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The employee view – preparing for reTiremenT
As they near retirement, employees are looking to employers for help with both 
their financial preparations and flexible working arrangements.

Survey Note: Results in this report pertaining to employees are limited to survey participants 
aged 50 and over. The total sample size of employees, unless otherwise noted, is 230.

Over two in five (43 per cent) employees aged over 50 are unsure how much they 
will need in retirement and nearly one in four (23 per cent) plans to keep working 
until they are over 70.

Other key findings:

l The level of preparation for retirement was notably higher for those who had 
seen a financial adviser – two in five (41 per cent) had made many 
preparations, while only 13 per cent of those who had not seen an adviser said 
the same.

l Clarity over their needs in retirement was also higher among those who had 
seen a financial adviser – 74 per cent of those who had seen a financial adviser 
had an idea about how much they would need. Of those who hadn’t seen an 
adviser, less than half (48 per cent) had an idea how much they would need.

l Nearly half (48 per cent) wanted to progressively decrease the amount  
they work.

l Most (86 per cent) had not discussed succession planning with their employers.

How prepared are baby boomers for retirement?

Preparation for retirement was particularly evident among those who had seen a 
financial adviser in the past 12 months. Indeed, of those who had seen a financial 
adviser, two in five (41 per cent) indicated they had already made many preparations 
for retirement (or were fully prepared), compared to only 13 per cent of those who 
had not seen an adviser being as confident.
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Defining retirement

The definition of ‘retirement’ varies widely. Working Australians 
aged over 50 were asked to articulate what retirement meant to 
them in their own words. Responses revealed both factual 
definitions as well as aspirational ideals.

For just over half (53 per cent), retirement simply means being 
‘free’ of the need/obligation to work:

“The ability to chose not to work and have enough 
income to do so.”

For some, retirement didn’t necessarily mean total cessation of 
work, rather working casually or reducing hours:

“Leaving the full-time permanent workforce and receiving 
superannuation benefits, but having the option to work 
part-time or casually.”

Around one in four (22 per cent) indicated retirement meant 
being financially self sufficient and comfortable, with few 
concerns around money:

“The stage of life where you have access to sufficient 
funds to maintain a desired lifestyle whilst enjoying more 
flexible work/leisure options.”

For many, retirement represented the freedom to undertake 
other activities:

“Having greater leisure time and being able to do the 
things we just don’t seem to have time to do now.”

For a small minority, retirement was a dirty word! There was 
evidence of some angst about retirement, often related to 
potential ill health or lack of funds:

“Retirement from work is not a situation or state I look 
forward to and therefore have no ambitions to experience 
it. I hope and expect to work either for someone or for 
myself as long as my health can be relied on.”

FIGURE 1.  Preparations for retirement FIGURE 2.  Defining retirement

employer TakeouT: whaT do your 
employees believe reTiremenT is? how do 
They foreshadow moving inTo reTiremenT?
for many, retirement represents the removal of an obligation, 
but many felt it important to realise ‘dropping out of work’ did not 
mean ‘dropping out of life’! it is important for employees to feel 
comfortable talking about retirement – what they look forward 
to, what they fear, and what they will do to prepare for it.
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Two in five employees are unsure how much 
they’ll need in retirement

Given the diversity in the population, it can be difficult to estimate 
how much people need in retirement. The rising costs of living 
and healthcare, coupled with increasing life expectancy makes it 
challenging to estimate requirements. Therefore, it was not 
surprising to find that two in five (43 per cent) were unsure how 
much they will need in retirement. However, those who had 
sought financial advice seemed to have a much better idea than 
those who did not (74 per cent had an idea, versus 48 per cent of 
those who had not seen an adviser). By having an idea of what 
may be needed in retirement (while still working), one can make 
appropriate plans to increase savings and/or adjust expectations of 
retirement (i.e. lifestyle and commencement date).

