rather than‘going'back to one’s
organization. ‘Lastly,-the more recent one retired, the
more likely one would retﬁrn for financial and/or
generativity feasons. Financial is pretty c1ear, but an
explanation\for the generativity finding cduld be that an
individual may still have attaehments to his/her former job
and may wish to continue‘to pass on‘ﬁhat job/organizational

knowledge to others, maybe in the form of training or
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mehtoring.

In terms of working full—time at the organization,
findings from these correlations indieate'many similarities
-to the above findings for part-time work, for example the
older one was when s/he retired, ﬁhe less likely s/he would
return for financial reasons. Furﬁhermore, individﬁals |
were morevlikely to be interested in returningvto work
full—time‘fof purely.financial reasons the less tenure they
had with the organization. This made sense, as financial
© reasons appear less emotional than the other factors and
would be in line with someone who may hot haﬁe_as much
“wvested interest” in the organization to return fer any of
the other reasens; plus theviﬁdividual'may no; ha&e as
“rich” a'pension having less tenure, and therefore may heed
to continue workihg'full;time paet retirement in order to
support him/herselfﬂ

Due to the above findings iﬁ regards te Hypothesisi5 -
perception of the organiiation, pereeption'of retirement,
band meaning of wefk predict retiree reciprocity - it is
important to take note of a‘feW'Critical issues. . First,
while we attained a CFI value of .903 for the structural
model on the hold—odf sample,bwhich is typically considered

a reasonable fit (Ullman/sl99é)}‘experts in the field are
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currently engaged in a debate about whether or not a CFI of
.90 is'minimally‘acceptable for a “reasonableimodel fit.”
Therefore, some people have suggested a CFI of‘.95 be
considéréd the minimally acceptable level of a “reasonable
model fit.5 This issue remains to be solved, however for
the time being, it i1s acknowledged and we will uoe caution
in interpreting the modelvas “supported." Another
important issue that deserves attention concerns the use of
the terms and theory of “reciprocity” as driver for this
‘model.

»While“it‘was‘shown to be a reliable factor.in reasons
why rétirees are willing to become involved in post-
retirement work behaviors, (reciprocity acconnted for
10.4% of the variance for interest in voluntéering at or on
behalf of the organization, 7.09% of the variance for
interest in working part-time or seasonal at the
organization, and 6.4% of the variance for interest in
.Working full—timeqat the organizationj, it may not be the.
main driQar.for why rétirees are interestod in returning to
the organization. From the above results, it is obvious
that other factors are also influencing this interest. 1In
addition, the structural model correlations (standardized

coefficients) with retireé<reoiprocity are low to moderate
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and in the opposité direction as predicted. Therefore we
suggest the term “reciprocity” be used with‘caution,‘
aéknowledging that oﬁher additiohal factors are underlying
the “interest” in returning to the organization. While
reciprocity is a one of the motivationé,vother'reasons such
as personal or activity might be driving the model.
Therefore, we suggeét the term reciprociﬁy be used with
caution when interpreting this phenomenohvof retirees
returning to the organization to participate in post-
retirement work activities. Future research should address
this iséue mére thoroughly. Pe;haps, this modél wouid be
better termed “retiree re—ehgagement" (in post-retirement

work behaviors) with the organization.

LimitatiOns of Study

Thi§ sec£ibn aaafésseé some limitations of the study.
Firét, this reSéarch'data waé gathered from one
organization only, the southern California utility, and
therefore due to it’s “uniqueness” some researchers may
question its generalizability to other retiree'populations.
This 1is a valid.concern, as cross—seétional‘data'would have
been useful. However, we also believe that other
organizations may be expefiencing similar issues regarding

early retirement and loss of 6rganizational knowledge and
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experience due to retirement and therefore may find this
information useful and‘applicable.to“them. ,Another issue

- related the abo&e is regarding the number of “early,” YOung
retirees in‘this‘sampie.