The employee view – reTiremenT plans
l	 Nearly one in four (23 per cent) anticipates retiring when 

they are aged over 70. Those who have seen a financial 
adviser indicated a slightly lower than average anticipated 
retirement age, as did those earning $75,000–$99,999.

l	 Nearly half (48 per cent) plan to progressively decrease 
hours and days. Most (64 per cent) prefer to reduce the 
total days worked rather than the number of hours worked 
per day (26 per cent).

l	 Of those who hadn’t seen a financial adviser, only 28 per 
cent expect to stop work at retirement age – relative to 43 
per cent who had seen an adviser.

l	 Most (86 per cent) haven’t discussed succession planning 
with their employer.

When do older Australians anticipate retiring?
Potentially reflecting longer life expectancy, nearly one in four 
(23 per cent) anticipates retiring after age 70. For many, anticipated 
retirement will occur between 60–69 years, particularly after 60. 
(Superannuation after 60 years of age can generally be accessed tax 
free.) Those who have seen a financial adviser indicated a slightly 
lower than average anticipated retirement age (64 years), as did 
those earning $75,000–$99,999 (average 62 years).

FIGURE 3.  Expectations of financial requirements in retirement

FIGURE 4.  Anticipated age of retirement
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What will baby boomers do upon reaching 
retirement age?

For nearly half (48 per cent) of all employee survey participants, 
there was a plan to progressively decrease hours and days at 
work. However, one in three (33 per cent) planned to cease 
work immediately upon reaching retirement age. Interestingly, 
there was a higher anticipation of working beyond retirement 
age among those who had not seen a financial adviser, and 
females. This may be partly due to not having adequate funding 
available at retirement age. 

These polarised results highlight the need for employers to 
consider their older employees’ needs individually. Succession 
planning and handover strategies need to be developed for those 
planning to cease work entirely, while flexible work policies for 
those seeking to scale back will allow mature employers to 
download other employees’ knowledge and continue a mutually 
beneficial partnership.

When will the hour/day reduction commence?

We asked older working Australians at what point in the near 
future they planned to reduce their workloads. 

l	 Among 50–54 year olds, 20 per cent plan to reduce hours 
in the next two years, and by 2014, 52 per cent plan to 
have dropped back their committed working hours.

l	 Among 55–59 year olds, 63 per cent plan to scale back their 
working hours by 2014.

l	 Among those aged 60+, nearly three in four (73 per cent) 
plan to scale back by 2014.

In an already tight labour market, these shifts will be evident 
soon. Are employers ready?

The preference is to limit the number of days 
worked

The majority (64 per cent) prefer to reduce the total days 
worked, rather than the number of hours worked per day (26 
per cent) – this was particularly so among females.

Few have discussed succession planning with 
their employers

The vast majority of employees (86 per cent) had not discussed 
succession planning with their employers, suggesting a need for 
more encouragement for employees to give consideration to this 
issue. Among executives, these discussions are more likely to 
have occurred (25 per cent of executives have had discussions, 
compared to 5 per cent of non executives). These discussions 
can enable employers to gauge employees’ plans – either to cease 
work or drop back hours, and then to plan accordingly.

Some employees may be reluctant to instigate discussions of this 
nature, believing it may negate promotion opportunities. 
However, by not encouraging a dialogue, employers lose the 
opportunity to develop timely strategies that help the employee 
remain with the organisation for as long as both parties would like. 

FIGURE 5.  Anticipated action upon reaching retirement age FIGURE 6.  Anticipated point of reducing hours/days of work
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FIGURE 7.  Winding down days / hours FIGURE 8.  Discussions with employers

FIGURE 9.  Who instigated discussions

Employee 
Question  

Who instigated these 
discussions? Base: 
Had discussion with 
employer – n=33

FIGURE 10.  Consideration of strategies to fill the gaps left behind 
by retirees
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Furthermore, it may be worthwhile considering ‘rewarding’ 
those who have initiated discussions – for instance, by providing 
access to discounted financial advice or other counselling 
services.

Instigation of discussions is largely driven by 
employers

Among those who have had such discussions, nearly all were 
instigated by employers.

The employer view – planning and preparing 
for an ageing workforce 
l	 Despite an ageing workforce, only one in five (21 per cent) 

employers had given a significant amount of consideration 
to succession planning due to retiring employees.

l	 One in five employers always encourages employees to 
remain beyond their official retirement date. 

l	 Around one in three offers employees the opportunity to 
reduce the number of days worked (36 per cent) and/or 
the number of hours worked (31 per cent) – these are 
potential ‘carrots’ to encourage employees to stay in the 
workforce longer.

What consideration have employers given to 
strategies designed to fill the gap left behind by 
retirees?

Based on analysis of 2006 Australian Bureau of Statistics data, 
around 36 per cent of working Australians are aged over 45 years.

Mercer asked employers to what extent they have considered 
succession planning to accommodate upcoming retirees. One in 
five (21 per cent) organisations indicated they had given a 
significant amount of consideration to the issue by, for example, 
mentoring or training of younger staff. However, an even higher 
proportion (36 per cent) had given either little or no consideration 
to the issue.

How are employers preparing for a ‘retiring’ 
generation?

There is recognition by many employers of the need to tap into 
knowledge held by more experienced employees and pass this 
onto upcoming generations:

“Have mentoring programs so that the knowledge of older 
workers is not lost.”

“There needs to be a lot more handover and knowledge 
transfer to younger staff entering the workplace. Further, 
we are now implementing changes to the superannuation 
legislation so that employees can still work part time 
while they have retired. This will ensure they can provide 
employees a very good mentoring opportunity, which 
will limit the impact on them leaving our organisation.”

Employers are also focused on giving upcoming retirees the 
opportunity to train younger staff ‘before’ the retiree has left 
the organisation:

“Succession planning, offer a mentor role to the retiring 
person to solely be involved in training the next person.” 

“Ongoing training towards future elevations in house, re-
tailor our benefits to be more flexible.”

“Increased training and promotion of the benefits of 
working for the company using senior employees as an 
example i.e. a training and showcase day.”

Finally, employees are considering the benefits and needs of 
older employees:

“Look at part time options to retain older workers so that 
they can transition into retirement.”

“Consider the needs of older workforce. Ability to think 
differently about part time in senior positions. Look at 
contracts for specific projects more regularly.”

“Flexible work arrangements – grandparent leave, job share 
for those looking at retiring to keep them around longer.”

FIGURE 11.  Preparing for a retiring workforce
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FIGURE 13.  ‘Carrots’ to remain beyond retirement date

FIGURE 12.  Staying beyond retirement age Some employers encourage staff to stay beyond 
retirement

One in five employers surveyed always encourages staff to 
remain with the organisation beyond their ‘official’ retirement 
date. We believe this will increase as the gaps in the labour 
market become more evident.

Among employers surveyed, around one in three offers retirees 
the opportunity to reduce the number of days worked (36 per 
cent) and/or reduce the number of hours worked (31 per cent). 
However, as noted earlier, a high proportion of employees shows 
a preference for reduced days and as such, employers who don’t 
currently offer this option may need to revisit this decision. 

Keeping in touch

Over one in three (36 per cent) organisations either has an alumni 
program in place, or is putting one in place in the future.

“We have introduced an alumni program to encourage 
people who retire to come back part time or during peak 
periods of business for us.”

Keeping in touch with former employees, particularly high 
performers, gives employers an opportunity to keep the 
communication lines open, and in particular, inform alumni of 
new developments at the organisation which may be particularly 
appealing to those alumni (and perhaps ‘resolve’ the reason for 
their initial departure from the organisation).

FIGURE 14.  Keeping in touch 
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how can employers assisT employees?
l	 When employees were asked how their employers could best 

help them prepare/transition to retirement, their top answer 
was by providing financial advice, guidance and education.

l	 When employers were asked how they could best help older 
employees (over 50), the highest rating response was through 
planning-for-retirement programs and financial advice.