This unusﬁally youﬁg sample cf retirees deems
generalizability tc other retiree samples an important'and',
valid caution.i A third limitation to this study has to do
with parameters established by the utility company when
selecting the retiree sample for collection of the survey
data. We did not have access to survey the large number of
retirees who are currently engaged in‘work activities for
the utility organization because of certain organizational
restrictions. The access to these retirees would have
allowed us to gain more insight regarding the underlying
“reasons why” retirees actually return to the organization.
Instead, the majcrity ofvoﬁr findings rely on the retirees’
“interest” in becoming engaged in these activities and the
‘“reasons whY” they say they “would” (participate in post-
retirement work behaviors). Fourth, we would like to call
attention to limitations associated with common method‘
variance, as this model is predicated on a single survey

instrument.
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‘Conclusion

While some of the results were unexpected, we believe
this new model dpens the door for more‘research_examiﬁing
the phehomena of the aging workforce and post—retirement
work behaviors. It will‘bécome critical for organizations
to examine creative, means for staffing as well as
accomplishing other important organizational goals such as
knowledgé transfer, succession pianning,,and community
presence and involvement. While not every organization is
in a position to utilize its retirees, and not every
organization.would want to - this concept does provide an

excellent resource and opportunity for continuing to

develop relationships and meet needs.
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An EDISON INTERNATIONAL Company v : Retiree SUI'VCY

Thank you for your participation in this survey. This study is being conducted by Tracy L. Lindbo, a graduate student from California’
State University, San Bernardino, i in conjunction with SCE to learn more about your retirement attitudes, interest in voluntcenng or -

" working, and ultimately your satisfaction with life in retirement. Participation in this study is completely voluntary and your responses
are completely anonymous and conﬁdenttal Survey responses will be reported in group form only. :

In this'survey, you are asked to complete 92 questions regarding aspects of your retxrement as well as your attitudes toward SCE. The
'survey should take 30-45 minutes to complete. Please take the time to fill out the demographic information (e:g.. age or gender) at the
‘end. When you are finished, please use the enclosed stamped envelope to return your survey BY JUNE 30TH to Vital Research, the

. outside ﬁrm that will be entering the data. . ; )

Thank you in advance for your partlcxpatlon'

" Please mdtcate your level of agreement w:th the followmg statements i o )
’ ~ Strongly - i Strongly

) . ] S, ) Disagree = Disagree Neutral Agree  Agree.
1. When someone ctiticizes SCE, it feels like a personal insult. : a o ) D " G o a
2. 1am very interested in what others think about SCE. ‘ C| g Q@ C| a
3.  When talk about SCE Iusually say ‘we' rather than * they ‘ [:l i D L a a  Q
4. SCE's successés are my successes . . -a - a ) ' D - Qa a
S, When someone praises SCE, it feels like a personal compliment; ) a R a - Qa . D S a
6. lact like a typlcal person from SCE. . - Qa Q » a a D )
7. Ifastory in'the medm criticized SCE, [ would feel embarrassed D o D a Q
8.- ldon tact like atypncal person from SCE. ‘ ) a ‘ a - a Q D
9.. 1havea riumber of qualities typical of people from, SCE O = a- . D Qa a
l(l. The hmttauons associated with people from SCE apply to me also.” - D O I O I I | D
1. SCE valued my: contnbuuons to its well being. ) D - a Q ‘ » . G »
12‘. ll[f 355 cjc?llz:lvde lgg/:chsl;ed someone to replace me at a lower salary G . D o o O
.13. SCE failed to appreciate any extra effort from me. i B D G B i a Qa
14. SCE strongly considered‘my goals and valdes. D E Q o a a
_‘;_15. . SCE would ignore any complamts from me. S S ) Q- D a an
'16.. SCE dxsreoarded my bcst interests when it made decxsxons that affected mel - a o O - Qa ) a -Qa
. 17.. Help was. available from SCE when I had a problem. : Qg o -a a4
18. SCE really cared about my well being. a ) a CI - Qa . a
© 19. Evenifl did the best ;job poss1ble. SCE would fail to notice. oo D - D o a D o a
. 20. SCE was w1ll|ng to help me when I needed a spectal favor ) . a a Q a a
21.- SCE cared about my general ‘satisfaction at work. ) ' D . a a a - a
2. If gwen the: opportumty. SCE would havc taken advantage of me. . - a ) a a D a
~23. SCE showed very little concern for me.: a. a a o a Qa
24. SCE cared about’ my opumons o v ) a Q a g Qa
25. SCE took pride in my accomplishments at. work Qg Q. a .a a

26. SCE tried to make my jOb as mterestmg as possxble

‘ EdlsonPeopIe

o teamwer -w.
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In the followi fsectwn please indicate your level o{agreemen for reasons
why you work (used to or currently do):

Strongly Strongly
! o Disagree , Disagree Neutral Agree ~  Agree
27. Gives me respect from relatives and friends. 4 ] a ) ] a
.28, Keeps me from feeling alone. - ' a - Qa o Q ) a
.29.  Gives me status and prestige. Qa a a a |
30. Gives me respect and esteem from other péople. . a a a a a
31. Pleases relatives or friends who expect me to work. | D a -4 (]
32. Gives me personal satisfaction. a a a ) a a
33 Helps me fgél worthwhile. O a (8] g, Qa
34. Provides me with an interest in life. a a a a |
35. Gives me a feeling of pride in my work and in myself. - ] a a a a
36. Proyides me with enough money to live. o ‘ a a a a
37. Gives me benefits such as health care. a O a a a
38. . Is my major source of income. Q a (] a a
39. Gives me an opportunity to share my skills with younger people. a a a a O
40. Gives me a chance to teach and train others. a  Qa ] a a
41. Gives me a chance to use and demonstrate my skills and abilities. a a a a g
42.  Allows me to pass my knowledge o the next genemtion a a D a a
In the followin sectwn, think back to your time at SCE and your current
life situation, please indicate your levelv of agreement with the statements: :
Strongly . Strongly
Disagree  Disagree Neutral- . Agree Agree
43, [ knew what to expect, financially, from retirement. ] a . a a a
44. I knew what to expect, emotionally, from retirement. a Q a a a
45. Right before I retired, [ felt adequately prepared, financially. a a a a j
46. g;igégﬁjfgl?al[l;eured I felt adequately prepared, emotionally and O O a Q o
47. [ am financially secure in retirement. ] - Q a a a
48. I feel emotionally secure in retirement. d a Qa a a
. 49. My transition to retirement was smooth. a ‘ a 4 4 N
50. My life in retirement is what | expected it to be. a Q D a o
5L ggeec'r?e?&r::n rlzaggons to the retirement transition were as [ = = = a =
e 0 pregare me for retrement. s 5 g g 4o a
53. SCE provided adequate social/emotional resources (e.g.‘, psychological ' L
support, literature. counseling, seminars, etc.) to prepare me for retirement. a o ] Cl a a
54.‘ gfi; fxer:ﬁr;%zgn;:lg::;régc spmgrams provided me a realistic outlook g R Q = Q G
B ctonalpeyenalogieal anson s &‘8?.2?:355‘“"‘“"‘“‘ ouiookcon e Q Qo Qo a a
56. SCE was very involved in my retirement planning and preparation. S | Q 4 Q
57. - l{:{v{z:: n[:::::g;;‘);nrxe:gg:g:l; ;oa: :ubéﬁmmg information about my a Q a Q Q
58. Please answer Yes or No to the following: O ves Q n

[ participated in a formal retirement planning program at SCE.
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n ln the followmg section, please mdtcate th ¢mggrtan ¢ each of the
: followmg reasons were for rennng v :

88. Have you ever worked as a volunteer before rctxrement"

107

. Very . Somewhat Somewhat -

. ) ~ N/A Unimport. Unimport. Unimport. Import. Import, l::;th
59. I reached mandatory retirement age. o a. @ a o o g
60. [ was in poor health. ' Qa a - Q o D S a-a a
61. My:sp‘ousé was in'poor health. | . g G QO o a a-
62. ILcould finally affordit. a o Q g o o g
63. I was laid off, fired, or my hours were cut back. ) D (I _ | a a a
64. . [ was experiencing difficulties with people at work. BRI R N | g o a a
65. 1 was pressured to retire by my employer.. a. Cl . l:l B a o o a.
‘66.’. [ was offered incentives to retire by my company.. o Q a- D Q- O g .og
67. [ wanted to spend more time with rny family. QO Qa g o o a a. :
v 68. 1 wanted more time to pursue my mterests (such as hobbnes and travel); D | a D - a a ‘ Q.
69. I wanted to make room: for younger peopie. - a Cl - Qa o o aQ Q.
70. - [ disliked my job. a a o o oo a.-
71.  Iexperienced too much stress at work a Cl a . Qa ) Cl a D ‘
72. Thad dlfhculty handling the physucal demands of my job. Q D .| D o D ‘ a
73. My spouse wanted me to retire. - a D ’ a a a a D
Please indicate your current gvel of satzstactzon wuh the followmg ' v B
‘areas of your hf' _ ) . )
. ‘ Very -  Somewhat Somewhat “Very
) ) N/A - Dissatisfd Dissatisfd Dissatisfd Satisfd Saisfd = Satisfd
74.. My marriage. S a a a D a D D :
©75. My financial situation. a Q a D g a a ;
76. My physical health. - a- Q- D a o o a a
77, The healvth of my spouse. o a a a D D O
78. The quality of my residence. - a a » a a a O C!
» ?:é“s‘.‘f{éi's‘"Zi&‘l‘f,‘s°§3§£§§"a"$3n"SSII‘J’»fS aehmsis bt o o oo n
80 - My level of physical activity. O a a _ (] o oo
81. My access to transportauon - a a ) a g a a
82, Servrcea from community. agencxes and programs. o a a D N D a
B iféélﬁiief‘?&;&”f&'%‘532‘52.‘355%‘331’32&‘Sﬁggﬁé"ff“' sy 'O o o o o o a
84. My personal safety. ‘ a . D D a a D G
85. Overall, how does your life since retirement compare with your life before renrement"
D Very leﬁcult Qo ~Very Easy
'O Difficult o a Easy
Somewhat Difficult = D Somewhat Easy
86.. Overall, how satisfied are you wnh your renremem nght now" ) o
, a Very Dissatisfied a _Very Satlsﬁed L
) O Dissatisfied A Sadsfied ¥ )
' Somewhat Dlssausf ed - D Sornewhat_,S;xti§ﬁ,éd_'-} o
~ Please answer Yes or No to the followmg two xtems e T
- 87. Do you currently do volunteer work? ‘ a No



In the next four pages, SCE is interested in identifying your level of interest in volunteer or work activities in retirement. It is also of
interest to-understand the possible reasons you would consider these activities. Please answer the question at the top of each page,
then for each question, if you answer “Would consider it,” “Intend to do it,” or “Currently do it,” place a check mark by your reasons
why in the list below each question. ‘ ‘ '

89. Overall, what is your level of interest in volunteering your time on behalf of SCE or at SCE as a men-
tor, company or community volunteer, advisory group participant, etc.? : '

O Would consider it (J Intendtodoit
Currently do it (' Not interested (go to next page)

Please place a check mark by the reasons why you “would consider it, intend to do it, or currently do it.”

Gives me the opportunity to socialize with community members
Gives me a sense of affiliation with SCE

Provides necessary income

Gives me the opportunity to make new friends

Gives me the opportunity to “give back” to my colleagues
Provides additional income for the “finer things in life"

Gives me the opportunity to socialize with former co-workers
Gives me the opportunity to “give back” to SCE

Helps me to maintain my ﬁnancial.independcnce‘ ‘

[ enjoy staying involved in activities

Gives me the opportunity to express my loyalty to SCE

Gives me a sense of financial security

Keeps me active, mentally

To help make a difference in SCE

SCE set-up an easy- way to get involved

Allows me to continue to develop myself

To make SCE “look good” in the community

I have always wanted to get involved, but I never knew how
Gives me. personal satisfaction

Gives me the opportunity to return some of my knowledge and experience to other employees at SCE
I have always wanted to get involved, but I never took the initiative to do it
Is mentally stimulating

To make a difference in someone else’s life

To help others (Helping people in general)

Gives me some variety in my lifestyle

Gives me an opportunity to fulfill my life goals

I have a moral responsibility to help others

“Expands my horizons” ‘

Gives me an opportunity to share and “pass on” my knowledge and experience with others
Gives me the opportunity to “give back” to the community
Gives me a reason for being

Gives me a chance to interact with younger generations

To help make a difference in my community

It is my responsibility to be active in the community

Gives me the chance to get to know the community

Gives me a sense of community pride

DoOopo0Ooo0o000000000000000 0000000000000
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90.-

"~

_DDDQUDDUDDDDDDDGDUUDDOdDGDQUDDDDDDDD

Overall, what is your level of interest in workirg at SCE ona part-tlme or seasonal basns, as a-consul-
tant, mdependent contractor, or domg agency work, etc.?

) [ Would consider it B a Intend to doit
Currently doiit O Not mterested (goto next page)

lease place a clm:k mark by the r_lil you “would con.nder it, intend to do u, or currently do it.”

Gives me the opportunity to socialize thh community members
Gives me a sense of affiliation with SCE - :
Provides necessary income

Gives me the opportunity to make new friends”

Gives me'the opportumty 10 “give back™ to my colleagues

‘Provides additional income for the “finer things in life”

lees me the opponumty to.socialize with former co-workers

‘Gives me the opportumty to “give back” to SCE

Helps me to maintain my financial mdependence S
I enjostzaymg involved in actwmes g

"Gives me the opportunity to expres$ my loyalty to SCE

Gives me a sense of financial security

Keeps me active, mentally -

To help make a difference in SCE

SCE set-up an easy way to get involved

Allows me to continue to develop myself

To make SCE *“look good" in the community

I have always wanted to get involved, but [ never knew how

Gives me personal satisfaction :

Gives me the opportunity to retum some of my knowledge nnd expenence to other employees at SCE
I have always wanted to get involved, but I never took (he initiative to do it -

s memally stimulating

To ma_ke a difference in someone else’s life

To help others (Helping people in general)

Gives me some variety in my lifestyle

Gives me an opportunity to fulﬁll my life goals

I have a moral responsibility to help others

“Expands my horizons”

Gives me an opportunity to share and “pass on” my. knowledge and experience wu.h others
Gives me the opportunity to * glve back” to the cornmumty
Gives me a reason for being

Gives me:a chance to interact with younger generations
To help. make a difference in my community

It is my responsibility to be active in the community

Gives me the chance 0 getto know the community

Gives me a sense of community pride
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'91. Overall, what is your level of interest in Working_a‘t"’SCE on a.full-time basis?

QO Would considerit: O Intendtodoit
Currently do'i it e : D Not mterested (g0 to-next page)

~

lDDDGDDQGGUDDDGODDDDDODDEDDDbﬁQQEGDOD d “

lease place a check mark by the reasons whx you “would consuder u, mtend to do. tt, or currently do it”
Gives me the opportumty to socialize with community: members C ) .
Gives me a sense of aﬁ':hauon with SCE
. Provides necessary income ‘
Gives me the opportunity to make new friends-
* Gives me the opportunuy to “give back” to my colleagues
Provndes addmonal income for the “finer things in life” _
Gives me the opportunity-to socialize with former co-workers . ‘
Gives me the opportunity to “give back” to SCE -
Helps me to maintain my ﬁnancial independence
I enjoy staying involved in activities '
- Gives'me the opportunuy to express my loyalty 1o SCE :
Gives me a sense of fi nancml security -
Keeps:me active, mentally
To help make a difference in SCE
SCE set_4up an easy way to get involved
Allows me to continue to develop myself
To make SCE “Jook good” in the community . )
L have always wanted to get mvolved but ['never knew how
" Gives me personal satisfaction . . .
Gives me the opportunity to retum some of my knowledge and experience to other employees at SCE
[ have always wanted to get mvolved but [ never took the mmauve todoit.
Is mentnlly stimulating
To make a difference in someone else’s hfe
To help others (Helpmg people in general)
Gives me some variety in.my lifestyle '
Gives me an opportunity to fulfill my life goals
‘I have'a moral responsibility to help others
“Expands my horizons™ l R S e
Gives me an opportunity to share and * “pass on” my knowledge and ‘experie_nr:e with othiers
Gives me the opponumty to “give back" to the commun_ity ! ' '
Gives me 2 reason for being ' _ P
_ Gives me a chance to interact wuh younger generauons
To help make a difference in ‘my community
- Itis my responsrbrhty to be active in the commumty
Gives me the chance to get to know the community
Gives me a sense of community pride

110



92. Overall what is your level of interest in volunteermg at other orgamzatlons (e 2. gthe; ;hag SQE such
as the United Way, Red Cross, etc.)? . _

Cl unldeonsnder it o D Imend todo it
Currently doit ) Q" Not interested (g0 to next page)

Id consider it, intend to do i, or currently do it.”

lease place a check mark by the r_g_us_w_l;z you “
Gives me the opportunity to socialize with community members

Gives me a sense of affiliation with the organization

)Prowdes necessary income HERS

Gives me the opportunity to make new fnends B

Gives me - the opportunity to * nge back™ to my colleagues -

Provndes additional income for the “finer things in hfe

lees me the opportumty to socialize with former co-workers

Gives me the opportunity to “‘give back” to the organization

Helps me to maintain my financial independence i

I enjoy staying involved in activities ) ’

Gives me the opportunny to express my loyalty to the oroamzauon

Gives me a-sense of financial security )

. ‘Keeps me active, mentally - ‘

To help make a difference in the organization

The or’ganization"set-up an ezisy way to get involved

Allows me to continue to develop myself

To make the organization “look good™ in the cemrnunity ‘

- I have always wanted' to get involved, but [ never knew how

Gives me personal satisfaction ‘ L .

" Gives me the opportunity t0 réturn some of my knowledge and e(penence to other employees at the orgamzauon

I have always wanted to get mvolved but I never took the initiative to do it :

“Is mentally stimulating R :

To make a difference in someone else’s life . ) . - o . ,
" To help others (Helping people in geneml) o o ‘ » .

_ Gives me some variety in my lifestyle ,

" Gives me an obponunity to fulfill my life goals

I'have a moral responsnbxhty to help others

“Expands my horizons” -

" Gives me an opponumty to share and pass on” my knowledge and expenence with others

" Gives me the opportusity to * gwe back" to the commumty :

Gives me a reason for bcmg

Gives me a chance. to interact. wuh younger generauons
To help ‘make a difference in my commumty )
Itis my responsrblhty to be active in the: commumty
vaes me the chance to get'to know the communuy
Gives me a sense of co,mmunuy»p‘nde :

~QUDDDDDODDDDDGDDDUDDDDDDUDDDGDQQDDGD*f
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Please use this space to provide any additional comments you may have:

Thank you for participating in this survey. Please take a minute to fill out the following derﬁdgr:iphic‘ information. Complétion of this
portion of the survey is voluntary, but the extra mform:mon would be helpful i in gammo a further understanding of' our retiree popula-

tion.

Please indicate the following:

Age: Age when Reured : Year Retired: ' How long did you work for SCE (years)?

Please check the appropriate response:
Gender: Male . Female
“Education Level: - Some High School a Ethnicity: =~ African American a
" High School Diploma © 7 Asian a

Some College D Native American &

Associate’s Degree Q ~Hispanic ° g

Bachelor's Degree d White Q

Master’s Degree .| Other ]

Ph.D. W] ,

© Other Qa

Are you are Shareholder? - Yes Q No D
Current Status: Completely Retired Working Part-Time . Working Full;ﬁme - ; a
Lgs_;Poisition: ) Minager/SupervisorD meessiorﬁalﬁechnical Q -Admihisuative/Clexical G '_ Q
Wére you - Exempt Employee Q Nén-Exer’nbt Employee a ) . Bargaining Unit (Union) Employee a

We would like to thank Fred A. Mael (1988); Fred A. Mael and Lols E. Tetnck (1992); Michal Mov-Barak (1995)
Robert Eisenberger, Robin Huntington, et al. (1986); and FrankJ Floyd Slaphen N. Haynes. etal. (1992) - . .
for their contributions to this survey. ; ‘ L : ) 102017998
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APPENDIX C: Retiree Reciprocity Reasons Sub-Scales
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Factors for volunteering at or on behalf of the retiring
organization

Question 89 : Factor 1 Factor 2 Factor 3 Factor 4
- Community Recip- Personal/ Genera-
rocity Activity tivicy

30 : ‘ .757 .191 .173 .159
33 C ‘ .747 .064 . .211 L1140
34 . : o .739 .231 .121 .075
36 _ .727 .182 .343 -.086

© 27 - o : .630 .056 - -.082. .330
35 B _ .526 .296 .387 -.057
23 . .524 -.015 .229 .391
11 .166 .801 .040 .095
08 ’ .136 - .726 © -.017  .177
02 . _ ...038 . .722 .225 -.177
‘14 , ..1%4 . .e88 - . .103 . .289
17 v : Co 0,159 .679 .074 .148
25 .107 = - o.133 . .717 -.039
13 ' .026 .067 - .681  .070
22 .215 ©.000. . .662 .314
19 .248 1.042 .584 .146
28 v .145 - . 144 .547 .264
10 . .311 .094 .430 .311
20 -.090 = .411 .195 .619 -
29 .197 .149 .242 .604
16 » .216 - .012 .474 .515
05 ’ ' .246 ' .372 .067 .479
Eigenvalue 6.86 2.29 1.68 1.12
Percentage of variance ) 31.16 10.40 7.64 5.09
explained ‘
Cronbach’s alpha .85 .81 .76 .72
coefficient ) : .
Number of items on a scale 7 5 D 4

"N 307 307 309 307

Note: Bold 1tems represent items that were used to
calculate the scale scores for each factor.
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Factors for working part-time or seasonal at the retiring

organization
Question 90 . - Factor 1  Factor 2 Factor 3 . Factor 4 Factor 5
Community Perscnal/ Recip- Financial Genera-
_ Activity rocity tivity
33 .791 177 .205 .004 .018
34 ‘ .780 .148 .134 .070 -.027
36 ’ .759 .241 .216 .033 .025
30 : .755 .149 .308 .044 .167
35 .734 .210 .170 .006 .069
27 ' .693 .076 .155 .061 .168
23 ' o .644 .125 .075 .028 .333
24 . .564 .249 .165 .042 .293
22 . .124 .762 .098 111 .114
13 ' . .032 .730 .043 .009 .092
25 ’ .221 . .674 .035 .074 -.068
19 , .153 .642 .135 .051 .136
16 ' .103 .575 .157 .133 .283
. 28 : , .240 .546 .155 . .128 S .118
10 ' .294 .543 .108 .027 .156
11 .233 .102 .806 .028 .076
02 .139 .201 .766 .032 -.060
08 .240 .100 .639 .012 ..289
17 .456 .135 .598 .006 .146
14 , 274 .100 .543 .066 .352
05 .257. .187 .492 .027 .498
09 .008 .067 .026 .845 .036
12 ' .087 .127 .067 .828 .008
- 03 - L111 .065 .089 .738 -.165
06 ' -.048  ,113 . -.085 .622 .252
29 .212 .274 .139 .023 .759
20 e .154 .201 .191 .033 .758
Eigenvalue _ 8.66 '2.53 1.92 ~ 1.66 .20
Percentage of 32.06 9.37 - - .7.09 6.14 .41
variance explained . ' o R
Cronbach’s alpha .90 .81 .84 .77 77
coefficient IR ‘.
Number of items on a 8 7 6 4
scale
N 438 441 441 441 441

Note: Bold items represent items that were used to
calculate the scale scores for each factor.
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Factors for working full-time at the retiring organization

Question 91 : Factor 1 Factor 2 Factor 3 Factor 4
s Community Personal/ Reciprocity Financial
Activity
33 .843 . .073 .237 .030
30 ' .817 .226 .287 -.114
34 .804 .176 .083 .140
36 .803 .197 .232 .069
35 ) .792 .150 137 .041
27 .708 .135 .218 .102
23 - .595 .404 - .142 .054
32 . : .588 .453 .313 .020
24 .504 .483 .360 -.064
16 , Co.114 .717 .133 .203
22 .075 .705 .235 .217
23 ' .103 .696 .173 .144
28 2279 .674 .029 .236
25 .300 .651 -.026 .160
20 .156 .623 .421 .082
10 .243 .622 .257 -.071
19 173 .550 .272 .260
29 .209 .507 .482 .103
08 S .213 .183 .822 .138
11 - .229 .110 .786 o .157
02 .254 .235 .663 .035
14 .222 .203 .598 -.086
17 _ ' .492 .180 .551 -.103
05 .473 .355 .491 .075
12 - .034 .238 .132 - .823
09 ) -.020 .254 -.080 .742
03 . 150 .037 -.071 .670
06 -.048 .187 .283 . .600
Eigenvalue 10.87 3.00 1.80 1.43
Percentage of variance 38.83 10.71 6.40 5.11
explained
Cronbach’s alpha - .93 .86 .88 .74
coefficient
Number of items on a 9 9 6 4
scale
N - 137 140 140 140

Note: Bold items represent items that were used to
calculate the scale scores for each factor.
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