Question for employees (over 50):  
How can your employer help you prepare/
transition to retirement?

Rank

1.  By providing financial advice, guidance and education

2.  Be cooperative/understanding/helpful

3.  Reduce working hours/consulting opportunities

4.  Succession planning

Question for employers:  
How can you best help older employees (over 50)?

Rank

1.  Provide access to planning for retirement programs and 
financial advice

2.  Flexible work/part time/reduced hours

3.  Seminars

4.  Communication/understanding employee needs

5.  Succession planning/trainees

6.  Counselling and mentor program

7.  Staff recognition

What support do upcoming retirees seek from 
their employer?

Older working Australians were asked what their employers 
could do to assist them in preparing for and transitioning to 
retirement. The top mention was to provide financial advice/
guidance and education:

“Give the opportunity to attend free retirement planning 
seminars, counselling and lectures on work/life balance.”

“Give access to sound financial advice.”

“Provide financial advice.”

The second most common request was for understanding/co-
operation and a desire to work together to fulfil the needs of 
both the employer and the employee:

“Understanding the reasons why I wish to scale down 
fulltime work and tailoring work to suit.”

“Allowing me to do consulting work on a piecemeal basis 
when required and when I am available.”

The next most common request was for assistance in transitioning 
responsibilities:

“Assistance in training and support for someone to take 
over my role in the future.”

“Providing an employee that I can be a mentor to.” 

There is an opportunity for employers to help their transitioning 
employees by providing access to financial advice, allowing 
them to plan and prepare for retirement.

Employers had many ideas on assisting 
employees’ transition to retirement

Key ideas centred on provision of information (such as 
financial advice):

“Offer financial advisory assistance, allow them to reduce 
hours to ease into retirement.”

“Financial seminars, superannuation options.”

“Providing retirement information on activities post 
work, financial advice, health.”

“Yes – it is a big decision for a person to retire. Assistance 
such as help with financial planning, providing the em-
ployee with the chance to cut back on hours etc would be 
beneficial to both the employer and employee.”

“By offering financial advice and showing ways they can 
save money by working after retirement.”

“Give access to a recognised Financial Planner at a dis-
counted rate.”

Further mentions focussed on increased flexible work policies to 
allow the relationship between employer and employee to 
continue as long as it’s mutually beneficial:

“Looking at more flexible work arrangements so transi-
tion to retirement options can be undertaken. Financial 
planning earlier in careers.”

“Flexible work arrangements including reduction in time 
spent working from the workplace.”

“Provide suitable assistance for pathways to retirement, 
i.e. transition to a casual job if they wish. Have financial 
assistance available or accessible for the employee should 
they wish to prepare for retirement.”

Other ideas included proactive planning to allow for successful 
transfer of knowledge to others:

“Build a system and a culture where employees can feel 
comfortable to flag as early as possible their intention to 
retire so we can plan ahead.”

employer TakeouT: 
employees (aged over 50) are a valuable resource, offering 
much needed experience and skills in a tight labour market. 
however they are also the demographic most dissatisfied with 
the benefits on offer. older employees are looking to their 
employers to help them plan and prepare for retirement. by 
tailoring benefits and jobs to meet their preferences, employers 
have the opportunity to retain these employees longer.
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flexible packaging of benefiTs
Employees are looking for benefits that suit their personal 
situations and lifestyles. Flexible packaging is one way to give 
employees greater choice.

Flexible benefits packaging involves the tailoring of benefits to 
meet each person’s needs. It differs to salary packaging as it gives 
employees the option to ‘spend’ more on one benefit (e.g. 
higher superannuation contributions), at the expense of investing 
in another (e.g. subsidised health insurance).

Key findings:

l	 Employers were asked whether their employees could tailor 
their benefits. Results showed that one in four (25 per cent) 
organisations surveyed offered their employees this flexibility.

l	 Flexible benefits can present challenges with 
implementation and administration.

l	 When the 600 people surveyed were asked to list their ideal 
benefits package, 583 different combinations resulted.

l	 A tailored benefits package, at least to employees at 
particular levels or salary bands, may be worth considering 
for many employers.

Reflecting the proportion of employers who offer flexible 
packaging of benefits, 17 per cent of employees reported they 
could ‘trade off’ one benefit for another. Propensity to have this 
option was higher among employees on higher incomes (30 per 
cent of those earning $100,000+ pa could tailor their benefits 
packages) and those in executive/senior management roles.

FIGURE 16.  Availability of flexible packaging of benefits by subgroup 

FIGURE 15.  Availability of flexible packaging of benefits 
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challenges of increasing flexibiliTy
The major challenges employers cited in relation to increased 
flexibility were listed as:

l	 Communicating to staff – particularly in larger 
organisations. This is not surprising given the potential 
complexity of such arrangements.

l	 Increased time to administer and manage flexible benefits 
package arrangements for staff. Comments from employers 
included:

“It is resource intensive to allocate staff to explain 
everything to 27,000 staff nationwide”

l	 Initial implementation, costs associated with rolling out the 
program, and managing employee expectations.

l	 Administration costs to customise benefits packages 
considered prohibitive.

l	 A lack of support from management in supporting these 
costs was also mentioned, suggesting a need to establish 
clear ROI/success metrics if such a program were to be 
implemented. Comments in relation to this included:

“Lack of expertise to implement and manage such a 
system.”

“Resources to manage it, resistance from older managers.”

“Other workload gets in the way of spending time on 
providing new benefits. Benefits come at a cost, time for HR 
to organise, ongoing queries, marketing internally etc.”

l	 Resources required to roll-out and maintain such a program 
– particularly in up-front education and ongoing 
communication.

l	 Establishing which benefits to include in such a program, 
and concern that a flexible benefits program may not suit all 
staff within the organisation. A concern from one employer 
was that:

“People are not forthcoming to telling us what they really 
want and how they wish it presented.”

When given the option to choose their ideal list of benefits, it 
was not entirely surprising, given the diversity in survey 
participants, to find that there were no common patterns or 
themes evident in ideal ‘benefits packages’. This diversity, 
while potentially onerous on employers, does highlight one 
potential way to maximise benefit offerings, by providing an 
opportunity to ‘select your own’ package to best suit the 
individual, thereby increasing perceived value of benefit 
programs among employees. l

employer TakeouT: 
given the cost to recruit and retain key talent, employers should 
consider investing in a tailored benefits package, even if it is 
only for employees at particular levels or salary bands. 



Volume 4  Number 3  2009

Published by

a Rainmaker Information company

Level 2, 151 Clarence Street, Sydney NSW 2000 Australia 

Telephone (02) 8234 7500   Facsimile (02) 8234 7599   

www.financialstandard.com.au 

www.jofp.com.au

— •  —

The Australian Journal  
of Financial Planning

The Australian Journal of Financial Planning ISSN 1833-1106. Copyright © 2009 Rainmaker Information Pty. Ltd. ABN 86 095 610 996. All rights reserved. 
This work is copyright. Apart from any use as permitted under the Copyright Act 1968 of the Commonwealth of Australia, no part of this journal may be 
resold, reproduced, stored in a retrieval system or transmitted in any form or by any means electronic, mechanical, photocopying, recording or otherwise, 
without the prior written permission of the publisher. Rainmaker Information Pty. Ltd. gives no warranty other than any warranty that may be implied 
pursuant to the Trade Practices Act 1974 that the information in this report is correct or complete. Rainmaker Information Pty. Ltd. shall not be liable for 
any loss or damage howsoever caused due to negligence arising from the use of this report. The views and opinions expressed in this journal are provided 
for information purposes only and should not be taken as constituting advice. Persons concerned with the issues raised in this journal should seek their 
own professional advice. No responsibility is accepted by the publishers, its employees, agents or associates for the accuracy of the information contained 
in this journal. The opinions expressed in this journal do not neccessarily represent the views of the publisher.

Disclaimer

This article is part of:


