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FOR THE READER'S ATTENTION 

 

The reader is reminded of the following:  

 

• The study on which this dissertation reports, followed the prescribed format of the 

Publication Manual (6th edition) of the American Psychological Association (APA) as 

a framework for the editorial style and references. This practice corresponds with the 

policy requiring that all scientific documents must employ the APA style as from 

January 1999, as stipulated by the Programme in Industrial Psychology of the North-

West University (Potchefstroom Campus). 

• The study is submitted by using the structure of a research article. This dissertation is 

submitted in the form of two articles. The specified editorial style is used as set out by 

the South African Journal of Human Resource Management (which is mainly in 

agreement with the APA style), but the constructing tables were designed following the 

APA framework and guidelines. 

• Although the title of this dissertation is “Exploring the experiences of pre-retirement 

organisational strategies within the South African tyre manufacturing industry”, only 

one single tyre manufacturing organisation was part of this study. Therefore, the study 

population that formed part of this study, does not represent the entire South African 

tyre manufacturing industry. 

• The researcher refers to the term, ‘organisation’, throughout the study. The 

‘organisation’ is a single company that is representative and part of the tyre 

manufacturing industry. 

• Each chapter of this dissertation has a separate reference list. 
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SUMMARY 

 

Title: Exploring the experiences of pre-retirement organisational strategies within the South 

African tyre manufacturing industry. 

Keywords: Retirement, pre-retirement, retirement vision, retirement perceptions, retirement 

challenges, retirement concerns, organisational strategies, tyre manufacturing industry, South 

Africa 

This study focused on exploring the visions, perceptions, work-related challenges, concerns 

and critical aspects of the pre-retirement planning, followed by exploring the available and 

proposed organisational strategies for adequate preparation and optimisation of pre-retirement 

employees in the South African tyre manufacturing industry. The overall objective of the study 

was to explore the experiences of pre-retirement organisational strategies within the South 

African tyre manufacturing industry according to the perspective of pre-retirees in the 

organisation. This study consists of two articles: 

Article 1: Exploring the experiences of pre-retirement employees in the South African tyre 

manufacturing industry. 

The findings of article 1 showed that the participants experienced both negative and positive 

feelings towards their future retirement. Various work-related challenges and concerns were 

reported and the participants indicated that they felt anxious about whether they were 

adequately prepared for retirement. 

Article 2: Exploring organisational strategies for pre-retirement planning in the South African 

tyre manufacturing industry. 

The findings for this article revealed that the participants indicated that the organisation 

provided minimal and insufficient pre-retirement initiatives and/or programmes. 

Recommendations for suitable and needed initiatives were provided by the participants. 

A qualitative research design with a qualitative descriptive research strategy was followed to 

reach the objectives of the study. The interpretivist paradigm was further utilised to implement 

this research study. A combination of non-probability purposive and convenience sampling 

techniques was applied. Twenty-six (N=26) participants drawn from a tyre manufacturing 

company voluntarily participated in the research for both articles 1 and 2. Data collection was 

performed through semi-structured interviews. A thematic analysis was used to analyse the 

data of both research articles. 
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OPSOMMING 

 

Titel: ’n Ondersoek na die ervarings van organisatoriese strategieë ten opsigte van vóór-aftrede 

binne die Suid-Afrikaanse bandevervaardigingsindustrie. 

Sleutelwoorde: Aftrede, vóór-aftrede, aftredevisie, aftredepersepsies, aftrede-uitdagings, 

aftrede-bekommernisse, organisatoriese strategieë, bandevervaardigingsindustrie, Suid-Afrika 

Hierdie studie het gefokus op die verkenning van die visie, persepsies, werkverwante 

uitdagings, bekommernisse en kritiese aspekte van voor-aftredebeplanning, gevolg deur die 

verkenning van die beskikbare en voorgestelde organisatoriese strategieë vir voldoende 

voorbereiding en optimalisering van voor-aftredewerknemers in die Suid-Afrikaanse 

bandevervaardigingsbedryf. Die algehele doelstelling van die studie was om die ervarings van 

vooraftrede-organisatoriese strategieë binne die Suid-Afrikaanse bandevervaardigingsbedryf te 

verken volgens die perspektief van voor-afgetredenes in die organisasie. Hierdie studie bestaan 

uit twee artikels: 

Artikel 1: Verkenning van die ervarings van voor-aftredewerknemers binne die Suid-

Afrikaanse bandevervaardigingsbedryf. 

Die resultate vir die artikel het gewys dat die deelnemers beide positiewe en negatiewe emosies 

vir die toekomstige aftrede getoon het. Verskeie werkverwante uitdagings en bekommernisse 

was gerapporteer en die deelnemers het aangedui dat hulle anstig voel oor of hulle voldoende 

voorbereid is vir die aftrede.  

Artikel 2: Verkenning van organisatoriese strategieë vir voor-aftredebeplanning binne die Suid-

Afrikaanse bandevervaardigingsbedryf. 

Die bevindinge van hierdie artikel het gewys dat die deelnemers aangedui het dat die 

organsisasie minimale en nie voldoende voor-aftrede inisiatiewe en/of programme aangebied 

het. Voorstelle vir geskikte en benodigde inisiatiewe was deur die deelnemrs aangedui.  

'n Kwalitatiewe navorsingontwerp met 'n fenomenologiese benadering is gevolg om die 

doelstellings van die studie te bereik. Die interpretivistiese paradigma is verder benut om 

hierdie navorsingstudie te implementeer. 'n Kombinasie van onwaarskynlikheids- doelgerigte 

en geriefsteekproeftegnieke is toegepas. Ses-en-twintig (N=26) werknemers van 'n 

bandevervaardigingsmaatskappy het vrywillig aan die navorsing vir beide artikels 1 en 2 

deelgeneem. Data-insameling is gedoen deur middel van semigestruktureerde onderhoude. 'n 

Tematiese analise is gebruik om die data vir beide navorsingsartikels te analiseer. 
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CHAPTER 1 

 

INTRODUCTION      
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INTRODUCTION 

 

This study focused on exploring the experiences of pre-retirement organisational strategies within 

the South African tyre manufacturing industry. In Chapter 1 the problem statement, research 

objectives, research approach and research design are discussed. A chapter summary is included. 

 

1.1 Problem statement 

 

The South African tyre manufacturing industry consists of four local tyre manufacturers. With 

approximately 7 000 employees and an additional 4 000 employees through the industry value chain 

they collectively manufactured more than 11 million tyres per annum (South African Tyre 

Manufacturers Conference, 2015). The entry of many new rivals into the tyre sector since the turn 

of the millennium had intensified the South African tyre manufacturing companies’ battle for 

survival in the competitive local rubber industry. The number of Chinese imports into the local 

market exacerbated the challenge that was increasing by the day (Mavuso, 2013). A significant 

drive towards optimal performance in all parts of the tyre manufacturing industry highlighted the 

importance of industry-oriented work experience. In the rapidly evolving tyre manufacturing 

industry (SATMC, 2015), corporate competition would call for fierce employee contribution and 

knowledge transfer. Due to greatly specialised machinery, dating back as far as 1932, long-serving 

pre-retirement employees held a tremendous amount of industry experience and work process 

knowledge. Holding infinite technical skills, historical knowledge and industry-specific abilities, 

businesses would not be able to survive an unexpected brain drain the sudden exit of pre-retirement 

employees could cause (Kelly, 2011; Tappero, n.d.). 

 

Already in 1979 Collins defined pre-retirement as the period before retirement, commonly referring 

to employees between the ages fifty-seven (57) and sixty-five (65) years. Therefore, pre-retirement 

pointed to the period before actual retirement. According to the New Tyre Manufacturing Industry 

Fund, the mean retirement age within the South African tyre manufacturing industry was 63.75 

years (Trustees, 2015). In their analysis of the retirement consumption conundrum, Fisher, Johnson, 

Marchand, Smeeding and Torrey (2008), mentioned that retirement was defined and restricted to 

individuals who reported zero earned income and listed retirement as the reason for no earnings. 

The last mentioned was the most suited definition for retirement in their analysis. A broader 

perspective was adopted by Carson (2015) who argued that an individual’s career identified a 

person and when an individual left the workforce or retired, he/she gave up that distinctive aspect of 

his/her identity. In their Census 2011 publication, Statistics SA reported that the number and 
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proportion of elderly persons aged 60 years and older relative to those aged 59 and younger had 

increased over the period 1996 to 2011. The number increased from 2.8 million in 1996 to 4.1 

million in 2011, and the proportions from 7.1% in 1996 to 8.0% in 2011. Projections showed that 

by 2030, there would be approximately 7 million elderly persons in South Africa (Statistics SA, 

2011).  

 

According to Blakeley and Ribeiro (2008) and Cussen (2017), retirement was a life-altering or life-

changing event and required an ongoing process of emotional adjustment. Yochim (2015) argued 

that, given the sheer amount of time individuals devoted to their careers over their lifetimes, it was 

not difficult to see why people derived a significant amount of their self-worth from their jobs. Even 

when individuals did not particularly enjoy what they did to earn a living, their jobs provided 

structure to their weeks and daily social interactions. When the purpose of going to work 

disappeared, many people experienced a sense of loss and of being insignificant and superfluous to 

society, particularly in the early days of retirement. According to Van Pareen (2016), the lack of 

pre-retirement organisational strategies and education could also add to a reduced sense of purpose. 

This loss could be felt intensely, particularly by people who used to be in highly influential 

professions. The individual experienced a loss of identity, responsibility, routine and purpose. There 

also was the loss of relationships or, at least, the built-in, daily interactions with colleagues that 

were typically taken for granted while employed (Yochim, 2015). 

 

Furthermore, Hackett, Bycio, and Hausdorf (1994) held the view that employees experienced 

emotions of desertion when there was a lack of the connection they desired with other people and, 

as a result, they tended to display a reduced willingness to work hard and perform effectively versus 

those with stronger affective commitment. In a study conducted by De Wind, Hoekstra, Geuskens, 

Burdorf and Van der Beek (2017), one in every eight employees experienced steady low work 

engagement in the years preceding retirement suggesting that employers should consider the 

implementation of organisational strategies to maintain high work motivation. Wermel (1960) 

found that there was evidence supporting merit given to pre-retirement programmes and 

organisational strategies whereby they increased the efficiency of older employees by replacing 

“worrying” with “planning”.  

 

The previously mentioned study of De Wind et al. (2017) provided indications that pre-retirees 

were encouraged to extend their careers in countries abroad, but it was unclear how pre-retirement 

employees in South Africa and specifically the tyre manufacturing industry felt about the forced 

exit from the workforce at ages sixty (60) and/or sixty-five (65). The authors suggested that 
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employers and employees should discuss possible interventions to determine recommended support. 

Kim and Yang (2013) pointed out that a significant amount of time was spent on attracting, 

developing and retaining younger employees, yet pre-retirement employees were a valuable and 

productive economic resource and far too little attention had been given to proper organisational 

strategies in which the elderly workforce could transfer their years of experience and industry 

knowledge to the younger generation (Radović-Marković, 2013). According to Wiktorowicz 

(2013), every effort should be made to retain the invaluable information of older workers in a 

company. It was the result of theoretical knowledge filtered through a lifetime of practical 

experience and the possibility of its transmission to younger generations that was important. 

However, according to Koc-Menard (2009), very few organisations set up formal processes to pass 

on the experiences of soon-to-retire employees even when many employers realised that when these 

employees finally retire, they would take with them valuable knowledge, experience and contacts.   

 

Wiktorowicz (2013) drew our attention to the transfer of pre-retirement employees’ knowledge and 

experiences in the form of mentoring, tutoring and coaching activities to prepare their younger 

colleagues for the future. She also pointed out the need to present pre-retirement employees with 

continuous training and retirement preparation education to equip them for actual retirement. 

Literature suggested that companies should not just be attracting the younger generation; they 

should also attract older workers where they could experience an extension to their professional life, 

since a company could add value to their current skills rather than making their profession an 

obligation (Wiktorowicz, 2013). Therefore, if a company could offer its employees a satisfying 

career, regardless of their ages, and if they could invest in the training and development of 

employees’ skills at any age until the end of their careers, employees would be motivated to stay 

committed to their work for an extended period of time and could transfer their knowledge before 

retirement (Wiktorowicz, 2013).  

 

As noted by Wiktorowicz (2013), organisational strategies such as the adjustment of work 

conditions according to the needs of pre-retirement employees, the provision of training and 

development plans, creating specialist positions, implementing systems to help the aged and 

adopting measures to re-organise their professional and family lives, should be implemented by 

employers to utilise pre-retirement employees better. In their journal compilation Blakeley and 

Ribeiro (2008) provided a summary, as recommended by other authors, of pre-retirement 

educational topics to be considered for such training and development plans. Their study referred to 

topics such as financial planning, healthcare and psychosocial elements, for example, the loss of 

one’s “occupational identity”. However, very little evidence was provided to explore how much 
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preparation should be done, what strategies to consider to be regarded significant by pre-retirement 

employees or whether employees from different ranks prepared differently for their retirement. 

They highlighted that many large employing agencies had offered retirement education since the 

1980s (however, strategies to attract and retain the knowledge of older workers had not yet been 

considered before this research study).  

 

At first glance the literature did not show organisational strategies that would ease the transition 

from pre-retirement to retirement or if employers provide appropriate organisational strategies to 

ensure continued interest and proper knowledge transfer during pre-retirement. It was unknown 

whether employers had particular concerns with employees’ adjustment to the point of retirement.  

 

A review of pre-retirement organisational strategy literature for this research revealed a number of 

discussion papers on financial planning, written primarily by financial advisors (Heraty & 

McCarthy, 2015; Koposko et al., 2016; Reyers et al., 2015). The evidence, or rather the lack 

thereof, suggested research to be conducted on the experiences of pre-retirement employees in the 

South African tyre manufacturing industry, to give thought to possible organisational strategies that 

would ease the transition from pre-retirement to retirement and allowed for initiatives in which 

valuable know-how could be transferred to their successors. Examinations by Hershey and Henkens 

(2014) revealed that it would be useful for businesses to consider creating opportunities to help in 

easing the transition experience for pre-retirement employees. This could include employer-

sponsored pre-retirement planning programmes that go beyond the standard topics of health and 

financial planning to include topics such as psychological well-being, individual counselling or 

discussion sessions, sponsorship of long-service clubs and the ideal timing of the retirement 

transition (Hershey & Henkens, 2014; Wermel, 1960). Other activities could include advancing 

retiree tutoring programmes for younger workers or different types of informal systems, whether it 

be social, work-related or professional through which retirees could remain engaged. 

 

Because of the importance of the employer-employee relationship it was fundamental that the 

experiences of pre-retirement employees were selected for further research (Wermel, 1960). The 

South African tyre manufacturing industry tended to place most of their human resources efforts, 

time and budget resources on attracting, engaging and retaining younger employees, but failed to 

consider older employees close to retirement. Similar to a study conducted by Tyilana (2013), in the 

Ekurhuleni Municipality, reference was only made to retirement during the onboarding process 

when a person joined the organisation for the first time. No literature in support of formal pre-
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retirement organisational strategies for the South African tyre manufacturing industry could be 

found, and the need to explore these issues led to developing specific research questions.   

 

One key objective of this study was to establish how top management should view its responsibility 

towards pre-retirement employees and to gather opinions concerning appropriate organisational 

strategies.  

 

In conclusion, challenges and concerns experienced by pre-retirement employees in conjunction 

with pre-retirement organisational strategies were identified as an unexplored business need and 

were therefore explored within the current research study. It was evident that there was a need for 

an exploratory study to recommend what key processes must be put in place to alleviate pre-

retirement concerns. 

 

1.2 Research questions 

 

Based on the abovementioned problem statement, the following research questions were formulated 

for article 1: 

 

• How is pre-retirement conceptualised according to the literature? 

• What are the visions and perceptions of pre-retirement employees within the South African 

tyre manufacturing industry regarding their expectations of a forthcoming retirement? 

• What work-related challenges do pre-retirement employees experience within the South 

African tyre manufacturing industry? 

• What are the concerns of pre-retirement employees within the South African tyre 

manufacturing industry? 

• What are the critical aspects of pre-retirement planning within the South African tyre 

manufacturing industry? 

• What recommendations can be made for future research and practice? 

 

The following research questions were formulated for article 2: 

 

• How are pre-retirement organisational strategies conceptualised in the literature? 

• What organisational strategies for retirement planning are currently available in the South 

African tyre manufacturing industry?  
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• What organisational strategies for retirement planning are recommended by pre-retirement 

employees in the South African tyre manufacturing industry? 

• What recommendations can be made for future research and practice? 

 

1.3 Expected contribution of the study  

 

For the individual  

 

By investing into organisational strategies for retirement preparation, the more likely it would be 

that pre-retirement employees experience positive and dynamic careers. On occasion, inexperienced 

employees attempted to solve problems in isolation or by themselves, where in fact, the problem 

presented would have allowed an ideal opportunity to brainstorm with an elder, workplace veteran 

who might share a unique solution to resolving the problem. The research study identified 

opportunities and concepts to learn from pre-retirement employees collaboratively. 

 

For the organisation 

 

Setting out to determine the role of management in retirement preparation programmes, Wermel 

(1960) found that management was not convinced that pre-retirement organisational strategies 

and/or programmes were compulsory company undertakings (Wermel, 1960). It was intended that 

the findings of this research project would be used in the local South African tyre manufacturing 

industry to assess and evaluate the current organisational strategies and interventions undertaken 

with pre-retirees. Pre-retirees’ perceptions and experiences would be used for modification of the 

current pre-retirement programmes to ensure that valuable industry knowledge was kept within the 

industry and to ensure pre-retirees as employees were not neglected. Suitable pre-retirement 

organisational strategies would support the timely transfer of industry-specific know-how and 

minimise the risk of losing valuable expertise. By having a timely conversation on future working 

intentions, strategies and interventions, an organisation might retain its mature employees for longer 

(Byrne, 2011). 

 

For literature 

 

The researcher was convinced that this study would add value to the field of human resource 

management at a theoretical as well as practical level. Three important stages emerged from this 

study of pre-retirees. Firstly, insight into the experiences of pre-retirement employees would 
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contribute to understanding this phenomenon. In particular, it would clarify the concerns pre-

retirement employees might have and the challenges they might be facing within their organisations 

in the years preceding their actual retirement. Secondly, it was to establish the boundaries of 

existing policies and procedures of pre-retirement organisational strategies. Finally, gaining insight 

into pre-retirement employees’ experiences might create a framework to improve retirement 

preparation organisational strategies in the South African tyre manufacturing industry. 

 

1.4 Research objectives 

 

The research objectives were divided into general and specific objectives. 

 

1.4.1 General objectives 

 

The general objective of article 1 was: 

 

to explore the visions, perceptions, work-related challenges, concerns and critical aspects of the pre-

retirement planning for employees within the South African tyre manufacturing industry. 

 

The general objective of article 2 was: 

 

to explore the available and proposed organisational strategies for adequate preparation and 

optimisation of pre-retirement employees in the South African tyre manufacturing industry. 

 

1.4.2 Specific objectives  

 

The specific objectives of article 1 were: 

 

• To determine how pre-retirement was conceptualised according to the literature; 

• To determine the visions and perceptions of pre-retirement employees within the South 

African tyre manufacturing industry regarding their expectations of a forthcoming 

retirement; 

• To determine the work-related challenges pre-retirement employees experienced within the 

South African tyre manufacturing industry; 

• To determine the concerns of pre-retirement employees within the South African tyre 

manufacturing industry; 
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• To determine the critical aspects of pre-retirement planning within the South African tyre 

manufacturing industry; 

• To determine what recommendations could be made for future research and practice. 

 

The specific objectives of article 2 were: 

 

• To determine how organisational strategies regarding pre-retirement were conceptualised 

according to the literature;  

• To determine what organisational strategies for retirement planning were available in the 

South African tyre manufacturing industry;  

• To investigate what organisational strategies for retirement planning were recommended by 

pre-retirement employees in the South African tyre manufacturing industry; 

• To determine what recommendations could be made for future research and practice. 

 

1.5 Research design 

 

1.5.1 Research approach  

 

Qualitative research methodologies were perceived as essential tools in the search for a meaningful 

understanding of social and cultural expressions, involved a more in-depth examination of the 

participants point of view and studied the "what" and "why" of things and not just "what", "where" 

and "when" (Abdullahi et al., 2012). It was defined as an inductive approach that set out to develop 

concepts and theories (Jelsma & Clow, 2005).   

 

In the same vein, Starman (2013) characterised qualitative research by an interpretative paradigm 

that emphasised subjective experiences and the meanings they had for an individual. The 

interpretive research tradition or paradigm was appropriate for this study in that all interpretations 

were based in a particular environment, under specific circumstances and at a specific point in time. 

To support the researcher’s goal, the interpretive approach of this study relied heavily on open and 

spontaneous methods such as interviewing to establish the viewpoints of pre-retirement employees 

on organisational strategies needed to support the transition from pre-retirement to actual retirement 

in the South African tyre manufacturing industry. 
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1.5.2 Research strategy 

 

A qualitative description research strategy was utilised for the purpose of this study. This strategy 

enables researchers to discover information such as who, what and where of events and experiences 

(Kim, Sefcik, & Bradway, 2017). Also, by employing this strategy the researcher gained an 

understanding from participants regarding a phenomenon that they experienced and that was not 

well understood (Kim et al., 2017). The phenomenon under study within this research study was the 

experiences of pre-retirement employees of retirement. Within this study the researcher collected, 

analysed and portrayed pre-retirement experiences and opinions from pre-retirement employees 

within the South African tyre manufacturing industry.  

 

1.6 Research method 

 

1.6.1 Literature review 

 

In the literature review the following keywords were explored: retirement, pre-retirement, 

retirement perceptions, retirement challenges, retirement concerns, organisational strategies, tyre 

manufacturing industry and South Africa, was conducted. In order to conduct a thorough literature 

review, the following sources were consulted being books and articles published between 1959 and 

2019: Google Scholar, Scopus, EBSCO host, SAe Publications, JSTOR and Science Direct. 

Additional information was gained from newspaper and media publications on the Internet. 

 

1.6.2 Research setting 

 

The research setting was a South African tyre manufacturing company. The semi-structured 

interviews were conducted in a conference venue at the offices of the participants since they felt 

comfortable in their own work environment and were not expected to travel to the researcher. The 

researcher managed all arrangements regarding the conference venue via the respective HR 

Manager and/or Plant Manager. An informal, comfortable setting was requested in an air-

conditioned room with good lighting. A formal request for refreshments such as coffee, tea and 

water was included. 
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1.6.3 Entrée and establishing researcher roles 

 

The study commenced after the researcher had obtained approval to continue from both the 

Scientific Research Committee and the academic institutions’ Faculty Research Ethics Committee. 

The necessary approval to collect data and conduct the research was obtained from the 

organisation’s Chief Executive Officer. Access to voluntary participants was granted through the 

HR Manager and/or Plant Manager of the specific company. A generic invitation was 

communicated via the HR Manager to prospective participants. Following the voluntary acceptance 

of the invite, the researcher set up formal appointments with the participants at a time convenient to 

both the company and the participants.   

 

The researcher typically assumed the role of planner, interviewer, transcriber, analyst/interpreter 

and report writer of the results. Inspired by Fink (2000), the roles were described in detail, the first 

of which was that of the planner. The researcher was responsible for the design stage for which she 

planned and prepared the methodological procedure. The researcher also fulfilled the role of an 

interviewer where the purpose of the interview was to obtain a description of the participants’ real-

life experiences with respect to interpreting the meaning of the described phenomena. The 

researcher met with the participants personally. Interviews were planned according to an interview 

guide prepared by the researcher. The researcher further played the role of transcriber, as she 

transcribed and captured all the data collected during the interview processes on an Excel 

spreadsheet. After the interviews had been transcribed, the researcher (together with a co-coder 

within the field of study) interpreted and analysed the information collected from the semi-

structured interviews. This process involved extracting and interpreting categories, themes and sub-

themes from the data collected. Finally, the researcher acted as the report writer whereby she wrote 

a report to present the findings, conclusions and recommendations for future research.   

 

1.6.4 Research participants and sampling 

 

A non-probability purposive sampling technique was applied. Teddlie and Yu (2007) defined 

purposive sampling as selecting participants for a particular purpose because of the critical 

information they could provide, which would not be understood as clearly by any other sample 

selection. The study was conducted in Gauteng, North-West and the Eastern Cape.   

 

Data for articles one and two were collected from permanent employees between the ages 55 to 65 

(important to note is that only employees who indicated that they were considering retirement or 
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early retirement were included in this study), who were employed at a South African tyre 

manufacturing company. The participants were diverse in terms of race, gender, language, job 

categories and job levels. Employees younger than fifty-five (55) years of age were excluded from 

the study as well as employees who were not considering retirement or early retirement.  

 

Even though participants from any language group were included, it was vital that they were able to 

speak and understand English. Participants had to agree to a voice recording of the interview. The 

researcher conducted semi-structured interviews until data saturation was reached; however, the 

proposed number of participants for both articles was N=20. 

 

1.6.5 Data collection method 

 

Semi-structured interviews involved the use of pre-prepared questions guided by identified themes 

in a consistent manner interposed with probes designed to elicit more elaborate responses (Sami, 

2016). The researcher prepared an interview guide to conduct one-on-one interviews. Participants 

were required to answer all the questions on the interview guide, but not necessarily in sequence. 

The participants were allowed to use their own words to answer questions. For article 1, the 

questions that were asked during the one-on-one interviews with pre-retirement employees, were:  

  

• What is your vision for retirement? 

• What work-related challenges are you facing as a pre-retirement employee within your 

organisation? 

• What concerns do you have if you think about retirement?   

• What aspects of pre-retirement planning do you consider important? 

 

For article 2, the questions that were asked during the one-on-one interviews with pre-retirement 

employees were: 

 

• What is currently being done by employers to prepare pre-retirees for retirement? 

• What do you recommend your employer should do to better prepare you for retirement? 

• What organisational factors will be important to you when you are preparing or 

approaching retirement? 

• Do you believe that your company should provide pre-retirement planning training? If yes, 

when should this be done and what should the content cover?   
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• What ideas can you offer to improve pre-retirement organisational strategies? 

 

Before the proceedings, the researcher shared the purpose of the research project, how she believed 

the participants would be able to assist in the study and how confidentiality would be ensured. 

 

1.6.6 Recording of data 

 

With the permission of the participants, data obtained during the semi-structured interviews were 

documented via an electronic voice recorder to ensure that the information collected could be 

transcribed onto an Excel spreadsheet. The researcher’s keynotes, scanned copies of the 

participants’ consent forms, original voice recordings and transcribed data were password protected 

and stored in a secure location on the researcher’s personal external hard drive. To protect the 

identity of each participant, only the researcher and her study leaders had access to the stored files.    

 

1.6.7 Data analysis 

 

For the purpose of this study a thematic analysis was conducted whereby various themes and 

patterns were identified. Perhaps the most widely used steps for conducting a thematic analysis 

came from an article by Braun and Clarke (2006). They provided a six-step process for identifying, 

analysing and reporting qualitative data using a thematic analysis. 

 

Step 1: Familiarising yourself with your data 

 

In step one the researcher recorded the interviews, read and re-read through her transcriptions to 

familiarise herself with the data. All participant responses were classified and categorised. 

 

Step 2: Generating initial codes 

 

In step two, the researcher generated preliminary codes that would be more specific than themes. A 

maximum number of possible codes was systematically identified by the researcher. Data identified 

by the same codes were combined. The researcher used Microsoft Excel to code and identify 

themes. 
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Step 3: Searching for themes 

 

In step three, data were clustered into overarching themes. The researcher’s thought process alluded 

to the relationship between codes, sub-themes and themes. The researcher sought for repetitive 

keywords to identify themes. 

 

Step 4: Reviewing themes 

 

In step four, Braun and Clarke (2006) proficiently explained that a more meticulous review of 

identified themes should be followed whereby the researcher needed to question whether to unite, 

refine, separate or discard original themes. The researcher revised all the quotations under each 

theme to guarantee a distinct pattern. It was essential to consider whether the data supported the 

theme. 

 

Step 5: Defining and naming themes 

 

In step five, as part of the final refinement, the researcher described her themes to establish an 

integrated narrative from the themes. The researcher ensured that the names were concise, forceful 

and transparent. 

 

Step 6: Producing the report 

 

Finally, in step six, the researcher transformed her analysis into an interpretable piece of writing by 

using vivid and compelling extract examples that related to the themes, research questions and 

literature. The analysis had to go beyond a mere description of the themes and represented an 

analysis supported with observed evidence that addressed the research questions.  

 

To ensure the validity of the data analysis, an independent co-coder was asked to extract themes and 

patterns for comparison. The co-coder conducted an additional thematic extraction to ensure 

validity. If significant differences were observed, another co-coder would have been approached. 
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1.6.8 Strategies employed to ensure data quality and integrity 

 

Guba and Lincoln, as cited in Sami (2016), proposed four criteria for judging the reliability of 

qualitative research and offered these as an alternative to more traditional quantitatively-oriented 

criteria. Guba and Lincoln’s model of reliability and validity is discussed below. 

 

Credibility: Credibility refers to the truthfulness of the results. The researcher conferred with an 

independent academic expert on qualitative research to review and discuss the research process and 

results. The credibility of qualitative research depends on the ability and effort of the researcher 

(Sami, 2016). To ensure the researcher’s interpretation was correct, she offered her interpretation of 

an answer to the participants for affirmation. 

 

Transferability: The ability to transfer research findings from one sample to another relates to the 

extent to which findings are applicable in other contexts or with other participants (Sami, 2016). To 

establish transferability, the researcher kept field notes by documenting all aspects relating to the 

research process. The researcher's goal was not to generalise, but to acknowledge and understand 

multiple viewpoints via a comprehensive data collection process. 

 

Dependability: When another researcher is able to follow the research trail used by the researcher 

and recognises the means by which interpretations have been reached, dependability is established 

(Sami, 2016). Similar to the study conducted by Sami (2016), the researcher ensured that there was 

physical evidence of the research process. Password protected voice recordings, all documents 

containing research data, the research method and decisions made during the research process and 

why they were made, were kept on a secure external hard drive.  

 

Confirmability: Confirmability refers to the freedom from preconceived notions in the research 

procedure and results. Therefore the researcher remained entirely objective throughout the entire 

research process. The researcher made a conscious effort to follow, rather than lead, the direction of 

the interviews by asking for clarification of definitions and metaphors from the participants (Sami, 

2016). The co-coder's support was included to guarantee that the researcher could not have 

influenced the research results through her own opinions and observations. 
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1.6.9 Reporting 

 

The researcher reverted to the voice recordings, read through her interview keynotes and reported 

on the findings obtained from the study. Results were presented in a table format. Participants’ 

comments were allocated to major themes. The researcher made use of themes, sub-themes and 

quotes to discuss and substantiate her results. To reflect the experiences and opinions of pre-

retirement employees accurately, a table with actual examples of comments that point towards the 

concept being coded, was included. A conclusion on the extent to which the research objectives had 

been achieved from the qualitative study was provided.    

 

1.6.10 Ethical considerations 

 

The core of qualitative research is the relationship between the researcher and the participants and 

herein lay many pitfalls (Jelsma & Clow, 2005). The researcher believed that a person with good 

ethics could distinguish between right and wrong and was identified by his/her sense of morality, 

honesty and integrity. Ethical considerations determined for this study are set out below: 

 

Voluntary participation: Employees were given the freedom to choose whether they wanted to be 

part of the study, as participation was voluntary and no-one was forced to participate in the study 

concerning pre-retirement (Tyilana, 2013). Employees were given sufficient opportunity to consider 

whether they wanted to participate. 

 

Informed consent: The researcher explained the purpose and procedures of the research project, the 

reason for the selected age bracket and the expected contribution of the study to the Human 

Resource Management field, the South African tyre manufacturing industry and its pre-retirement 

employees (Tyilana, 2013). Informed consent was documented by using a written consent form, 

signed by each participant. A copy was given to the participant signing the form. It was a written 

consent document, and the researcher gave the participant adequate opportunity to read it before it 

was signed (“Informed consent”, n.d.). Special precaution was taken to ensure participants had the 

right to withdraw their consent as well as the right not to answer particular questions (“Do 

participants have”, n.d.).   

 

Confidentiality: Although the questions of this study were not of a sensitive nature, the researcher 

protected confidential communications, such as each participant’s personal information and audio 

recordings conducted for publication. Confidentiality was protected as far as possible by doing the 
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following: Audio recordings were transferred to the researcher’s laptop, audio files were coded, 

access to the audio records was limited to the researcher’s study leader, and no individual identifiers 

were used in the publications or reports resulting from the study (“Informed consent”, n.d.).  

 

1.7 Chapter division 

 

This dissertation consists of four chapters: 

 

Chapter 1: Introduction 

Chapter 2: Research article 1 

Chapter 3: Research article 2 

Chapter 4: Conclusions, limitations and recommendations  

 

1.8 Chapter summary 

 

In this chapter the problem statement and the research objectives were discussed. Also, the research 

design and method were explained, followed by a brief overview of the chapters that follow. 
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EXPLORING THE EXPERIENCES OF PRE-RETIREMENT EMPLOYEES 

IN THE SOUTH AFRICAN TYRE MANUFACTURING INDUSTRY 

 

Orientation: Retirement is an enormous change that causes a variety of new demands, challenges, 

concerns and emotions amongst employees rarely talked about, let alone planned for. Many people 

neglect planning for their retirement, and only some attend pre-retirement seminars in which the 

financial and psychological aspects of retirement are considered. Most employers view the demands 

of retirement as insignificant and fail to notice aged pre-retirement employees close to retirement, 

giving them inadequate or no support in preparing for this life-changing event. 

Research purpose: The purpose of this study was to investigate the demands placed on the pre-

retirement employee in establishing his/her vision for post-retirement, taking into account the work-

related challenges, concerns and critical aspects impacting on his/her future within the context of 

the South African tyre manufacturing industry. In order to achieve the abovementioned purpose, 

employee responses on four key questions as obtained during individual interviews will be 

discussed.  

Motivation for the study: Employers invest a lot of energy and resources into attracting, 

employing, onboarding, developing and retaining younger staff, without giving sufficient 

consideration to the performance and sustainable utilisation of older pre-retirement employees. 

Employers are rarely informed about the realities of pre-retirees’ experiences in the workplace and 

may thus lack knowledge regarding pre-retirees’ retirement anxieties. The study, therefore, aimed to 

provide management with valuable information around pre-retirees’ visions, work-related 

challenges and concerns about retirement.  

Research approach, design and method: A qualitative research method was utilised in this 

research study, along with a phenomenological approach and a single-case study research strategy. 

Non-probability convenience and purposive sampling were used. The sample consisted of 

employees working within a South African tyre manufacturing organisation (N=26). Data collection 

took place through the means of semi-structured interviews. A thematic analysis was used to 

analyse the data. 

Main findings: Participants of this research study indicated that they experience both negative and 

positive feelings towards their future retirement. Although their individual visions for retirement 

might be widespread, their work-related challenges and concerns were very similar. Participants 

provided further insight regarding their perceptions of actual retirement. The findings also indicated 
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that pre-retirement employees identify similar critical and essential aspects to consider before actual 

retirement.  

Practical/managerial implications: When managers acknowledge many work-related challenges 

and concerns elderly employees have to manage, they might pursue implementing formal 

organisational strategies whereby the development of older employees and the transfer of their 

extensive industry expertise become a top priority. By implementing organisational strategies to 

address these pre-retirees’ work-related challenges and concerns, they will retain positive, 

committed employees who will continue delivering high-quality work until their actual retirement.  

Contribution/value-add: The results of the study provide qualitative answers and insight into the 

perceptions, visions, work-related challenges and concerns pre-retirement employees face in the 

South African work environment. HR practitioners viewing this qualitative research outcome could 

enhance their expertise on how to improve the quality of services for pre-retirees in their 

organisations. The expected contribution from the study is that it may provide a useful basis and 

framework from which to evaluate the wellbeing of pre-retirement employees. This article offers 

different perspectives on ageing in the workplace and in particular, the importance of pre-retirement 

planning. The research aimed at capturing, distributing and making available critical aspects 

regarding pre-retirement in order to stimulate innovation and growth within the human resources 

field.  

Keywords: Vision for retirement; perception of retirement; pre-retirement challenges; pre-

retirement concerns; pre-retirement experiences; pre-retirement planning 

 

INTRODUCTION 

 

This study investigated the demands placed on the pre-retirement employees in establishing their 

vision for post-retirement, taking into account the work-related challenges, concerns and critical 

aspects impacting on their future within the context of the South African tyre manufacturing 

industry. This article’s purpose is to understand the context within which demands are placed on 

pre-retirement employees. Therefore, the background below provides the macro-factors that need to 

be considered.  

 

The South African tyre manufacturing industry has been manufacturing locally for over 85 years, 

adding almost R20 billion to the South African economy annually and providing work to at least 

6 500 employees nationally (“R20 billion SA,” 2014). This industry mainly manufactures 
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passenger, agricultural and mining tyres (“R20 billion SA,” 2014). Industry analysts calculated that 

with 1.3-billion vehicles on the road, one is looking at 5.2-billion tyres supporting them, yet, the 

South African tyre manufacturing industry faces global competition from approximately 200 

importers of tyres of various brands (Wheels27, 2017). G. W. Greyling (personal communication, 

October 2, 2017) confirmed that 13.27% (e.g. 377 from 2 842) of the employees currently 

employed are between the ages of fifty-five (55) and sixty-five (65). Therefore, the proportion of 

older employees indicate that the South African tyre manufacturing industry employs a large 

number of workers who have matured in their jobs.  

 

The percentage of people aged sixty (60) years and older relative to those aged fifty-nine (59) and 

younger have increased from 1996 to 2011. The figure had increased from 2,8 million in 1996 to 

4,1 million in 2011, and the proportions from 7,1% in 1996 to 8,0% in 2011. It is estimated that the 

percentage of elderly South Africans (60 years and older) are perpetually rising, having reached 

8,1% in 2017, therefore suggested that there were 4,6 million South Africans over the age of sixty 

(60) years (Statistics South Africa, 2017). From 2002 to 2017, the proportion of elderly Africans 

increased by 0,5%, Coloureds by 2,7%; Indians/Asians by 4,2% and Whites by 7,3% (Statistics 

South Africa, 2017). Estimates show that the older population will continue to increase, and by 

2030 there will be approximately 7 million elderly persons in South Africa (Lehohla, 2014). Many 

employees will find themselves unprepared for retirement as noticeably more people will live 

through retirement for a longer period than ever before (Adams & Rau, 2011). Individuals aged 

sixty-five (65) in South Africa have a 50% chance of living beyond ages eighty-three (83) and 

eighty-seven (87) (Steenkamp, 2017). The effect of retirement on the person, and the factors 

necessary for a successful adjustment in retirement remain less evident than how to financially plan 

for retirement (Wang, 2007). Inaja and Rose (2013) listed stances towards income and expenditure 

management, health-related issues, management of loneliness and change in the physical 

environment as prevalent retirement concerns and the primary focal points behind an individual’s 

perception of retirement. The increase in elderly South Africans alerts one to the new community, 

health and financial demands South Africa is bound to face (Statistics South Africa, 2017).  

 

Powell (2015) listed seven (7) misperceptions about retirement. Those are: (1) that the transition 

from working to retirement is easy; (2) that retirement is going to be stress-free; (3) that one will 

have plenty of free time; (4) that one will be financially set; (5) overconfidence in thinking that the 

unknown is known; (6) that one does not need to be concerned about inflation, and (7) that a 

financial planner is not necessary. One can, therefore, make the logical conclusion that people are 

uneducated around the reverberations of retirement. The reality that awaits pre-retirement 
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employees is that retirement is a change in prominence, prestige, financial stability, friendships and 

health coupled with an emotional draining effect transitioning from work to retirement (Powell, 

2015). Williams, Haldeman and Cramer (1996) found that employees burdened with retirement 

challenges and concerns are not likely to perform at an optimal level. 

 

Considering these retirement perceptions and concerns, it is clear that retirement should be looked 

at in a unique manner. The different ways to think of future retirement, are: (1) retirement should be 

a goal; (2) retirement is a lifestyle; (3) retirement is a process and (4) retirement is a mindset 

(Dholakia, 2016). However, preparing for retirement and understanding pre-retirement are easier 

said than done. Often the retirement preparation, the ageing, the life transition, the dramatic 

adjustment in ambitions and complex cognitive and sensitive emotional experiences are new and 

unforeseen aspects for a pre-retiree (Spann, 2018).   

 

Literature suggests that many individuals approaching retirement are not sufficiently prepared for it 

(Adams & Rau, 2011). Critical pre-retirement planning aspects such as financial preparation 

receives widespread attention in the media whereas other forms of pre-retirement preparation, for 

example when to retire, continued employment and retirement locations receive much less thought 

(Adams & Rau, 2011). Once retired, employees who engage in pre-retirement planning are inclined 

to lower levels of anxiety and unhappiness and a higher level of well-being, overall satisfaction and 

confidence to deal with the work-retirement transition (Noone, Stephens & Alpass, 2009). 

 

The study was initiated to determine the burdens placed on pre-retirement employees in establishing 

their vision for post-retirement. Besides choosing this topic as a result of personal interest to 

understand the background and pre-retirement activities made by pre-retirees, it was found that all 

management levels needs to be aware of issues related to older workers caused by this pre-

retirement phenomenon (Grossman, 2003; Wang, 2007). The primary purpose of this article was 

therefore to explore the visions, perceptions, work-related challenges, concerns and critical aspects 

of pre-retirement planning within the South African tyre manufacturing industry.  

 

Findings from this research have the potential to guide management on how to manage pre-

retirement employees’ retirement obstacles and anxieties, ultimately ensuring their vision aligns 

with that of the company. By assisting pre-retirement employees in eliminating their pre-retirement 

challenges and concerns, employees can optimally focus their attention on their work and not spend 

working hours endeavouring pre-retirement planning activities.  
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Research purpose and objectives 

 

The objective of this research was to explore the visions, perceptions, work-related challenges, 

concerns and critical aspects of pre-retirement planning within the South African tyre 

manufacturing industry. The intention was to gain a deeper understanding of how pre-retirees 

experience their final years as employees before actual retirement. Against this background, the 

following research questions were posed to address the research purpose and objective: 

 

• How is pre-retirement conceptualised according to the literature? 

• What are the visions and perceptions of pre-retirement employees within the South African 

tyre manufacturing industry regarding their expectations of a forthcoming retirement? 

• What work-related challenges do pre-retirement employees experience within the South 

African tyre manufacturing industry? 

• What are the concerns of pre-retirement employees within the South African tyre 

manufacturing industry? 

• What are the critical aspects of pre-retirement planning within the South African tyre 

manufacturing industry? 

• What recommendations can be made for future research and practice? 

 

Literature review 

 

Conceptualisation of pre-retirement and retirement   

 

The first objective explored the different conceptualisations of pre-retirement and retirement in the 

literature. According to Stockdale and MacLeod (2013), persons aged between 50 and 64 are 

potentially in a pre-retirement stage of their lives. Collins (1979) defined pre-retirement 

abstractedly as the period before retirement. The researcher segmented 55- to 64-year-old 

employees from the South African tyre manufacturing industry for this study. As noted by Wang 

and Shi (2014), retirement has been defined as an employee’s exit from employment, which 

suggests a reduced psychological commitment to and behavioural departure from his/her job. While 

some tend to view retirement as an event, most societies classify the age sixty-five (65) as the actual 

biological retirement stage (Nilsson, 2016). Boyd and Bee (2015) explained that physical and 

cognitive changes take place throughout a person’s life and that ageing is an ongoing process, 

suggesting the delicate and gentle pathway from one period to the next. Feldman and Beehr (2011) 

found that, at the beginning of the pre-retirement process, employees are mostly future-driven and 
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visualise what activities and associations might replace those currently provided by their jobs, while 

in the second phase, employees are mostly past driven and assess their readiness (or reluctance) to 

leave their long-time professions. During the third and last phase of the pre-retirement process, 

employees are mostly presently driven, where they consider how to shortly transition into 

retirement successfully (Feldman & Beehr, 2011). The figure below gives an indication of these 

phases:  

 

 

 

 

 

 

 

 

 

 

 

Figure 1. Common theoretical approaches to understanding the retirement decision process. Source: 

Feldman & Beehr (2011, p.194). 

 

According to Swoboda (1974) perceptions toward retirement could be drawn on a scale from time 

of anticipated relaxation, viewed as a reward for devoted long-service to that of isolation from the 

society, regarded as punishment for growing old. During the Great Depression, governments, 

unions and employers established a formal retirement age to make room for younger employees 

(Dychtwald, Erickson & Morison, 2004). However, the perception of retirement is redundant, and a 

more flexible approach to ongoing work should be adopted (Dychtwald et al., 2004). A flexible 

approach offers personal fulfilment, ongoing financial rewards, continued social interaction and 

opportunities to mix work and other pursuits for an employee, while for employers, a flexible 

approach provides an open pool of pre- and post-retirees on-demand and on-call who can work part-

time as the business needs arise (Dychtwald et al., 2004). 
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Vision for retirement  

 

The second objective of this research study was to investigate the visions and perceptions of pre-

retirement employees regarding their expected future retirement. 

 

According to Brown (2015), there is evidence suggesting that most people may not precisely know 

what retirement would look like, but usually have a picture or a feeling of how they want it to be. 

The prospect of retiring from work provides an opportunity to find new directions and substitute 

challenges (“Retiring from work,” 2019).  

 

The literature presents numerous ideas on what could be a vision for retirement. It could be one 

clear vision or many different ones (Anthes & Most, 1999). Everyone has a different vision of a 

happy retirement. When a person retires, s/he can dedicate more time towards the things s/he 

always wanted to do. The person would have the freedom to plan his/her schedule and activities. 

Ideally, retirement should be more than just filling up dead time (Brenoff, 2013). After retirement, 

retirees will have many options of how they want to spend their time (Adams & Rau, 2011). 

Options include beneficial activities such as continued paid or volunteer work, recreational 

activities as well as idle hours (Bass & Caro, 2001; Beehr & Nielson, 1995). Triffin (2014) found 

distinct differences in how pre-retirees envisage reaching their retirement dreams. Key aspects 

include funding their retirement from an early age, creating separate retirement, dream and security 

accounts, taking a pre-retirement sabbatical to put the vision in motion, work with a financial 

advisor to map the vision and make regular projections to establish whether living their vision is 

still on target (Triffen, 2014). However, one thing that remains the same for every pre-retiree, is 

fulfilling that vision, requires some careful planning (Triffen, 2014). 

 

Research concerning the decision to retire has garnered much attention over the years. For many 

people the reasons for reluctance to make a retirement decision are straightforward. Hansson, 

DeKoekkoek, Neece and Patterson (1997) suggested that financial status, physical limitations and 

health problems, psychological factors such as diminished job attachment, satisfaction with career 

attainment and anxieties about separation from the workplace appear to play a significant role in the 

retirement decision. It is understandable, then, why so many individuals either delay their retirement 

decisions or find themselves re-entering the workforce after retirement. In their paper, Hansson et 

al. (1997) published that an increasing number of retired males under age sixty-five (65) has been 

said to return to the workforce on either a part-time or full-time basis. Based on research conducted 

by Bal and Visser (2011), it is proposed that employees wish to continue work after their legal 
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retirement age when organisational support, possibilities to change work roles and financial needs 

are high. However, Van Solinge and Henkens (2014) suggested that pre-retirees are very mindful to 

the social approval received from their colleagues and managers, and they would only consider 

working longer and/or to a higher age if supported by the general organisational culture. As 

suggested by Gobeski and Beehr (2009), the term, “bridge employment”, refers to an individual 

who keeps on doing during his/her retirement what they discovered fulfilling or fundamental before 

retirement. To better understand the need to continue working, Hayward, Hardy and Liu (1994) 

found that re-entry into the labour market occurs quickly, typically within the first year or two after 

their labour force exit. In short, most pre-retirees want to continue working, but they might not want 

to remain with the same employer (Dychtwald et al., 2004).  

 

Nonetheless, there are many financial and non-financial features to consider before one retires. 

Taking into consideration what would be regarded as a dream retirement may help identify aspects 

one had never deemed necessary. Visualising a dream retirement might lead to making that vision a 

reality. 

 

Work-related challenges relating to pre-retirement 

 

The third objective covered in this research study was to examine the work-related challenges pre-

retirement employees experienced within the South African tyre manufacturing industry. 

 

Considering this objective, it was vital to examine how elderly employees experience pre-retirement 

in their work environments. Truxillo, Cadiz and Hammer (2015) labelled physical and cognitive 

change, safety and performance challenges, workability, job insecurity, dealing with age 

discrimination and adapting to technological changes as work-related pre-retirement challenges. 

Pre-retirees are the most skilful and experienced employees, but in some ways, they are the most 

vulnerable, given that employers do not anticipate the physical and cognitive abilities of older 

workers and fail to provide the support needed to minimise work-related challenges (Silverstein, 

2008). As the workforces age, work-related challenges such as age stereotyping, age discrimination, 

adapting to technological changes, declined cognitive and physical ability, generational differences, 

job insecurity and family caregiving responsibilities remain prevalent in most organisations 

(Truxillo et al., 2015). Despite the depiction above, age-related changes in cognitive and physical 

function do not invariably lead to incapacity or lower performance and productivity at work 

(Silverstein, 2008).  
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The Job Demands-Resources model (JD-R model) show how work-related factors, such as high job 

demand and a lack of job resources, influence employee wellbeing, employee performance and pre-

retirees’ retirement decisions (Bakker & Demerouti, 2007; Frins, Van Ruysseveldt, Van Dam & 

Van den Bossche, 2016). During their research study, Frins et al. (2016) used the JD-R model to 

investigate how both negative (energy-depletion) and positive (motivational process) indicators 

influenced pre-retirees’ decisions to consider an earlier retirement. Job demands and job resources 

are directly related to the desire for retirement (Frins et al., 2016). Likewise, the presence of job 

resources, e.g. income, job opportunities, job security, supervisor support, positive team 

environment, role clarity and participation in decision making, might reduce job demands and delay 

pre-retirees’ decisions to retire (Bakker & Demerouti, 2007). Research on the ageing workforce 

suggested that employees may experience reduced motivation, reduced satisfaction with their jobs 

and increased depression when feeling pressured to postpone their retirement due to financial 

insecurity and uncertainty (Frins et al., 2016). Thus, based on the premises of the JD-R model, 

research highlights the significance of a positive work environment for pre-retirees to prolong their 

workforce participation (Frins et al., 2016; Van Solinge & Henkens, 2014). 

 

Concerns relating to pre-retirement  

 

For a better understanding, the concerns of pre-retirement employees within the South African tyre 

manufacturing industry were also explored. 

 

It has been suggested that employees often view the idea of gradual retirement as a more attractive 

alternative than a “cold turkey” or abrupt retirement (Calvo, Haverstick & Sass, 2009). 

Surprisingly, during their particular research study, it was found that it is not the type of transition 

(gradual retirement or “cold turkey”) that is of significance, but whether employees perceive the 

transition as voluntary or compulsory. By voluntary Calvo et al. (2009) meant retirement is self-

chosen and by compulsory meant an employee is forced to go on retirement either as a result of 

pension entitlement legislation, contractual agreements or age discrimination. Laura (2014) lists 

seven (7) common concerns as individuals head into retirement. These are: running out of money, 

health and/or healthcare, stock market crash, becoming a victim of fraud or abuse, identity theft, 

losing their work identity and losing touch with family and friends. 

 

Similarly, Appleby (2018) provided an in-depth analysis of the top three (3) pre-retirement fears. 

These are: how to outlive their savings, whether they will be able to pay for good quality healthcare 

when they need it and becoming a fraud victim. These fears are financially related. Steenkamp 
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(2017) indicated that on average, South Africans have saved only R1.8 million to buy a pension at 

retirement, while expecting to receive R12,000 a month as a pension income. However, the reality 

is that at the current annuity rates, their capital is 22% short of the amount they need to achieve their 

goal. With life expectancy rising and the duration of one’s retirement increasing, underfunded 

pension and provident programmes in both the private and public sectors are common (Silverstein, 

2008).  

 

Although research was done on the psychological transition to retirement, there is still very little 

understanding of how stressful the ageing process is (Wang & Shi, 2014). Bossé, Aldwin, Levenson 

and Workman-Daniels (1991) found that the only regular causes of anxiety during pre-retirement 

are poor health and family finances. Several authors considered the various physiological and 

psychosocial transformations that may occur as a pre-retiree approaches retirement age, such as the 

shift to chronic health problems, decreased mobility, memory changes, stress and anxiety, confusion 

about new roles, depression and changes in relationships (Murphy, 1985; Newman & Newman, 

2017). Anibueze (2013) found that retirees often experience feelings of unhappiness, boredom and 

worthlessness, mainly because work is regarded as the primary life activity. Van den Bogaard, 

Henkens and Kalmijn (2016) noted that retirement would only provide relief to psychological job-

related stress and improve self-rated health for retirees who experienced high work-related anxiety. 

 

Critical aspects of pre-retirement planning 

 

Lastly, critical aspects of pre-retirement planning within the South African tyre manufacturing 

industry were considered. 

 

The study specifically explored the retirement preparation and transition activities of people aged 

fifty-five (55) to sixty-five (65). Normally, company induction or orientation programmes do not 

emphasise retirement planning, and the majority of workers reach pre-retirement age without 

knowing or understanding the critical aspects of pre-retirement preparation (Akpan, 2017). People’s 

life expectancy rises; thus, it is essential to plan for this new chapter in their lives sensibly (Gorry, 

Gorry & Slavov, 2018). The segment of the population aged sixty (60) and older is likely to 

increase in almost every country in the world during the period 2005–2050 (Bloom, Canning & 

Fink, 2010). According to Dychtwald et al. (2004), people are now living longer, healthier lives. 

Calculations, therefore, suggest that individuals moving into their 60s and 70s are healthier than 

past generations (Bloom et al., 2010). Therefore, individuals have to make provision for leading a 

longer life. Research showed that a significant number of participants felt that the average person's 



 

32 
 

preparation for retirement is inadequate, that businesses have been slow in planning for population 

ageing and that planning should start ten (10) or more years before actual retirement (Bloom et al. 

2010; Findley & Caliendo, 2015; Swoboda, 1974).  

 

A recent qualitative study by Moffatt and Heaven (2017) reports that a considerable proportion of 

pre-retirees does not engage in any retirement planning. The findings offer interpretations into the 

reasons why many individuals do not plan for their retirement and indicate that most individuals at 

least recognise the need to prepare for post-retirement. The authors' comparative study found that 

social class, gender and the fact that ‘the future of a retiree is an imagined one’ are some of the 

main reasons why individuals do not consider pre-retirement planning. In their analysis on factors 

impacting pre-retirement planning, Moffatt and Heaven (2017) highlighted two unique elements: 

(1) pathways into retirement and (2) planning for uncertainty. They argued that personal 

experiences (e.g. ill-health), the mode of exit from work, the organisation’s attitude towards 

retirement and having access to retirement preparation resources are the main factors that make the 

retirement transition either difficult, easy, impossible or unpleasant. Under conditions of 

considerable uncertainty, pre-retirees tend to neglect planning or have ceased planning for 

retirement. Research results also demonstrated the negative consequences of unplanned retirement 

and, at the very least, ‘thinking through’ one’s retirement transitions (Moffatt & Heaven, 2017). 

Research suggests that, while financial planning is critical, retirement planning programmes also 

need to emphasise personal, household and work exit factors, acknowledging the uncertainties and 

eventualities that can and do affect retirement preparation and planning (Moffatt & Heaven, 2017). 

The lack of pre-retirement planning proved that people are ill-equipped for actual retirement. Pre-

retirees do not think about how to maximise their time, adjust to their new lifestyles or make 

provision for the type of financial protection they need (“Retiring from work,” 2019). Yeung (2013) 

found that effective psychological planning (e.g. attend seminar or workshop on retirement 

planning) related to a positive attitude towards retirement, while social life planning activities (e.g. 

pursue an enjoyable hobby) related to emotional distress. Perhaps the most reliable way to plan for 

retirement is to do a trial run to test one’s retirement pursuits while taking some time off (Phipps, 

2019). 

 

Based on the research, as mentioned above, pre-retirement challenges and concerns do not only 

impact the employee, but the business as well. Therefore, the present study aimed to analyse the 

visions, perceptions, dreams, work-related challenges and concerns of elderly employees in their 

work environment. Conversely, the research aimed to establish what pre-retirement preparation 
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aspects are important to consider. An in-depth investigation of the literature on pre-retirement 

indicated a lack of studies on the employers’ perceptiveness of elderly pre-retirees in South African.   

 

RESEARCH DESIGN 

 

The research design consisted of the research approach, research strategy and research method. 

 

Research approach 

 

A qualitative research design was utilised to describe the experiences and perceptions of South 

African pre-retirement employees regarding their forthcoming retirement. Ayres, Kavanaugh and 

Knafl (2003) state that the goal of a qualitative research approach is to develop generalisations that 

will represent multiple accounts of individual experiences. According to Berg (2004), qualitative 

research is one of the few research approaches that embrace principles of participation, opinions 

and give inspiration and freedom to people and groups interested in improving their collective 

circumstances. Qualitative research is the best way of producing reliable research knowledge 

(Torrance, 2008). It involves determining the degree to which the researcher’s claims about 

knowledge correspond with the research participants’ construction of reality (Cho & Trent, 2006). 

 

Interpretivism as a philosophical assumption was chosen to match the objectives of the research. 

The research methods must be useful in different settings and for different purposes and must be 

compatible with the goals of the study and the researcher. Methods must be selected to ensure 

quality and to match the goals of the research (Travis, 1999). According to Rapoport (1970), it is 

not ideal to refer to a single reality when the interpretivist viewpoint states there are multiple 

realities that are differently formed in the mind of the individual. The interpretivist researcher is a 

‘relativist’ where many realities exist, not just a single one. The interpretivist acknowledges 

preconceptions and bias in the collection of information and works within a mutually acceptable 

ethical framework (Rapoport, 1970). Daniel and Onwuegbuzie (2002) note that the simple goal 

within the interpretivist paradigm is attaining the social experience underlying the environment and 

behaviours being studied. It was important that the researcher acknowledged and dealt with her own 

preconceptions throughout the research process. Within this study, the researcher deliberately set 

her presuppositions and biases aside to engage fully with participants' lived experiences to 

understand their conceptual meanings (Sin, 2010). An interpretive paradigm approach was 

appropriate for this research study to fully understand how pre-retirees experience the phenomenon 

of retirement.  
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Research strategy 

 

A qualitative description research strategy was utilised for this research study. According to 

Bradshaw, Atkinson, and Doody (2017), this type of strategy is specifically applicable when the 

researcher wants to collect data directly from the participants who experience a specific 

phenomenon. The qualitative description research strategy has various philosophical underpinnings 

of which a few will be discussed (Bradshaw et al., 2017): 

• It can be described as an inductive process because the phenomenon under investigation is 

being described and can add to the body of knowledge regarding this specific phenomenon.   

• This strategy is subjective, and this means that participants in a research study have their 

own views of a certain phenomenon, and each of these views’ counts.  

• The researcher is an active participant in the research process seeing that he/she is the one 

collecting the data (in this case by employing semi-structured interviews), thereby the 

researcher becomes part of the phenomenon that is under investigation. 

 

The ultimate goal of this strategy was to give a comprehensive description of events or a 

phenomenon that was experienced by individuals or groups (Lambert & Lambert, 2012). The 

researcher was interested in the personal pre-retirement experiences of each employee and in 

gaining more insight into the perceptions they had of their forthcoming retirement.  

 

Research method 

 

The research method comprises the literature review, research setting, entrée and establishing 

researcher roles, research participants and sampling, data collection method, recording of data, data 

analysis, strategies employed to ensure data quality and integrity, reporting and ethical 

considerations.  

 

Research setting 

 

One single South African tyre manufacturing organisation with international ties was selected to 

participate in the study. The research setting was thus limited to a specific industry. Semi-structured 

interviews were conducted with participants employed in the same organisation at three different 

branches. Participants from all levels within a particular age group were targeted. Participants felt 

more comfortable in their own work environments and were not expected to travel to the researcher. 

The interviews were all conducted in a boardroom or private office at their workplace. All 
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arrangements to the conference venue were managed via the respective HR representative to 

prepare an informal, comfortable air-conditioned setting with good lighting and refreshments such 

as tea, coffee and water. 

 

Entrée and establishing researcher roles 

 

Apart from the Scientific Research Committee, the study was further approved by the academic 

institutions’ Faculty Research Ethics Committee. Before conducting the research and interviews, 

authorisation was obtained from the Chief Executive Officer of a specific South African tyre 

manufacturing organisation. The researcher provided the Chief Executive Officer with a detailed 

explanation of the research objective and planned research method. The researcher was requested to 

present the outcome of the study at the South African Tyre Manufacturers Conference, from which 

the Chief Executive Officer is a member. Following a general interview invitation, the HR Manager 

and/or Plant Manager granted access to the respective sites in Gauteng, North-West and the Eastern 

Cape. The researcher set up formal appointments with each participant following acceptance of the 

invite. 

 

The researcher adopted various roles, including those of planner, interviewer, transcriber, 

analyst/interpreter and report writer. The researcher was responsible for planning the framework of 

the study to ensure that sufficient time is allocated to each stage of the research project. It was 

essential to plan each task and uphold commitments carefully. The researcher took time to interview 

voluntary participants to obtain an understanding of the participants’ real-life experiences. Much 

attention was given to conduct the interviews according to a pre-planned interview question 

template. As noted by Roller and Lavrakas (2015), researchers, especially qualitative researchers, 

are interested in what lies beyond specific behaviour, therefore inspiring probing interview 

questions to participants. As data transcriber, the researcher transcribed the audio recorded 

interviews verbatim into an Excel sheet. Sin (2010) defined transcriptions as the interface between 

oral and written data. Since the reliability and validity of the data may be questioned, verbatim 

transcriptions are appropriate (Sin, 2010). Inspired by Darlington and Scott (2002), there are many 

different approaches in which to conduct an analysis. Following the transcribing process, the 

researcher, together with a co-coder known as an expert in the field, identified categories, themes 

and sub-themes from the data collected and therefore fulfilled the role of data analyser. A deeper 

understanding of the data was obtained during the final role as the report writer. In this context, 

Darlington and Scott (2002) highlighted that report writing is an integral part of the research 

process and that research is only completed until it has been reported on. 
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Research participants and sampling 

 

A combination of non-probability convenience and purposive sampling techniques were utilised for 

this research study. Etikan, Musa, and Alkassim (2016) refer to sampling as a portion of a 

population or universe. Acharya, Prakash, Saxena and Nigam (2013) pointed out that convenience 

sampling is a less expensive, commonly used sampling method and participants are often selected 

because they are at the right place at the right time. With purposive sampling methods, the primary 

emphasis is placed on data saturation whereby the researcher continues to sample until a 

comprehensive understanding is obtained and no new substantive information is acquired (Etikan et 

al., 2016). Purposive sampling takes place when a sample is selected based on specific 

characteristics of a population and goal in mind (Yin, 2015). The researcher used purposive 

sampling to select participants who had specific knowledge or experience of interest to the study 

(Higginbottom, 2004).  

 

Inclusion criteria for participants were the following: 1) participants for this research study were 

permanently employed within one international South African tyre manufacturing organisation; 2) 

only employees who indicated that they considered retirement or early retirement between the ages 

of fifty-five (55) and sixty-five (65) were included in this study; 3) participants were diverse in 

terms of race, gender, language as well as job categories and levels; 4) although employees from 

any language group were included in the study, it was vital that they spoke and understood English; 

and 5) all participants had to agree to the interview being voice-recorded.  

 

The researcher conducted semi-structured interviews with twenty-six (26) employees (N=26) when 

data saturation was reached. To comprehensively describe the sample, participants were asked to 

complete a brief biographical questionnaire that included aspects such as age, ethnicity, gender, 

language etc. Before commencing the interview, participants were requested to provide informed 

consent to the interviews. 

 

Table 1 

Characteristics of participants (N=26) 

Item Category Frequency (f) Percentage (%) 

Age 55 – 59 

60 – 65 

16 

10 

61,5 

38,5 

Ethnicity African 3 11.5 
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Coloured  

White 

3 

20 

11.5 

76.9 

Gender Female  

Male 

7 

19 

26.9 

73.1 

Language Afrikaans 

English 

Setswana 

Xitsonga 

13 

10 

2 

1 

50.0 

38.5 

7.7 

3.8 

Highest level of education Bachelor’s degree 

Grade 10 

Grade 11 

Grade 12 

Grade 9 

Higher certificate 

Higher diploma 

Honours degree 

Master’s degree 

5 

1 

2 

4 

2 

4 

6 

1 

1 

19.2 

3.8 

7.7 

15.4 

7.7 

15.4 

23.1 

3.8 

3.8 

Years working at the organisation 0-10 

11-20 

21-30 

31-40 

41-50 

1 

5 

4 

14 

2 

3.8 

19.2 

15.4 

53.8 

7.7 

 

The sample from this data comprised of 26 participants from one organisation in a South African 

tyre manufacturing industry. Table 1 illustrates that the majority of participants were between the 

ages of fifty-five (55) and fifty-nine (59) (61.5%). Most were white (76.9%), while 11.5% of them 

were African and Coloured respectively. There were 73.1% males and 26.9% females that 

participated in this research study. The majority (50%) of participants were Afrikaans-speaking, 

38.5% spoke English, 7.7% Setswana and 3.8% were Xitsonga-speaking. The majority (65.4%) of 

the participants furthered their studies, 15.4% held a Grade 12 (Matric), while 19.2% did not have 

Grade 12 (Matric) as their highest level of education. All of the participants received a long-service 
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award at least once during their employment with the organisation. More than half of the 

participants (53.8%) had between thirty-one (31) to forty (40) years’ service.  

 

Data collection method 

 

Semi-structured interviews were conducted by the researcher to collect the data for this research 

study. The researcher prepared a list of predetermined open-ended questions with probing questions 

emerging from the dialogue between the researcher and the interviewee (DiCicco‐Bloom & 

Crabtree, 2006). Participants were allowed to answer the questions in their own words. In-depth 

interviews provided powerful and detailed information about the perceptions and encounters of the 

participants. The one-on-one semi-structured interview process allowed the researcher to delve 

deeply into the participants’ personal pre-retirement experiences (DiCicco‐Bloom & Crabtree, 

2006). When needed, the researcher asked further questions to obtain a more in-depth 

understanding of the participants’ answers.  

  

Questions put to pre-retirement participants during the one-on-one interviews were: 

 

• What is your vision for retirement? 

• What work-related challenges are you facing as a pre-retirement employee within your 

organisation? 

• What concerns do you have if you think about retirement? 

• What aspects of pre-retirement preparation do you consider necessary? 

 

Before conducting the interviews, the researcher shared: 

• the purpose of the research project; 

• how the researcher believed the participants would be able to contribute to the study; 

• how the researcher would retain confidentiality. 

 

Recording of data 

 

To ensure that the interview data could be transcribed verbatim onto an Excel spreadsheet, 

permission was obtained from the participants to record the interviews on an electronic recording 

device. All documentation such as the researchers’ keynotes, scanned copies of the participants’ 

consent forms, original voice recordings and transcribed data were password-protected and stored in 

a secure location on the researcher’s personal external hard drive. The hard copies of the consent 
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forms were kept safe in a locked cabinet within the office of the supervisor. Safekeeping of the 

interview data received top priority, and only the researcher and her respective study leaders had 

access to the files to protect the identity of each participant. 

 

Data analysis 

 

Once the interview information is gathered, researchers face the decision on how to analyse the data 

(Aronson, 1995). During the interviews that took place for the sake of this research study, ideas 

emerged that can be better understood under the control of a thematic analysis. Aronson (1995) 

pointed out that a thematic analysis focuses on identifiable themes and patterns of experiences 

and/or behaviour, and by gathering sub-themes, one observes an easily recognisable pattern 

emerging. 

 

The phases of a thematic analysis, as outlined by Braun and Clarke (2006), are described in detail as 

follows:  

 

Phase 1: Familiarising yourself with your data 

 

Audio recordings were transcribed and captured verbatim on an Excel spreadsheet to help the 

researcher complete a thematic analysis. After having listened and read through the audio 

recordings, transcriptions and field notes repeatedly, the researcher became familiar with the data 

while searching for similarities and patterns (Nowell, Norris, White & Moules, 2017). Before the 

initial analysis, the researcher once again read through the transcribed interviews, trying to 

comprehend the complete data set.  

 

Phase 2: Generating initial codes 

 

Qualitative coding is a process of reflection and a way of interacting with and thinking about data 

(Savage, 2000). Coding let the researcher simplify and focus on the distinctive features of the data 

(Nowell et al., 2017). The researcher thoroughly worked through the entire data set. The aim was to 

give complete attention to each data entry and to identify attention-grabbing aspects in the data that 

may form the basis of themes across the data set (Braun & Clarke, 2006). Categories that the 

researcher found within the dataset were: Vision for retirement; pre-retirement challenges; pre-

retirement concerns and critical aspects of pre-retirement planning. 
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Phase 3: Searching for themes 

 

Braun and Clarke (2006) defined this phase as sorting and collating all the potentially relevant 

coded data extracts into themes. Braun and Clarke (2006) recommended researchers to guard 

against abandoning themes even when they seem insignificant, as they may be essential themes 

later in the analysis process. Searching for themes enables the researcher to begin the analysis of 

possible codes and to focus on broader patterns in the data by combining coded data with proposed 

themes (Braun & Clarke, 2006). Identifying recurring experiences, challenges and concerns were 

done with the assistance of a co-coder to ensure a neutral stance. The co-coder was a professional 

within the field of Industrial Psychology and had extensive knowledge regarding a qualitative data 

analysis.   

 

Phase 4: Reviewing themes 

 

This phase involved refining the themes mentioned above. To ensure the quality of the individual 

themes, the entire dataset was reread to ensure no additional items had been missed in earlier coding 

stages (Braun & Clarke, 2006). The researcher reviewed the themes until she was satisfied that, (1) 

the themes supported the research objectives, and, (2) that they put across a detailed representation 

of the entire data set. 

 

Phase 5: Defining and naming themes 

 

During this step, a description was given to each theme, ensuring that the theme name was indeed 

an accurate reflection of the subject matter and content of the theme. The researcher consulted the 

co-coder to determine whether the themes were sufficiently clear and comprehensive and when to 

conclude the amending process (Nowell et al., 2017). The review by the co-coder helped expose the 

researcher to aspects of the dataset that might otherwise have remained undiscovered (Nowell et al., 

2017). The researcher took great care in reading through the data, analysing the coded data and 

obtaining consensus from the co-coder on detected themes. Subtexts were also attached to the 

identified themes to prevent the themes from overlapping. 

 

Phase 6: Producing the report 

 

During this phase, the researcher started the concluding analysis and write-up of the findings. 

Themes and sub-themes were represented in table format. Braun and Clarke (2006) point out that 
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the write-up should provide a brief, clear, logical, nonrepetitive, and an exciting account of the data 

within and across themes. Nowell et al. (2017) suggested that the final report should include direct 

quotes to demonstrate the frequency of the themes. The researcher also included lengthier 

quotations to give readers a better understanding of the participants’ experiences regarding 

retirement. The researcher included an explanation and a discussion in paragraph format. It was 

imperative that the findings revealed an overall story of the different themes hidden in the research 

topic (Nowell et al., 2017).  

 

Strategies employed to ensure quality data 

 

Guba and Lincoln, as cited in Lietz and Zayas (2010), proposed four concepts for evaluating the 

reliability of qualitative research. Guba and Lincoln’s model to achieve trustworthiness is discussed 

below: 

 

Credibility: Credibility implies that the results of the study are credible or convincing. To ensure the 

reliability of the data, researchers must remain mindful of the potential impact research procedures 

can have on the findings (Lietz & Zayas, 2010). By emphasising voluntary participation, the 

researcher expected honest and subjective responses. Drisko (1997) indicated that qualitative 

interpretations have to be original and exact with regard to the experiences of the participants. For 

example, for a researcher interested in obtaining an understanding of a specific encounter, the 

phenomena must be described from the participant’s eyes. The researcher provided an explanation 

of the response of the participants to confirm that her interpretation was correct. The researcher 

made use of a co-coder to verify that the data was correctly and truthfully analysed, interpreted and 

reported. 

 

Transferability: Lincoln and Guba (1985) defined transferability as the degree to which the findings 

are relevant or beneficial to theory, practice and coming research. Transferability was achieved 

knowing that the sample was carefully selected and the fact that detailed field notes were gathered 

during the interview process. The researcher ensured that the setting and context in which the 

research took place were well defined. The aim was not to generalise, but rather to recognise and 

comprehend various perspectives through an extensive method of information collection. 

 

Dependability: Dependability is a matter of reliability. Dependability indicates the level to which 

the reader is convinced that the research results happened precisely the way the researcher described 

it to be (Blanche, Blanche, Durrheim & Painter, 2006). When judging qualitative work, the study 
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should present the same results when it is replicated with the same or similar individuals in the 

same context (Schurink, Fouché & De Vos, 2011). The researcher meticulously followed the 

research process and described the research methodology section in great depth. An external hard 

drive was added to safely store password-protected documents regarding the research information 

and methods. 

 

Confirmability: Confirmability refers to the researcher’s ability to stay objective and maintain an 

accurate interpretation of the research data (Cope, 2014). Hoepfl (1997) believes that an unbiased 

researcher tries to be open-minded and strives to report what has been observed in a balanced way. 

By documenting the data, the researcher aimed to stay neutral throughout the study and still capture 

the unique viewpoints of the individual participants. To guarantee that the data portrayed a true 

reflection of the participants’ perceptions of pre-retirement, the researcher reported the actual 

experiences of the participants. Instead of guiding the interviews, the researcher consciously tried to 

ask for clarification of participants' answers (Sami, 2016). The assistance of a co-coder was 

included to prevent the researcher from influencing the study outcomes with her ideas and/or 

interpretations.  

 

Reporting 

 

Before a discussion on the findings obtained from the study could take place, the researcher re-

examined the voice recordings and read through her keynotes of the semi-structured interviews. 

Findings were reported in a table format. To illustrate her results, the researcher made use of 

meaningful categories, themes and sub-themes. To reflect the experiences and opinions of pre-

retirees correctly, examples of actual coded comments, pointing to their experiences, were included. 

Direct quotes had to be translated into English where interviewees made use of their native 

languages. All quotes were translated into English with the help of the language editor. 

 

Ethical considerations 

 

Research studies should be based on specific ethical considerations. According to Kjellström, Ross 

and Fridlund (2010) ethical concerns are often poorly dealt with in research studies. Their study 

accentuated the fact that research has the potential to infringe on people’s lives and to prevent the 

possibility of such harm, ethical practices have to be adopted in dissertations.  
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In this context, it was worthwhile to consider the following principles as part of this study: 

• The Faculty’s Research Ethics Committee – Following ethical clearance by the ethics 

committee as mentioned above and receiving an ethics number, the researcher commenced 

with the study. 

• Confidentiality – The researcher applied various tactics to ensure an acceptable level of 

confidentiality of the research data explicitly relating to privacy and anonymity (Kjellström 

et al., 2010). Data were safely stored and password-protected to protect participants’ 

identities. During the voice-recorded interviews, the researcher paid particular attention to 

refrain from addressing the participants by their first names or surnames.  

• Informed consent – As per ethical requirements, participants were asked to give their written 

informed consent to permit the verbatim quotes used for this research study. Before the 

commencement of the interviews, each participant was informed about the method and 

purpose of the study. Corti, Day and Backhouse (2000) pointed out that research should 

largely rest on individuals’ freely volunteered informed consent. The researcher took great 

care in fully explaining how the data will be utilised. Participants were allowed to refuse 

participation and reminded of their right to re-negotiate consent (Corti et al., 2000). 

• Voluntary participation – To obtain their voluntary participation in this undertaking, the 

researcher began her study by extending a formal invitation to employees older than fifty-

five (55). Participants were allowed to withdraw from the research study at any point. A few 

individuals chose not to partake in the study due to language difficulties. Participants had 

the freedom to share as much or as little with the researcher as they wished. 

 

FINDINGS 

 

The findings of this research study were structured according to categories, themes and sub-themes 

(where data were abundant and in detail). The results are reported in table format. Within the tables, 

themes and sub-themes are reported according to what was extracted from transcribed interviews. 

Direct quotes from the participants substantiate themes and sub-themes. The data were structured 

into four categories, namely, vision for retirement, pre-retirement challenges, pre-retirement 

concerns and critical aspects of pre-retirement planning, which are reported next. 
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Category 1: Vision for retirement 

 

In this category, participants were requested to describe how they viewed their upcoming retirement 

by describing their ideal retirement setting. Participants expressed their aspirations, ambitions, goals 

and objectives for retirement in great detail. Below is a description of the pre-retirees’ visions for 

retirement as envisaged by the participants in this study.  

  

Table 2 

Vision for retirement 

Theme   Response 

Community 

service  

“My dream when I retire is to help my community where I stay…people are doing drugs 

… to teach them and then to be an example … maybe if I can get help somewhere within a 

centre. Then I can take that person to those places and show them that this is not the right 

way…Do volunteer work.” (participant 7) 

"Yes, I like animals ... I would like to work as a volunteer at an animal association. That 

is my dream now. The Lord gave me a passion for animals ... any animals, birds and the 

like." (participant 24) 

“I think it is a time where you give back to society and the community. It is a time to 

contribute to society and also a time of reflection on where you have enjoyed working.” 

(participant 10) 

Continue 

working  

“But to be honest and upfront, if I cannot get what I want, or have my dream come true. If 

there is anywhere maybe that would like to have people of my age to work or assist, I will 

agree to that. Even consultancy work.” (participant 8) 

“…initially I do not want to stop working straight away, as I have a solid mechanical 

aptitude and I still want to be involved in some way. I want to have a lot more free time 

for myself and my family, so initially, I would like to find a continuous form of 

employment without it making too much demand on my time.” (participant 2) 

 “…I would consider loose jobs, part-time jobs, and so on for an income. Like maybe, a 

Mister Delivery… Even delivering people's medicine at home from the pharmacy and so 

on. I see many such jobs available. I do not believe you should hang around at home; it is 

not going to be good for your health." (participant 25) 

Financial 

independence 

"This is part of my vision and important to survive financially." (participant 3) 

“I think the vision for retirement is just to have general well-being and healthy lifestyle, 

and then sufficient financial means to take you through to old age. I think that is the most 

important thing.” (participant 11) 



 

45 
 

“I always think that retirement should come at a time when you are financially secure…” 

(participant 10) 

Hobbies “I am going to continue with my hobbies such as flying, more painting, and then I am 

going to use my business experience in an avenue where I can use my experience to 

teach…” (participant 9) 

“You need to keep yourself motivated and challenged in things like a hobby. If I think of 

woodworking as a hobby, you do not get enough time to do it. I have a fishing hobby that 

I do not get enough time to do.” (participant 4) 

“As a hobby, I race pigeons, so that I would like to do better.” (participant 22) 

Keeping busy “I think that it is very important to be challenged, and I think that it is important to keep 

yourself occupied. I do not believe that you are going to live very long if you watch TV all 

day or just lounge around, because that is just going to be unmotivated.” (participant 14) 

“I would like to keep myself busy at home and be home-based.” (participant 22) 

“I will get involved in things to be busy, but I do not want to work again. Maybe part-time 

here and there.” (participant 23) 

More personal 

time 

 “…that is my vision, more me time, less work time.” (participant 20) 

“I want to have a lot more free time for myself...” (participant 2) 

“Definitely to have more time to myself. Although the people that have retired say that 

time goes so quickly, you do not have more. I want time for myself...” (participant 17) 

Outdoor activities “I have prepared myself for my old age…I will never have to borrow a fishing rod or 

fishing line in my life; my boat is well looked after.” (participant 5) 

“Well the sporting activities, the fishing, the 4X4s, playing golf, I have always had a big 

list of all the golf courses in SA that I want to play, and have only done about 5% of them. 

So, I want to carry on with them.” (participant 20)  

“I enjoy gardening. I am an avid gardener and grow a lot of my own plants, and I have 

migrated into succulent gardening.” (participant 18) 

Spending quality 

time with family 

“…I have finished everything that God has said I must come and do. So, the last stage is 

to sit with my family and see that we are living a good life.” (participant 15) 

“…it is spending more time with my family first and foremost.” (participant 20) 

“I have a grandson who over the weekends keeps me busy, that I can spend more time 

with him.” (participant 17) 

Stress-free future “I hope it will be less stressful.” (participant 19) 

“…and then, of course, no more stress and tired days.” (participant 20) 

“Stress-free. Undemanding daily challenges. So, I want the ability to choose what I want 
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to do, when and how I want to do it.” (participant 14) 

Travelling “…There are so many places in our country that I have not seen yet. Also, I feel like 

spending a lot of my time just touring the country. To explore our country. There are so 

many beautiful places that one has not seen yet." (participant 25) 

“I would like to do a bit of travelling because I have never been out of SA. I would like to 

go overseas, go to the Maldives or something like that.” (participant 22) 

"I expect we will travel a little if we have enough money. Well, we are planning that. We 

do not have children, so we have no obligations. My husband's brother is in America ... 

and they always want us to visit. " (participant 13) 

 

Table 2 reflects themes and responses by participants extracted from the analysed data. The themes 

identified in these responses include undertaking community service, continue working, being 

financially independent, carry out hobbies, keeping busy, having more personal time, participating 

in outdoor activities, spending quality time with family, hoping for a stress-free future and 

travelling.   

 

Community service: Certain participants indicated that they see retirement as a time to give back to 

society. Also, some participants indicated their willingness to help those struggling with addiction 

and volunteering at an animal shelter. 

  

Continue working: The researcher found that some pre-retirees were reluctant to retire and stop 

working right away. A recurrent theme in the interviews was a sense amongst interviewees that they 

were still capable of continuing working, even if it should be in a different capacity or part-time. As 

one interviewee said: “I would not want to stop working at sixty-five (65) if I was mentally and 

physically still capable, and I could still contribute”.  

 

Financial independence: Making ends meet during retirement was a general view amongst 

participants. Participants felt that before retirement, nearly all may be concerned, yet, hoping that 

their retirement income would secure general wellbeing and healthy lifestyles. 

 

Hobbies: Participants said that they want to practise hobbies such as flying, painting, woodworking, 

fishing and racing pigeons. Participants also suggested that having a hobby would keep them 

motivated and challenged. 
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Keeping busy: Participants noted that although they do not want to have a fulltime job any longer, 

they in no way felt the urge to sit around home doing nothing. It was evident from the responses 

received, that pre-retirees visualise an undemanding, yet engaged ‘retirement’ at home.  

 

More personal time: Participants expressed a need for solitude and personal time. They felt that 

retirement would allow time to relax as opposed to working a fulltime job every day. 

 

Outdoor activities: The participants felt that outdoor activities could be home-based and do not need 

to be an expensive exercise. The results of this study presented fishing, off-road sport, golfing and 

gardening as the ideal outdoor leisure activities. 

 

Spending quality time with family: Participants said that they had spent so much time and energy on 

their vocations and were looking forward to spending more time with their families and 

grandchildren.  

 

Stress-free future: Results suggested that there was a desire amongst some pre-retirees to engage in 

leisure activities such as spending time with their families, travelling and playing bowls, which 

would drastically help cutting down on their overall stress and anxiety levels. 

 

Travelling: Participants highlighted a desire to travel the country and abroad. Since financial 

independence was an essential factor, some felt that travelling would have to be within financial 

boundaries.   

 

Category 2: Pre-retirement challenges 

 

In this category, participants were asked to provide examples of predominant work-related 

challenges and obstacles they are currently experiencing as pre-retirement employees within the 

organisation. The participants mentioned various challenges that not only relate to pre-retirement, 

but also to being the mature and older workers within the organisation. Participants had noteworthy 

views on these challenges that are presented in Table 3 below. 
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Table 3 

Pre-retirement challenges 

Theme   Response 

Adapting to 

technological change 

"...technology is changing rapidly, and you are not getting much training for it. You 

just have to keep on adjusting. ...So, you have to start working smarter. ... You do not 

get that support which says, we did this over the years, but it has been improved, let us 

try this method, you have to learn by yourself ...You have to learn from your mistakes, 

but at my age, you cannot afford to make mistakes, because then you are out." 

(participant 13) 

“One of the issues is that technology is changing so rapidly. ...the companies are 

moving into high-tech, and social media, and I do not associate with any of that. ... 

computerisation is changing all the time, and we are getting into a high-tech 

environment. So, I do not keep up with the times.” (participant 14) 

 “So, speed is mine. I can still walk fast, but getting to a solution, I think I am more 

cautious, afraid of new technology, new programs." (participant 13) 

Adjusting to change “As you get older, you have skill sets, but you are often reminded that you are living in 

the past. The challenge is looking to the future; you cannot stay in the past. We are 

doing new and different things, but we do need to take lessons from the past. You feel 

that your contribution, while significant, is not accepted. ...your motivation declines. 

...you start by saying that it is time to get off the bus.” (participant 9) 

"They took me out of my comfort zone and moved me to a new division. ...So, it was an 

adjustment from last year to now. ...look, I have to work much faster because I am so 

used to my comfort zone, and now they have moved me, am I going to cope at my 

age?" (participant 13) 

"The economy has changed, and people's views on things have changed, so you have to 

stay up-to-date all the time." (participant 13) 

Dealing with age 

stereotypes 

“I think that there is a perception that as you reach retirement age, you lose your IQ. I 

do believe that the tyre industry, in general, has a biased perception of older people, 

that they have almost reached their ‘sell-by-date’ and that they begin to contribute less 

and less.  ...so, it is almost as though the industry stops people working before their 

retirement date. That highlights the perception that when you get to 60+, you pass 

your ‘sell-by-date’.” (participant 10) 

"...I always thought I was an asset to the company, but now it feels like they just want 

to discharge you, you make a small mistake, and they say cheers. I feel I have given my 

best years, my healthiest years to the company, in this industry, and if you dare to 

cough, look sick or unwell, then they say you are a ‘has been’. Old, over the wall, go!” 
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(participant 13) 

 “I would just like to know if they still want me here. Am I still useful to them? Also, 

will I be able to work until my actual retirement? ...because they might just get rid of 

me because I’m just too old. ...These days you compete with everyone.” (participant 

13) 

Declining physical 

ability 

"... however, if I had to do something physically at this age, I do not think I would have 

been able to keep my job." (participant 13) 

“...the challenge is that I recently went for a spine operation. ...I find it quite difficult 

to do my job. ...specifically when driving.” (participant 7) 

“I think physically you do feel some differences every ten years, and you have to work 

harder to keep fit.” (participant 2) 

Feeling undervalued “You feel that your contribution, while significant, is not really recognised. So, your 

motivation declines. Moreover so, you start saying that it is time to get off the bus.” 

(participant 9) 

“I have noticed that higher-level decisions are no longer put to me. In the past, I was 

always directly involved in EXCO’s decisions, but since the last one left, it appears 

that I am on the backburner without being informed. So, you feel a bit empty when you 

know that is what you used to do before. You get overlooked.” (participant 20) 

“They have no respect or feeling for people who have been here and given their lives 

to the company, 43 years I have been here. They come in here and chuck people out 

like a dirty rag. ...you are nearly 65, so you may as well go now. My brain is not 65, 

and I have not stopped functioning. While I am here, I will not stop functioning, and 

when I go out the door I will not stop functioning...” (participant 18) 

Generational 

differences 

“And when the hiccups along the way start, they say, that they did not know, and are 

sorry. There is no loyalty as we had when we were younger.” (participant 17) 

“I also find that I am nit-pickier and find that the younger generation does not do it.” 

(participant 20) 

“I think that one of my biggest challenges is my need to adjust and adapt to new types 

of employees consistently. If I think 20 years ago, my management style was completely 

different from what it is now...the new employees are different, and they need to be 

managed differently, they think differently. ...we had ethical work practices being a 

solid work employee. We also came out of an era where our father’s had one employer 

all their lives, and it was associated with loyalty and commitment. ...youngsters of 

today have no loyalty...” (participant 5) 

Increased job 

demands 

“...but I have twice the responsibility, it is all right, but there are not enough resources 

to do it properly.” (participant 2) 
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"Headcount is a challenge currently. Staff numbers are declining, ...so you have to go 

the extra mile. Then you start to neglect what you are supposed to do...” (participant 3) 

“The amount of work, there are fewer people to do more work, so we have to take on a 

lot more responsibilities.” (participant 19) 

Job insecurity “I think when you are getting older in a company the job security is always at risk, ...it 

starts to bother me. I think that it is a challenge like I am the old horse in the cart. In 

our industry, the younger generation is putting pressure on the older generation, and 

we have seen this in the last few months...” (participant 14) 

“...vacancies matter, makes me feel uncomfortable.” (participant 7) 

“I feel like that I am sitting on the edge, waiting to be pushed out the door, especially 

with this reorganisation that took place or is busy taking place. You never know how 

they decide who are too old. They did refer to there being too many older people here, 

...So, I feel like I am probably next when they say that people are too old.” (participant 

18) 

No challenges  “Nothing is too big of a challenge for me. I just do it.” (participant 6) 

“Work-related challenges - I do not think so. In my current career, the issue is that you 

deal with younger people every day and the spectrum of people that you work with 

every day are from the older and the younger generation. We work with 18-year-olds 

and 60-year-olds as part of the job. So, you keep track of the trends and the 

developments in the whole department. I enjoy working with young people to see new 

ideas and the way that they look at different things. So, I quite enjoy that, and I do not 

see that as a challenge.” (participant 11) 

“I do not have challenges in my work. I have been in that position so long that there is 

nothing new. The challenges I wanted in the past are gone.” (participant 23) 

 

Table 3 provides a detailed overview of the themes extracted from the data. Themes were 

substantiated with direct quotes from participants. Participants indicated that it is challenging to 

adapt to technological change, adjusting to the world transforming, dealing with age stereotypes, 

remaining motivated and passionate, their declining physical abilities hamper, they feel 

undervalued, there are generational differences, increased job demands and job insecurity.  

 

Adapting to technological change: As can be seen from the table above, participants mainly felt 

disconnected from revolutionised technology. Participants felt that they have to adapt to the changes 

in technology themselves and that the employer does not take responsibility for schooling them in 

technological developments. Furthermore, some participants indicated that they are terrified by the 

new technology and the rate at which the world is changing. 
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Adjusting to change: Participants pointed out that they were regularly reminded of living in the past. 

They are managing the constant challenges in an ever-changing world that demands certain bravery 

from the older employees. Also, the participants said that as soon as one is taken from his/her 

comfort zone, it is tough to adjust to new circumstances straight away. 

 

Dealing with age stereotypes: What was interesting in the responses was the younger society’s view 

that pre-retirees are less productive and perform more poorly than other workers. As one 

interviewee put it: “I think that there is a perception that as you reach retirement age, you lose your 

IQ. That highlights the perception that when you get to 60 plus, you pass your “sell-by-date”. 

Participants felt that they are unfairly labelled as sub-standard and that it feels as if they are no 

longer welcome. 

 

Declining physical ability: Although pre-retirees have noted a decline in their physical abilities, 

participants felt that their overall health was excellent due to healthy lifestyle choices. Some 

participants disclosed that, at that age, they might not be able to sustain physical or strenuous work 

indefinitely. 

 

Feeling undervalued: Participants also mentioned that they did not merely want to be a ‘number’ 

and wished to have a sense of belonging. As one pre-retiree put it: “I have noticed that higher-level 

decisions are no longer put to me.” Participants mentioned that the organisation, maybe 

unintentionally, focused its involvements more frequently on the younger generation.  

 

Generational differences: Another aspect regarded as worth mentioning was the generational 

differences at work. Responses showed that many participants identified generational differences as 

a workplace challenge. Participants found it hard to understand the younger generation and 

observed them demonstrating less loyalty towards their employer than the respondents. 

 

Increased job demands: Participants further noted that, due to declining headcount, their job 

responsibilities were intensifying. They mentioned that the same amount of work needed to be done 

with fewer staff members. This resulted in the elderly staff having to take on more and more 

responsibilities and, in the process, began to neglect their direct and immediate responsibilities. 

 

Job insecurity: Lastly, job insecurity was regarded as significant. It was found that the possibility of 

losing their jobs led to increased levels of anxiety. The findings indicated that concern associated 

with job insecurity was high amongst most participants. Participants indicated that younger 
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employees put real pressure on elderly employees and that there already were claims of sustaining 

too many older employees. 

 

No challenges: What was interesting was that some participants experienced no work-related 

challenges relating to pre-retirement at all. Spending their entire career in the same position ceased 

all work-related challenges, and they found themselves to be in a comfort zone.    

 

Category 3: Pre-retirement concerns 

 

In this category participants were requested to share their concerns, fears and anxieties when 

thinking of their upcoming retirement. In contrast to the previous category highlighting the demands 

and difficulties experienced by older pre-retirees in their work environment, this category 

emphasised the unsettling factors of retirement to pre-retirees. Retirement should be an exciting 

transition into the next chapter of one’s life. However, pre-retirement concerns were undoubtedly 

the reason for uncertainty and reluctance to stop working.  

 

Table 4 

Pre-retirement concerns 

Theme   Response 

Financial 

insecurity 

“I am only concerned that I am not trained enough financially to retire, but 80 % of SA 

cannot retire with the current cost of living. Maybe the other 20% make enough. At this 

stage, maybe 10 million sounds a lot, but with depreciation, it may not be enough. I will 

have to adjust my standard of living.” (participant 16) 

“The main concern is financial security, because inflation increases at an alarming trend 

and your plan you made ten years ago may not be adequate. Financial demands seem to 

be escalating.” (participant 2) 

“You will always regardless of what your financial advisor tells you, regardless of what 

the numbers in your bank account and investment shows, I think that 80% of people will 

still be concerned about the future and that they have not done enough.” (participant 5) 

Lifestyle changes “I do not have a picture yet, but I think it is a new life, which has many adjustments. I 

think the first few months will be a major adjustment as I get up at four every morning 

and I am at work at six, so I think that will be one of the biggest adjustments.” 

(participant 16) 

 “It’s a change in lifestyle and too much time on your hands.” (participant 1) 
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"...everyone needs to make a lifestyle adjustment when they retire; you cannot just think 

your life continues, it depends on your financial status, I think it is a process which starts 

with a ‘big bang’..." (participant 12) 

Medical expenses “The biggest concern is how to support myself with medical aid. If the company would 

support us with 50% like they used to, then I would retire earlier. Medical aid gets more 

expensive. Most retired people only have a hospital plan because they cannot afford 

better. Our health care system is not good enough. Can I support my wife and I to 85 with 

good medical? If you are paying R6 000 now, you will pay R24 000 at 85. I do not have a 

problem that I may not be able to feed myself or travel. It is just medical.” (participant 14) 

“Medical is a big concern. The company covers 50% of my medical, and I am not one of 

the more fortunate in this company who have the benefit of 50% contribution when they 

leave. If you consider that the contributions are around R8 000 now, I do not know how I 

am going to get over that hurdle. Considering that my husband is on chronic medication, 

and that cannot change because he has had a triple by-pass and he uses a shoebox of 

medication each month, so that is his way of life. He is healthy now, but he takes all that 

medication to stay healthy.” (participant 18) 

“...the biggest portion of pension goes towards medical aid. If I look at my father and my 

mother’s pension, the last few years she needed assistance and I am from the assumption 

if I live another 20 years, I may not have made sufficient preparation.” (participant 16) 

Not having a 

purpose or value 

"...to think that I do not have to get up the next morning, it is going to affect me. Will I get 

up and do something else, or will I be laidback first? ...I am afraid I am going to feel 

useless. Will I mean something to someone? ...I want tranquillity, but I still want to mean 

something to someone, except only my husband.” (participant 13) 

“It is like you are not needed, and I am not talking about my kids, they will always love 

me. ...Do I have a purpose, …I look at my mother, she worked until she was 73 and is still 

full of life, but when she stopped working at 73, this was the one thing that bothered her 

the most, because she felt that she was not needed anymore and becoming a burden to 

society. That is one of the issues to me as well.” (participant 5) 

“I think human beings have a great desire to be validated. Moreover, validation comes 

through a sense of purpose. I have to have a reason to be alive.  I think that is the biggest 

downside of retiring, in that you lose your sense of purpose. So, the purpose is linked with 

your talent, and through talent, we have a purpose – that is my philosophy.” (participant 

10) 

Psychological 

transition to 

retirement 

“I think working one day and then stopping at 60 or 65 must be psychologically difficult; 

I think it would have to be a process of transition, not just one day I work, one day I 

don’t.” (participant 10) 

“It never dawns on you that “old age” come so quickly and at 55 you are perceived as 

old. I think it is in the heart and head. So personally, for me I do not consider myself as 
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being old, I have a young child at school, that helps to keep me young. However, I think 

the word retirement refers to the fact that you are old. I think it is more a mental thing to 

overcome than a physical thing.” (participant 11) 

"Because I think for many retirees it comes as a shock." (participant 3) 

 

Table 4 provides a detailed overview of the themes extracted from the data. Examples of original 

responses by participants are also provided in order to substantiate the findings of this category. The 

themes identified in these responses were financial insecurity, lifestyle changes, medical expenses, 

not having a purpose or value and the psychological transition to retirement.   

 

Financial insecurity: Nearly half of the participants cited financial insecurity as their primary pre-

retirement concern. As can be seen from the table above, pre-retirees were faced with considerable 

financial self-doubt. The underlying reasons for their financial vulnerability were mainly the impact 

of the South African economic crisis, personal debt, increased living costs and poor financial 

planning. Financial anxiety was identified as a general concern. 

 

Lifestyle changes: Participants expected retirement to be a significant life transition. Participants 

mentioned that they might need proper emotional preparation in order to deal with their 

overwhelming feelings regarding their upcoming retirement. Participants indicated that this 

inevitable life transition might call for advice from a wise ageing group facilitator. As one 

interviewee put it: “I think retirement is a great process with a big-bang start.” 

 

Medical expenses: Participants further specified that health care could be one of the most significant 

expenses after actual retirement. Participants confirmed that permanently employed personnel 

within the tyre industry receive a fifty per cent (50%) contribution from their employer and after 

retirement, medical and health care coverage have to be provided by themselves. A significant 

concern was, as one gets older, the higher one’s need will be for medical aid cover. Participants 

feared that possible increased medical expenses would exhaust their retirement savings and that 

they would not be able to pull together enough funds for a medical emergency. 

 

Not having a purpose or value: A vital observation emerging from the data was the need for a sense 

of purpose. As can be seen from the table above, not having a life mission or life direction, was a 

significant concern. Although some participants had a vague retirement goal or retirement plan, 

they had no clarity on what might be significant or insignificant after retirement. 
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Psychological transition to retirement: Lastly, several participants mentioned that emotionally, they 

could not identify with the psychological transition and adjustment to retirement. Only a few 

participants expected to ease effortlessly into retirement.   

 

Category 4: Critical aspects of pre-retirement planning 

 

In this category, participants were requested to elaborate and provide examples of aspects they 

considered essential to ensure a smooth transition from being a pre-retiree to becoming a pensioner. 

Participants were asked to define the activities and arrangements they believed to be vital in 

providing a comfortable retirement and to suggest specific topics to be considered for pre-

retirement planning. 

 

Table 5 

Critical aspects of pre-retirement planning 

Theme   Response 

Additional financial 

investment 

“I planned my life from an early age, not to work beyond 60, so I made 

investments for my future.” (participant 9) 

“I think they should start from when they first work, the day they earn their 

first salary, to put money away, because it comes faster than you realize, I 

have been married for 35 years, and the time has gone by in a flash, and now 

I feel I should have been better prepared.” (participant 18) 

“Whatever you have do not take it out. Keep it invested ...” (participant 26) 

Debt-free “My first step is that I do not want any debt. I am trying to get the debt out 

the way.” (participant 22) 

“The first thing I would say is no debt. The day you leave it must be done.” 

(participant 21) 

“I think to be debt-free. ...so, accumulate as much money as you can and put 

in investments. Debt-free is a given. ...You cannot settle a debt with your 

pension.” (participant 18) 

Downscaling “I want to have a smaller place that I can go to, maybe a retirement 

village...” (participant 26) 

“A simple thing like a car, nobody tells you that your bigger car is going to 

cost you more to run. Also, like housing, you need to scale down on your car 

and your lifestyle. Instead of staying in a hotel I need to consider a caravan 

or camping. So, everything needs to be scaled down in life. And reconsidered, 
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and that is what retirees need to be prepared for, constantly thinking about 

scaling down, and you do not necessarily want to sacrifice your lifestyle.” 

(participant 11) 

“Well, we already stay in a small house.” (participant 18) 

Financial planning and 

security 

 “I think the biggest issue is financial because you are used to a monthly 

salary, and now you get a monthly pension, which is less than a monthly 

salary. That is OK, but what is not OK for example, is that you do not realise 

that you will not get a negotiated salary increase every year. So, all of a 

sudden, your salary is fixed. In terms of pension, you can take an increase, 

but you just eat into your pension. So, if you are blessed to live to 80, you will 

not be blessed with a bigger pension.” (participant 11) 

“More important is that while you are still working, you must start to prepare 

for tomorrow, the coming years. If you become 80 or 90 years old, you will 

still need money.” (participant 7) 

“You need to have enough money to live from during retirement. It would be 

best to see a financial adviser to help plan. So your retirement savings do not 

dry up. There is no more income to add to those savings. Those savings will 

deplete if you do not plan, so planning your finances is critical.” (participant 

25) 

Keeping busy “I also think that it is important that you decide on what hobbies you are 

going to do. There are hobbies that I am going to do and catered for them 

already so that I can keep myself busy.” (participant 7) 

“Age will be catching up with me, how am I going to keep busy, and what will 

I do so that I am not alone in the house, maybe gym or reading, not just sit at 

home.” (participant 8) 

“My mother always said to have hobbies, and I always wondered what 

hobby? Now I do not worry what hobby, my husband has to stop me from 

bringing the junk in the yard, and the photography and stuff. So, I am never 

short of stimulation. Other people think that you can go and do nothing. ...I 

cannot think of anything worse.” (participant 18) 

To get documentation 

/paperwork in order 

“I will ensure that my financial aspects are in place – funeral, medical, will 

at the bank, all those documents that are required. Paperwork should be 

readily available and in one place where they are accessible.” (participant 

16) 

“Who will arrange your funeral? That is why it is very important to have a 

funeral policy and a will in place. Is your will in place? You do not think 

about it. ...we have (name withheld) funeral service; they have a list of what 

you need in case of death. You must have your marriage certificate; your IDs 
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…we made us a whole file." (participant 13) 

“...you do not know when you will go. My youngster has the codes for the 

safe, and all the paperwork is there. 90% of the time my wife is with me, so 

somebody must know where your will and funeral stuff is.” (participant 21) 

 

Table 5 provides a detailed overview of the themes extracted from the data. Critical aspects of pre-

retirement planning formed an integral part of this study. The themes identified were additional 

financial investments, to be debt-free, downscaling, financial planning and security, keeping busy 

and get personal documentation/paperwork in order. Examples of original responses by participants 

are provided in order to substantiate the findings of this category.  

 

Additional financial investments: Participants noted that many people without clearly defined goals 

often start too late with a budget to reach their retirement objectives. Furthermore, they also 

mentioned that it is imperative that additional savings should not be used. 

 

Debt-free: Participants indicated that it is advisable to be debt-free by the time one retires. An 

individual will be able to live on far less if s/he is debt-free. Participants mentioned that by the time 

one retires, the house must be paid off, and there should be a financial strategy that will sustain the 

inflation increases. 

 

Downscaling: Participants mentioned that it might be logical to move from a family-size home to a 

smaller residence. Maintaining a family home could quickly become a burden as one gets older. 

Participants also stated that one should consider living in an area where there is easy access to 

hospitals, dental care or a fragile unit in a retirement village. Similarly, participants mentioned the 

sensibleness of owning one car instead of two.  

 

Financial planning and security: Participants emphasised sound financial planning as crucial to 

retirement preparation. Early financial planning will secure future financial stability. Some 

participants stressed the importance of having a financial advisor who can offer independent 

financial guidance. This also involves acknowledging that one no longer will have all the assured 

sources of income such as a guaranteed monthly salary, annual increase and other perks such as a 

company car. Participants highlighted that it is essential to spend money wisely recognising that 

most expenses will increase (e.g. medical aid) and some will decrease (e.g. retirement savings). 

Participants were of the opinion that a person needs to consider how s/he manages money and make 
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the necessary lifestyle changes in time to ensure financial stability and security. That means 

knowing that one has enough money to cover all expenses even if one grows older than eighty (80) 

or ninety (90) years. Some participants viewed financial security as having enough money saved to 

meet all their retirement dreams and ambitions. Most respondents were uncertain whether they have 

saved enough when it comes to retirement and were worried about running out of savings. In 

reality, most participants were either unconvinced or highly uncertain that they would have enough 

money saved up to retire. 

 

Keeping busy: Most participants brought up the importance of keeping busy and having a hobby. 

Participants felt that there are plenty of activities to consider, e.g. exercise, reading and 

photography. 

 

To get documentation/paperwork in order: A general view amongst interviewees was to have all 

official documents organised in the event of them passing away. Pre-retirees felt it is vital to make 

the arrangements as effortless as possible for their loved ones who stay behind. The participants 

further indicated that thinking ahead by making a will, detailing important passwords and codes, 

creating a personal document reference book holding a marriage certificate, identity documents, a 

funeral policy, bank accounts, investments, insurance and people to contact, will be a blessing to 

those left behind. 

 

DISCUSSION 

 

Outline of the findings 

 

The first objective of this study was to conceptualise pre-retirement according to literature. As far 

back as 1979, Collins defined pre-retirement as the period before retirement, commonly referring to 

employees between the ages fifty-seven (57) and sixty-five (65) years. Throughout their paper, the 

term, pre-retirement, refers to middle-age workers, typically aged fifty-eight (58) to sixty-four (64) 

who are working at least thirty-five (35) hours a week (Reitzes & Mutran, 2004). Reaching pre-

retirement age means different things to different people. For some, it is the approaching ‘endless 

summer’, for others the freedom to discover a new career opportunity. For all, it is a time of 

significant change (Hayden, Cottrell, Green, Ames & Ramsey, 2008).  

 

The second objective of this study was to explore the visions and perceptions of pre-retirement 

employees regarding their forthcoming retirements. Most of the participants indicated that they 



 

59 
 

were both excited and uncertain about retiring. During data collection, the participants had different 

aspirations for their retirements. The results indicated that participants had numerous visions such 

as doing community service, continue working, being financially independent, practising their 

hobbies, keeping busy, having more personal time to themselves, attempting outdoor activities, 

spending quality time with their families, having a stress-free future and embarking on travel 

vacations. As mentioned above, participants indicated that they would like to engage in community 

work when they retire. According to a study by Okun and Eisenberg (1992), over forty per cent 

(40%) of elders are estimated to engage in organisational volunteering. Pretorius, as cited in Van 

Zyl (2016, p. 104) wrote: ‘You can enjoy the freedom of retirement, provided it is structured and 

constructive freedom. The golden rule is to ask which is of the best interest for you and your 

community. Sitting on the porch deprives your environment of what you actually can offer’. Cox, 

Hammonds, Parks and Sekhon (2001) suggested that active involvement in voluntary associations is 

likely to keep a person socially involved during his/her retirement. 

 

Findings suggested that the majority of the participants hoped to continue working after retirement. 

Van Solinge and Henkens (2014) noted that the labour market demand would determine whether 

pre-retirees would consider working longer. However, research indicated that organisations 

generally discourage career extension and aspiration of continuing working (Van Solinge & 

Henkens, 2014). Numerous studies have confirmed that most individuals want to continue working 

after retirement (Dychtwald et al., 2004; Herz, 1995; Kim & Feldman, 2000). Participants 

highlighted their need for financial independence. Financial independence means a person has put 

aside enough money to support his/her current lifestyle without the need to earn more money, and 

the decision to continue working will be for other reasons, such as pleasure or purpose (Chen, 

2019). As far as financial implications are concerned, Credico (2013) pointed out that employees 

opt to stay at an organisation because they cannot afford to retire. This view was supported by 

Williams (2016), president of the Health Business Group, who wrote that a person retiring at age 

sixty-five (65) could expect to live, on average, to age eighty-five (85). That is twenty (20) years of 

additional expenses to consider. From this data, it can be argued that individuals are living longer, 

which results in a desperate need for prolonged funds to cover their living expenses (Steenkamp, 

2017). Very few have put aside the necessary funds to maintain the same living standard during 

retirement (White, 2017). In addition to the financial gain, working after retirement can give the 

retiree a renewed sense of purpose and connection to the community (Botkin, n.d). Staying mentally 

active is equally as important to working retirees as financial independence (Cole, 2015).  
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From the results it became evident that most pre-retirees want to practice a hobby, attempt outdoor 

activities or do some travelling. In his article, Rosenbrock (n.d.) suggests several reasons why South 

Africa could be an ideal place to retire, such as affordability, first-class medical services are easily 

accessible, favourable climate, it offers many beautiful attractions and for the young at heart the list 

of possible sporting activities such as bowling or golf, is endless.  

 

Participants also mentioned that they were looking forward to the long, anticipated free time and 

additional time to relax when they retire. Goodin, Rice, Bittman and Saunders (2005) defined ‘free 

time’ as the time that is not committed to what might be called ‘obligatory activities’, and ‘personal 

time’ is ‘the time remaining’ after all your mandatory activities have been completed. The results 

indicated that the participants believed retirement would offer the freedom of time in which they 

would be able to enjoy more meaningful things in life without feeling guilty. Research has, 

however, shown that pre-retirees should consider identifying and prioritising all the things they 

want to do during retirement and map out how much time they want to spend on those activities 

(Powell, 2015).  

 

The results further showed that participants hoped to spend lots of joyous time with their families. 

According to Davey (2008), the desire to spend time with family and especially grandchildren could 

provide an urge to retire. These findings are also supported by Morton (2018) who stated that 

especially as an elderly, spending time with loved ones becomes one of life’s joys that one does not 

want to miss. While participants may still want to be active, many highlighted that they want to 

spend more time with friends and family. 

 

Participants also hoped to enter a stress-free retirement. Juen and Sabri (2012) were of the opinion 

that most employees, particularly women, are hoping for a retirement life that is relaxing and stress-

free. One myth is the perception that retirement is anxiety-free. Research has shown that it might 

help to talk to other retirees about how they made the transition and learn from their mistakes 

(Powell, 2015). Pre-retirees often have doubts, in order for their expectations to be met, participants 

of this study may consider speaking to people who have already retired.  

 

The third objective of this study was to explore the work-related challenges pre-retirement 

employees experience within the South African tyre manufacturing industry. The findings of the 

study suggested that the participants found adapting to technological changes, adjusting to change, 

dealing with age stereotypes, declining physical ability, feeling undervalued, generational 

differences, increased job demands and job insecurity as the major obstacles in their current 
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environment. Participants mentioned various challenges that not only relate to pre-retirement, but 

also to being a mature and older worker within an organisation. 

 

From the results it was evident that the participants were not comfortable with technology and 

adjusting to change, but welcomed the opportunity to improve their skills. The findings further 

showed that participants might not be able to maintain their current physical work capacity. There 

have been many studies listing the significant challenges for the older workforce in organisations. 

Hansson et al. (1997) documented that, due to technological changes, work no longer involved 

heavy physical demand and became suitable for older workers. Neumark and McLaughlin (2012) 

differed from Hansson et al. (1997) and drew our attention to specific work-related challenges and 

found that physical challenges could still pose a barrier to prolonging one’s career. Although some 

employees with physically demanding jobs were able to alleviate these demands, age discrimination 

protection policies did not appear to help elderly workers’ abilities to mitigate physical challenges 

at work. Oliv, Noor, Gustafsson and Hagberg (2017) found that a reduced amount of physically 

demanding job responsibilities, particularly for elderly workers, was a significant component in 

maintaining high job capacity. 

 

Also, pre-retirees are stereotyped negatively by perceiving them as less productive than their 

younger counterparts. Researchers studying stereotypes in the workplace indicate negative 

stereotypes about pre-retirees as, they are less innovative, less adaptable, more resistant to change, 

and uninterested in training (Bertolino, Truxillo & Fraccaroli, 2013). However, stereotypes about 

pre-retirees are sometimes positive, where pre-retirees are perceived more devoted than their 

younger counterparts in terms of stability, loyalty and job satisfaction (Bertolino et al., 2013). Pre-

retirees are often overlooked because of a false impression that they are old-fashioned and lack 

energy, while flexibility and mainly information technology skills are needed in the modern 

workplace (“Older workers are undervalued,” n.d.) 

 

Participants suffered from feeling undervalued. Reasons for feeling demotivated and undervalued, 

such as an experience of discrimination or being passed over for a promotion could easily lead to an 

earlier retirement (Flynn, 2010). In short, elderly employees are often seen as out-of-touch, over-

qualified or too expensive and are therefore no longer valued as an integral part of the workforce 

(“Older workers are undervalued”, n.d.). The findings of the study also indicated that pre-retirees 

found managing generational differences challenging. Currently many companies experience four 

generations working together, each bringing a different mindset and skill to the team (Hayes, 2013). 

In no other era did four generations work side by side as in the current fourth industrial revolution. 
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Generations including the traditionalists, baby boomers, gen X and millennials work together and 

communicate differently, manage differently and have different workplace preferences (Graupner, 

2019). It is no surprise then that pre-retirees struggle with understanding and working with the 

different generations in their workplace.  

 

The findings further highlighted that pre-retirees were feeling challenged by increased job demands. 

According to Sluiter (2006), research on human capabilities concerning age and the ability to carry 

out multifaceted tasks in high-demand jobs was unclear. Some participants indicated that 

redesigned job responsibilities could be helpful in cases were physical labour, business travel, 

outdoor work and hazardous working conditions become challenging. Prior research suggested that 

organisations should encourage job-crafting (Lichtenthaler & Fischbach, 2016). According to Berg, 

Dutton, and Wrzesniewski (2008), job crafting describes the constant change in the design of their 

jobs in ways that can produce countless beneficial results, including commitment, satisfaction in the 

workplace, resilience and prosperity. By implementing job crafting within an organisation, 

organisations see to it that job demands of pre-retirement employees are adapted in order to keep 

them motivated. It was also demonstrated that job restructuring reduces job demands and increases 

job control that can help stimulate cognitive health in late adulthood (Dong, Eaton,  Spira, Agnew, 

Surkan & Mojtabai, 2018). Reflecting on the job demands resources (JD-R) model, it was 

emphasised that, if job demands are low (non-straining job, undemanding job responsibilities), the 

pre-retiree will probably experience low strain and high motivation (Bakker & Demerouti, 2007). 

Also, if job demands are high, it may lead to emotional exhaustion and the wish to retire at an 

earlier age (Frins et al., 2016). Therefore, organisations should give attention to the job demands of 

pre-retirees in order to ensure that pre-retirees do not consider retiring at an earlier age.  

 

Job insecurity has caused pre-retirees to question their continuity of gainful employment in the 

South African tyre manufacturing industry. Evidence by Näswall and De Witte (2003) suggested 

that pre-retirees experienced higher levels of job insecurity than younger employees. The reason for 

feeling vulnerable might be that pre-retirees continuously measured themselves against their 

younger counterparts, feeling they were less tech-savvy and energetic. However, an opposite view 

suggested that pre-retirees may simply consider job loss as early retirement, and thus suffer less 

from job insecurity than younger employees (De Witte, 1999). 

 

A few participants argued that they did not experience any challenges as pre-retirees, neither 

personally nor work-related. This view is supported by Aldwin, Sutton, Chiara and Spiro (1996) 

who reported that nearly a quarter of the elderly participants had no problems and used fewer 
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coping effort even though they were confronted with work-related challenges. The findings 

corroborated those of Osborne (2012) who suggested that pre-retirees who have optimistic 

worldviews, loving family relationships, a strong personality and involvement in gratifying 

activities apart from their everyday work are likely to experience no pre-retirement challenges. 

 

The fourth objective of this study was to explore the concerns of pre-retirement employees within 

the South African tyre manufacturing industry. In contrast to the previous objective highlighting the 

work-related challenges and difficulties experienced by pre-retirees in their work environment, this 

category emphasised the factors of actual retirement being unsettling to the participants. The 

findings of this study suggested that pre-retirees are anxious about whether they are adequately 

prepared for forthcoming retirement. The results indicated that pre-retirees had several doubts and 

concerns. They expressed concern about their lack of sufficient financial planning and insecurity, 

lifestyle changes, medical expenses, not having a purpose or value and the psychological transition 

to retirement. Participants were thus concerned that they lack the necessary resources in order to 

retire. By taking into consideration the premises of the JD-R model, it was clear that the availability 

of sufficient resources reduces employees’ longing to stop working (Frins et al., 2016).   

 

The findings from the study showed that pre-retirees’ fear of financial insecurity might stem from a 

poor saving habit and from getting caught up in the debt trap. In an analysis into the financial future 

of retired women, Brown, Rhee, Saad-Lessler and Oakley (2016) found that women are far more 

likely than men to face financial difficulty in retirement and are eighty per cent (80%) more likely 

than men to be in penury at age sixty-five (65) and older. Similarly, Laura (2014) found that 

individuals who made an excellent financial transition into retirement were in the minority, not the 

majority. Subsidised company provident and pension funds were traditionally viewed as the only 

‘savings fund’ needed for the day one retires (“Starting a fund: Product-pension fund or provident 

fund”, n.d.). However, the truth is that it is no longer enough (Skinner, 2007). On average, pre-

retirees have to survive for another twenty-five (25) plus years, and the question is how to do that if 

you are already unable to make ends meet? Most pre-retirees are already challenged with elements 

such as declining salary increases, disappearing pensions, expensive schooling and housing, and 

there is no big rescue from these realities (White, 2017). It is therefore vital that pre-retirees 

carefully consider their financial security well ahead of retirement.  

 

Participants highlighted that retirement might introduce specific lifestyle changes. For one, a person 

will no longer have the same day-to-day routine of getting up and going to work. The findings 

indicated that participants thought that adjusting to retirement could be as much about one’s 
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perception as the actual lifestyle change itself. This view is supported by Bryden and Emmanuel 

(1984) who wrote that retirement is eagerly embraced by some, resented by others, but for all is a 

life event and an abrupt change in lifestyle to which they have to adapt. 

 

The results indicated that participants were concerned whether they would be able to pay for good 

quality medical care when they need it. It was evident that employees of this study were concerned 

that present medical costs are exceeding inflation. In the case of post-retirement medical expenses, 

the South African Department of Social Development (2006) pointed out that many retirees who 

hoped they could rely on their savings to partake in a medical scheme were shocked by the fact that 

their pension would not be enough to cover health cover expenses. Also, according to Appelby 

(2018), most pre-retirees do not want to be considered a burden to others. Therefore, when 

considering if one’s retirement savings will be enough, it is also significant to bear in mind a future 

retirement home might allow for excellent specialist healthcare, but at a price (Rossier, 2018). 

Sometimes employers offer their pre-retirees a lump sum or set annuity instead of future medical 

plan subsidies to retain their post-retirement medical subsidy (Erasmus, 2016). In order to match 

inflation in health care costs and the absence of a post-retirement subsidy, pre-retirees should invest 

in a savings scheme where payments to the retiree rise by at least CPI+2 per cent per year (Erasmus, 

2016). 

 

Some participants feared not having a purpose or value to anybody any longer. Moreover, they were 

frightened by the prospect that they may find themselves in a position where they can no longer 

contribute to society and the environment. This finding corroborated the view of Dr. Hermann 

Liebenberg, a psychologist from Centurion, who advised that, because an individual is moved from 

a ‘high-pressure routine’ environment to a ‘low-pressure, unstructured’ environment when s/he 

retires, s/he could easily experience feelings of depression, boredom, loneliness or strong feelings 

that her/his family is neglecting her/him (Van Zyl, 2016). It is therefore not surprising that many of 

the participants were concerned about losing their sense of purpose when they retire.  

 

When analysing pre-retirees’ concerns, participants indicated that they were not entirely ready for 

the psychological transition to actual retirement. There is no warning about the emotional impact 

that retirement could have. The conclusion can be drawn that employees have to deal with very 

specific, but real pre-retirement anxieties, as it never dawns on an individual that “old age” comes 

so quickly. Participants explained that, to them, the word retirement referred to the fact that one is 

“old”. The evidence presented in the findings suggested that pre-retirees should be taken from a 

place of ‘fear’ to a place of embracing old age (White, 2017).   
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Elizabeth White is probably the best-known Harvard MBA and former C-suite executive who never 

expected to be fifty-five, unemployed and faking normal. Author of the book by the same name, she 

has gathered wisdom from the dozens of pre-retirees who, despite overwhelming concerns, were 

finding ways to get together in small cell groups, share information and help each other overcome 

these fears. Since one cannot go back in time, her advice to pre-retirees is to find a new normal. As 

the world has achieved longevity, it is essential to think strategy, not failure. One needs a new way 

of thinking about what it means to be old in South Africa. Her conclusion is to call on change 

agents, impact investors, developers and entrepreneurs to help a pre-retiree to prepare for 

independence (White, 2017).  

 

The fifth and final objective of this study was to explore the critical aspects of pre-retirement 

planning within the South African tyre manufacturing industry. The results indicated that 

participants believed that before one sets off on a journey, it is a good idea to give attention to 

various critical pre-retirement aspects. They noted having additional financial investments, being 

debt-free, thought about downscaling, conducting right and proper financial planning to ensure 

financial security, considering how one can stay busy and getting one’s retirement/funeral 

paperwork and documentation in order, are all essential to proper retirement preparation.  

 

One of the more significant findings to emerge from the study was pre-retirees in the tyre 

manufacturing industry’s lack of financial strength and investments. The evidence from the study 

suggested not to wait until the last minute to evaluate whether one is financially ready for retirement 

(Powell, 2015). Throughout the interviews, participants continually referred to the importance of 

financial health, financial security and proper financial planning for retirement. Findings from the 

study suggested that financial responsibility is the most significant pre-retirement consideration. In 

the same vein, Brau, Nielson and Sudweeks (2015) wrote that economists are now starting to show 

how the absence of financial literacy is influencing retirement, where after-effects are more 

depressing than ever while the average household will retire with little or no wealth. Pre-retirees 

should, therefore, consider working with a competent financial planner helping them design a 

financial portfolio that will produce sufficient income to cover their living expenses (Appleby, 

2018). 

 

Many participants also held the view that an individual should be debt-free by the time s/he retires. 

According to Konyana (2018), the average South African does not know precisely when s/he will 

retire and do not have a financial plan prepared to settle debts and start saving. There are similarities 

between the participants’ viewpoints and those observed by Anderson (2015) who noted that 
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financial liquidity and flexibility are the most important considerations when planning for 

retirement. The results are consistent with those of other studies and suggest that to be without debt, 

lessens fear, uncertainty and doubt in retirement, creating a relaxed state of mind (Anderson, 2015). 

 

Findings of the study indicated that pre-retirees prefer to downsize their homes to save on costs, as 

it is difficult to comprehend how much one will need to have the desired lifestyle. Regrettably, with 

no regular income, the average income earners will have to seriously lower their lifestyle. 

According to Wood and Vibert (2017), most of society prefer to either 'save up' or 'downsize' (use 

their housing assets) to pay for unforeseen retirement expenses. 

 

Participants expressed the necessity to conduct appropriate financial planning to guarantee financial 

wellbeing. From the results it was evident that pre-retirees who participated in this research study 

believed that financial independence could only be established with proper financial planning. Most 

of the participants in this study were not confident that they would be able to retire financially 

independently. This finding was not surprising considering the overall statistics that indicate that 

most people in South Africa will be unable to retire financially stable (Snyman, Van der Berg-

Cloete & White, 2017). Lusardi and Mitchelli (2007) suggested that in general many families are 

unskilled in the most fundamental financial concepts necessary to make sound saving and 

investment choices. This statement is worrying seeing it is necessary to consider savings and 

investments when one is planning to retire.  

  

The findings of this objective seem to be consistent with research that found that it is essential for a 

person to prepare himself/herself for retirement by considering purposeful activities to keep 

himself/herself busy. The results of this objective are also supported by the results obtained for 

objective two. The results further showed that many pre-retirees were concerned that they would 

languish and become bored once they retire unless they could stay active in some way. As the body 

and mind of an individual begin to lose their primary fitness levels and natural healing abilities, 

staying physically, socially and mentally active becomes more and more crucial (Gilmour, 2012). 

Therefore, it is essential to pursue social activities, remain active and meet other individuals to 

maintain a joy of life and assure overall wellbeing (Gabriel & Bowling, 2004). 

 

From the interviews it became evident that pre-retirees feel it is vital to get all their affairs in order 

by putting papers and copies of legal documents in an easily accessible place. By getting together 

personal paperwork and documentation and tidying up unfinished business, one can have a 

prominent final word for when the time comes (Britton & Heron, 2018) and also prevent anguish 
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for the family when personal documentation is not easily accessible. Britton and Heron (2018), 

proposed that one should have a thorough document filing system in place. Relevant documents 

will include funeral instructions, a copy of your will, financial advisor contact details, 

pastor/priest’s contact details, bank account details, pension and medical-aid contact details, 

insurance policies, identity document, passport, birth certificate, property deeds, password and PIN 

numbers and finally, details of your tax accountant (Britton & Heron, 2018). 

 

Practical implications 

 

By having participated in the study, pre-retirees acknowledged the importance of retirement 

preparation and planning. The study also made them extremely aware of the pre-retirement 

challenges and concerns in their work environment. The research helped pre-retirees identify the 

aspects necessary for retirement planning on both personal and work-related bases. This may have 

motivated pre-retirees to take pro-active rather than reactive steps to upgrade planning for their 

upcoming retirement. 

 

Furthermore, the study allowed management to become conscious of the many work-related 

challenges and concerns elderly employees that near retirement have to deal with. By implementing 

corporate strategies to address their work-related challenges and concerns, the organisation will 

maintain positive, committed employees who will continue making a valuable contribution until 

their actual retirement. 

 

Limitations and recommendations 

 

The research study explored the visions, perceptions, work-related challenges, concerns and critical 

aspects for pre-retirement planning in the South African tyre manufacturing industry. The findings 

of this study have to be seen in the light of some limitations.   

 

The first limitation can be found in the participant sample. Participants represented only a small 

number of older pre-retirees who were working in the tyre manufacturing industry. This means that 

the results of this study cannot be extended to include all pre-retirees. The sample size consisted of 

only twenty-six participants (N=26); therefore, this study results cannot be generalised to the entire 

tyre manufacturing industry or the views of all pre-retirees within South Africa. Secondly, 

participants were only gathered from one organisation within the South African tyre manufacturing 

industry, which means the responses from this one organisation may or may not reflect the 
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responses of pre-retirees in similar entities (Simon & Goes, 2013). Finally, due to the organisation 

going through a large organisational restructuring process at the time of the research, some 

responses were influenced due to the volatile environment and adverse effect on their future 

employment. 

 

Recommendations can be made regarding future research. Firstly, the next step should be to build a 

stronger overall evidence base. A more comprehensive study would include participants from all 

four (4) South African tyre manufacturing companies. Secondly, participants should be interviewed 

in their native languages to ensure the data obtained from the discussions are rich in detail; 

therefore, future studies may employ field workers to make this possible. Lastly, gathering data 

from both pre-retirees before they retire and retirees, after they had retired, will aid in the 

interpretation of anticipated and actual experiences. By also conducting a quantitative research 

study, the relationship between pre-retirees and retirees within the same or different industries can 

be determined. 

 

Conclusion 

 

In conclusion, the findings showed that older pre-retirement employees in the South African tyre 

manufacturing industry experience various demands. Pre-retirees experience several work-related 

challenges and had overwhelming concerns about their future retirement. The first notion was to 

have a retirement vision where participants expressed both positive and negative feelings towards 

their future retirement. Although their vision for retirement was widespread, their work-related 

challenges and concerns were similar. Additionally, it was found that pre-retirees’ worst fear was 

the likelihood of outliving their savings. Findings of this study provided the researcher with rich 

information on critical aspects of pre-retirement planning such as financial planning. Participants 

described unique lifestyle elements to be considered before actual retirement is reached. These 

findings will enhance management’s expertise on how to improve the quality of services for pre-

retirees in their organisations. 
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EXPLORING ORGANISATIONAL STRATEGIES FOR PRE-RETIREMENT 

PLANNING IN THE SOUTH AFRICAN TYRE MANUFACTURING 

INDUSTRY 

 

Orientation: Retirement implies a major transformation to life. For a pre-retiree, retirement is an 

unknown, or sometimes a terrifying, adventure. Adequate preparation for this transformation will 

ensure a productive and sustainable retirement while retirement pitfalls can be avoided. Employers 

tend to focus more on induction and orientation as necessary interventions to lay the foundation for 

new employees. Equally important, they also need to understand that elderly employees need the 

same direction and support in preparing for their retirement. Omitting a proper exit strategy leads to 

the pre-retirement employee being insufficiently prepared for a productive and sustainable life after 

retirement. 

Research purpose: The purpose of this research article is to gain an in-depth understanding of 

existing pre-retirement strategies, initiatives and/or programmes offered by employers to pre-

retirement employees in the South African tyre manufacturing industry. Based on this exploration, 

recommendations will be made to the employer on essential pre-retirement planning and 

preparation strategies.  

Motivation for the study: Many South Africans aged fifty-five (55) and older are nearing 

retirement age. The question arises whether organisations are preparing pre-retirees for their 

upcoming retirement. The study aims to explore what pre-retirement organisational strategies and/or 

support programmes are available to employees older than fifty-five (55). This study will help 

organisations comprehend the importance of assisting their employees with pre-retirement 

preparation.  

Research approach, design and method: A qualitative research methodology, along with a 

qualitative descriptive research strategy, was adopted to understand the opinions, beliefs and 

feelings of the participants. Non-probability convenience and purposive sampling were used in this 

research study. The sample consisted of employees working within a South African tyre 

manufacturing organisation (N=26). Data collection took place by means of semi-structured 

interviews. A thematic analysis was utilised as a data analysis method.  

Main findings: Besides the fact that the company contributed to compulsory provident, pension 

and retirement funds, participants of this research study indicated that their employer did not have 

any additional pre-retirement strategies in place. Consequently, it was found that they provide 

minimal and insufficient pre-retirement initiatives and/or programmes. The key recommendations 
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identified by pre-retirement employees included in the sample were the following: (1) adjust the job 

description for pre-retirees; (2) allow retired employees to fulfil mentoring and coaching roles; (3) 

allow retired employees to stay on in the company in any role; (4) assist with medical aid 

membership fees; (5) contract retirees instead of external contractors; (6) employers should become 

people orientated; (7) employers should not engage in age discrimination; (8) employers should 

provide additional financial planning guidance/coaching/awareness; (9) employers should establish 

a forum consisting of retired industry employees; (10) employers should pay attention to the 

psychological transition to retirement; (11) employers should invest in training retirees in different 

fields; (12) planning skills transfer must receive special attention and (13) employers should 

provide pre-retirement training or workshops.  

Practical/managerial implications: When management and HR practitioners realise the need for 

pre-retirement preparation, they should pursue organisational strategies that will assist pre-retirees 

in their work-retirement transition. By implementing organisational strategies to address pre-

retirees’ unique retirement needs, they will remain positive, committed employees who will 

continue delivering high-quality work until their official retirement.  

Contribution/value-add: There are many choices to make during pre-retirement, and all of them 

require a level of knowledge and understanding of retirement planning and preparation. One of the 

most critical choices in life is the one of how and when to transfer from employment to retirement. 

This study provides qualitative answers and insights into current pre-retirement organisational 

strategies in the South African tyre manufacturing industry. The interview questions covered a 

broad spectrum, starting with what is currently done by the employer to prepare pre-retirees for 

retirement, moving towards recommendations to the organisation on how they can better prepare 

employees for retirement and finally gaining insight into what organisational factors are crucial to 

employees when they are preparing for or approaching retirement. An overview of typical aspects 

pre-retirees identified as critical will help employers consider means to support pre-retirees for 

actual retirement.  

Keywords: Pre-retirement organisational strategy; pre-retirement employer offering; pre-retirement 

preparation, pre-retirement planning; pre-retirement training 
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INTRODUCTION 

 

Bhorat, Naidoo, Oosthuizen and Pillay (2016) noted that South Africa’s working-age population 

would gradually increase from the present 34.2 million to 36.5 million by 2030, given that the 

population growth rate is declining. In reality, the median age of the general overall population of 

South Africa has increased from eighteen (18) to twenty-five (25) years over the last thirty years 

and is estimated to increase to thirty-one (31) years as the population continues to live longer 

(Oosthuizen, 2015). Thus, in turn, this implies an increase in the number of employed pre-retirees. 

Workforce participation has recently increased for both men and women at a mature age. The 

younger generation within the working-age population is expected to stabilise in size, while older 

working pre-retirees are expected to proliferate (Bhorat et al., 2016). According to the mid-year 

population estimates, the proportion of elderly persons aged sixty (60) and older is continuously 

increasing, and life expectancy at birth in 2018 was estimated at 61,1 years for males and 67,3 years 

for females (Statistics South Africa, 2018). Despite evidence that the number of employed pre-

retirees is growing, little progress has been made to establish clearly defined pre-retirement 

organisational strategies. 

 

More working adults are expected to leave their work in the next few years to spend almost thirty 

(30) years in the post-retirement phase (Yeung, 2013). According to the Organization of Economic 

Cooperation and Development [OECD] (2018), the employment rate in South Africa was 40.9% for 

working adults aged 55-64 in 2018, suggesting that almost 41% pre-retirees were still in full- or 

part-time employment. Therefore these employers and their employees must start thinking of 

planning for retirement. Critics question the South African retirement structure, which has shown 

that, although South Africa spends considerable resources towards retirement assistance, this 

structure is fearfully deficient and entirely out of sync with growing international trends 

(Brockerhoff, 2013).  

 

A pre-retirement organisational strategy is a relatively new and unknown concept, and it is difficult 

to estimate whether there is interest in and would impact South African organisations. Although 

some research has been carried out on life-management strategies as determinants of successful 

ageing (Jopp & Smith, 2006), no research has been found to investigate pre-retirement 

organisational strategies in South Africa. A variety of international studies have explored workplace 

programmes for older workers (Anderson & Weber, 1993; Appannah & Biggs, 2015; Burke & 

Hung, 2015; Magnavita et al., 2017; Ward, 2017), but only one research study has attempted to 

investigate retirement preparatory programmes in South Africa (Tyilana, 2013). Retirement 
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planning and preparation programmes play a significant role in an organisation in enabling staff to 

be informed about their retirement and the future. Most staff are unaware of the employer's 

retirement preparatory programmes and have strongly expressed the need to establish programmes 

in the form of workshops, seminars or conferences (Tyilana, 2013). 

 

Wang and Shultz (2010) indicated that hardly any longitudinal studies had been recorded in which 

the long-term effects of retirement preparation on post-retirement were examined. In a study that set 

out to determine the impact of pre-retirement planning on life satisfaction during retirement, 

Anderson and Weber (1993) found that retirement preparation strategies are most successful when 

executed and provided promptly. Findings further suggested that life satisfaction noticeably varied 

between retirees who planned independently, those who participated in a formal company-

sponsored pre-retirement organisational programme and those who did not plan at all (Anderson & 

Weber, 1993). Similarly, a study by Elder and Rudolph (1999) indicated that contemplating 

retirement and attending retirement preparation meetings were positively related to retirement 

satisfaction, implying that retirement satisfaction was a result of planning and preparation activities. 

However, these results were based on individuals who had already left their employment, and the 

existing interpretation fails to resolve the differentiation between retirees and pre-retirees. Yeung’s 

(2013) study on Chinese retirees suggested that increased preparative and planning actions are 

performed when individuals approach real retirement age. Given the results of previous research, it 

is evident that the opinions, perspectives and ideas of pre-retirement preparation strategies should 

also be sought from pre-retirees who are still employed. 

 

To prepare for the various needs of older adults, employers and younger individuals must gain an 

understanding of how the ageing process will impact their lives, their relatives and the general 

public as a whole ("The Importance of Gerontological Education," 2015, p. 798). Based on this 

data, the employer will be able to improve or implement suitable pre-retirement planning and 

preparation organisational strategies to determine where pre-retirees place the highest priority for 

securing their retirement (Muratore & Earl, 2010). Given that retirement preparation is a poorly 

researched construct in literature, employers ought to recognise that putting pre-retirees’ minds at 

ease about their retirement will, in turn, make them more productive, dedicated and committed 

(Fuller, 2009; Muratore & Earl, 2010).  

 

This research study was initiated to determine how pre-retirees perceive pre-retirement 

organisational strategies, which include, but is not limited to, pre-retirement training and/or support 

programmes towards the end of their employment partnership. This study, therefore, adopted a 
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qualitative research design to gain an in-depth understanding of existing pre-retirement 

organisational strategies offered by employers to pre-retirement employees in the South African 

tyre manufacturing industry. This project was conceived during the researcher’s time working as an 

HR practitioner in this industry. Therefore, based on first-hand experience, it is an important 

research study to be carried out.  

 

Research purpose and objectives 

 

The overall objective of the research study was to explore the current pre-retirement organisational 

strategies in a South African tyre manufacturing company. Another objective of this study was to 

systematically explore the preferred pre-retirement preparation strategies and/or organisational 

strategies and/or interventions recommended by employees in the South African tyre manufacturing 

industry. Against this background the following research questions were posed to address the 

research purpose and objective: 

 

• How are pre-retirement organisational strategies conceptualised according to literature? 

• What organisational strategies for retirement planning are currently available in the South 

African tyre manufacturing industry? 

• What organisational strategies for retirement planning are recommended by pre-retirement 

employees in the South African tyre manufacturing industry? 

• What recommendations can be made for future research and practice? 

 

Literature review  

 

Conceptualisation of pre-retirement 

 

Roth (2018) defined the term retirement as the act or event of leaving one's profession and 

terminating full-time employment. Most individuals view retirement as the time when people leave 

their employment, have reached a certain age or can no longer meet the requirements of their jobs 

(Goods & Millsteed, 2016). In his review of retirement experiences, Weiss (2005) offered three 

definitions of retirement; economic, psychological and sociological retirement. Thus, when a person 

older than his/her mid-fifties does not work, it is classified as an economic retirement; when an 

individual “self-select” to retire, it is classified as a psychological retirement and when others view 

their “status” as retired, it will be defined as sociological retirement.  
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Pre-retirement can be understood in various ways. “Old age” was regarded to start at fifty-five (55) 

for females and sixty (60) for males at the turn of the 20th century (Gong & Kendig, 2016). Loretto 

and White (2006) conceptualised pre-retirees as older workers, aged fifty (50) and above. In the tyre 

manufacturing industry, real retirement age is pronounced as sixty-five (65), although employees 

may retire any time following their 55th birthday, called early retirement (G. W. Greyling, personal 

communication, November 1, 2017). While definitions for “retirement age” are commonly found in 

literature, the term “pre-retirement age” is still poorly characterised. All employees in the tyre 

manufacturing industry between the ages of fifty-five (55) and sixty-five (65) are generally 

considered pre-retirees (G. W. Greyling, personal communication, November 1, 2017).  

 

Although most South African employers have a mandatory retirement policy in place, there is no 

general retirement age in South Africa (Tyilana, 2013). The employer normally sets a specific 

retirement age for employees in employment contracts (Tyilana, 2013). A small number of 

employers offer what is called ‘stepped retirement’ as a reduced level of employment, usually a 

year or two before actual retirement (Atkinson, Ford, Harding & Jones, 2015; Queen’s University, 

n.d.). For instance, pre-retirees at age sixty-three (63) could cut down to two-thirds of their regular 

job responsibilities and in the two years immediately following their actual retirement to age sixty-

seven (67), such pre-retirees only need to work at one third of the normal work level. 

 

Next, the importance of offering a pre-retirement organisational strategy to live productively, 

sustainably and purposeful after retirement is explored. 

 

Pre-retirement organisational strategies 

 

Considering the objective of this study, it is vital to investigate employer offerings and what pre-

retirement organisational strategies entail. Employers first adopted organisational retirement 

strategies in the United Kingdom around 1947 (Retirement Education Services, n.d.). By 1959 it 

was already believed that pre-retirement preparation initiatives had been a good investment towards 

the efficiency and productivity of employees in their remaining years of service (Shultz, 1959). 

While a variety of definitions of the term, pre-retirement employer offerings, have been suggested, 

this paper will use the definition as first suggested by Wermel (1960, p.41) who saw it as: 

 

Formal or informal programs which are designed with the specific objective of assisting employees in making 

the transition from working life to one of retirement. Only those personnel programs whose principal aim is to 

help employees prepare for retirement fall within the scope of the definition. 
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The study found that most pre-retirement employer offerings refer to a work-related or employer-

sponsored plan to help employees improve their financial and retirement security (Burke & Hung, 

2015; Ellen, Wiener & Fitzgerald, 2012). Of course, being forced to retire at a certain mandatory 

age is sometimes the only pre-retirement employer “offering” available (Lisante, 2005).  

 

It is suggested that retirement is a process, and that preparation for retirement is the start of that 

process (Muratore & Earl, 2010). Goods and Millsteed’s (2016) investigation into understanding 

retirement of ageing adults, suggested that there is a need for pre-retirement preparation 

programmes, including selecting/deciding and transitioning skills to prepare elderly employees for 

their future retirement. However, how retirement is viewed or how it affects a pre-retiree 

emotionally is a time that will undoubtedly come, and individuals usually appear to be unprepared 

or unwilling to stop working (Tyilana, 2013). Employers offering pre-retirement planning strategies 

might make a significant contribution to the positive transition into retirement (Goods & Millsteed, 

2016). This view was supported by Anderson and Weber (1993), who wrote that planning for the 

transition from employment to retirement is essential to employees approaching the end of their 

full-time employment profession. Appropriate pre-retirement organisational strategies seem to be 

necessary to ensure a successful transition and to maintain a productive and purposeful life after 

retirement (Yeung, 2013). Loretto and White (2006) believed that, in order to successfully reduce or 

eliminate pre-retiree work-related obstacles, an equal interest in pre-retirement organisational 

strategies, policies, practices and attitudes is needed.   

 

Some organisations, however, do implement particular pre-retirement strategies for their elderly 

employees. These strategies are based on the understanding that pre-retirees and their younger 

counterparts differ in needs and abilities (Skirbekk, 2008). Bélanger, Carrière and Sabourin (2016) 

found that the public sector and large corporations are more likely than other employers to be 

involved in human resources strategies that contribute to life after retirement. Boockmann, Fries 

and Göbel (2018) explained that employers can adopt many different human resources strategies 

targeted explicitly at pre-retirees to manage and support their unique work-related needs. 

Boockmann et al. (2018) further referred to these human resources strategies as “specific measures 

for older employees” (SMOE) including, but not limited to, age-specific design of workplaces, part-

time work schemes for older workers, reduced workload, re-organisation and specific training 

measures. Furthermore, previous research on age-friendly organisations mentioned various 

organisational strategies recommended by older workers. These were for example, adjusting work 

tasks, work conditions and work arrangements to the capacities of pre-retirees (Robertson & Tracy, 

1998); to consider flexible working schedules and/or phased retirement for pre-retirees (Allen, 
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Clark & Ghent, 2004; Huber, Lechner & Wunsch, 2016; Hutchens, 2003; Hutchens & Chen, 2007; 

Johnson, 2011; Manfredi & Vickers, 2009); to maintain the health and well-being of pre-retirees 

(Poscia et al., 2016); to provide life-long learning for pre-retirees (Czaja & Sharit, 2016) and to 

utilise pre-retirees in mentoring and coaching roles (Angelis, 1990). 

 

Furthermore, retirement preparation strategies could include information regarding new hobbies, 

health aspects, continued employment, financial positioning, the psychological transition as well as 

social and interpersonal relationships to ensure overall wellbeing during post-retirement (Muratore 

& Earl, 2010; Yeung 2013). Past research demonstrated that organisational strategies such as 

acquiring retirement information through training sessions during pre-retirement and promoting 

successful adjustment to retirement are useful information to pre-retirees (Yeung, 2013). Further to 

this, evidence suggests that employer-sponsored retirement programmes should be offered to 

employees well before actual retirement (Anderson & Weber, 1993). Participation in organisational 

pre-retirement strategies can begin between fifteen (15) and twenty (20) years before the real 

retirement period (Tyilana, 2013). Research suggests that employees in mid-level positions are 

more susceptible to retirement and therefore, more open to the idea of planning for it. However, 

blue-collar workers are less exposed to training during their employment and adopt a reluctant 

attitude to retirement preparation programmes (Kremer & Harpaz, 1982). 

 

The shift from work to retirement is an event of profound significance for many individuals, yet 

employers underestimate the value of pre-retirement organisational strategies and/or programmes 

(Tyilana, 2013). Very few employers implement specific strategies in support of pre-retirees 

(Harper, Khan, Saxena & Leeson, 2006; Taylor & Walker, 1998). Taylor and Walker (1998) carried 

out a large-scale survey and found that, although many organisations held favourable attitudes 

towards pre-retirees, most did not offer any pre-retirement strategies for older workers. Where there 

were such strategies in place, Vickerstaff, Cox and Keen, (2003) observed that the majority of pre-

retirees had little to no knowledge of their employer’s policies towards retirement beyond what 

applied to them directly. Also, Ferguson (2019) observed that information on private-sector 

organisational strategies is easier accessible than public-sector organisational strategies. 

 

Research, however, has been dominated by employer offerings specifically tailored to help their 

employees improve their financial and retirement security (Burke & Hung, 2015; Ellen et al., 2012; 

Scherer, 1996). A great deal of financial literacy programmes is offered to make sound retirement 

investments and financial decisions before real retirement (Ellen et al., 2012). However, a recent 

study by the World Economic Forum (WEF) has revealed that retirees outlive their employer 
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pension/provident savings, leaving individuals and employer policy-makers with the responsibility 

to close savings gaps to ensure pre-retiree investments can provide sufficient returns retirees will 

not outlive (Eltobgy & Yik, 2019). This might also be the reason why South Africans have been 

delaying their entry into real retirement. The debate about the need for pre-retirement employer 

offerings has gained new prominence with some arguing that the reason why most employers (and 

employees) did not seem to be engaged in planning for a meaningful retirement, could be because 

retirees wish to continue work after their mandatory retirement age (Kremer & Harpaz, 1982). 

Appelbaum, Patton and Shapiro (2003) also presented poor planning, unsympathetic treatment and 

miscommunication as some of the major reasons a pre-retirement organisational strategy would fail.  

 

It appears that organisational onboarding strategies are generally more common than offboarding 

organisational strategies, interventions or programmes. While pre-retirement organisational 

strategies are available, current strategies do not necessarily include all the correct aspects to meet 

the needs of pre-retirees. Evidence suggests that employer established organisational strategies 

mostly refer to work-related or employer-sponsored strategies to improve employees’ financial 

retirement status. Kantarci and Van Soest (2008) noted that, what may be important to some pre-

retirement strategies may not be relevant to others, with some employers not yet convinced that pre-

retirement organisational strategies should be encouraged. However, employers seem to realise 

more and more how pre-retirees provide valuable know-how and experience continuity, suggesting 

having proper pre-retirement organisational strategies could contribute to the overall company 

culture (Kantarci & Van Soest, 2008). According to Kremer and Harpaz (1982), participation in 

pre-retirement organisational strategies might be encouraged if a realistic view of post-retirement 

opportunities were presented to pre-retirees. Also, as reported by Mansour and Tremblay (2019), 

elderly employees who are more satisfied at work, become more involved and committed because 

they feel that the organisation appreciates their participation and is concerned about their well-

being. 

 

An investigation of literature concerning organisational strategies for retirement planning in the 

South African tyre manufacturing industry yielded no results. The only study found to be related to 

retirement preparation in South Africa was for the Metropolitan Municipality of Ekurhuleni, which 

was not related to the manufacturing sector (Tyilana, 2013). The majority of research conducted in 

South Africa focussed on pre-retirement preparation involving pre- and post-retirement investment 

strategies, pension withdrawals, retirement fund investment strategies and financial retirement goals 

(Anderson & Empedocles, 2016; Butler, 2012; Levitan, Dolya & Rusconi, n.d.). Other studies that 

could be found showed the impact of four forms of pre-retirement planning activities (financial, 
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health, social life and psychological preparation) on retirement adjustment studied by a group of 

Chinese retirees living in Hong Kong (Yeung, 2013). While in Australia one study by Muratore and 

Earl (2010) pointed out that financial considerations should not be the only aspect of a pre-

retirement planning organisational strategy. As indicated in the problem statement and from the 

aforementioned paragraph it is thus necessary to conduct this research in the tyre manufacturing 

industry in South Africa to get an indication of the strategies this industry employs to address pre-

retirement planning timeously.      

 

RESEARCH DESIGN 

 

The research design consists of the research approach, research strategy and research method. 

 

Research approach 

 

A qualitative research methodology that involved the collection, analysis and interpretation of data 

was utilised to describe the pre-retirement organisational strategies in the South African tyre 

manufacturing industry (Anderson, 2010). A qualitative research approach was beneficial because 

the data relates to the social circle, views and behaviours of the people involved (Anderson, 2010). 

Anderson (2010) identified several strengths of qualitative research. A subject can be studied in 

great depth; interviews are not restricted; data obtained is usually rich in detail and findings can 

often be transferred to other settings.  

 

The study used an interpretative paradigm, also called the interpretive research tradition. Thanh and 

Thanh (2015), appropriately claimed that interpretivist researchers discover reality through 

participants’ views, backgrounds and experiences. The researcher explored the experiences at a 

South African tyre manufacturing organisation to uncover the employer offerings to pre-retirees. 

Although the interpretive paradigm is not a dominant model of research, it has one very attractive 

feature: it is gaining considerable influence because it can accommodate multiple perspectives and 

versions of truths (Thanh & Thanh, 2015). The researcher used interpretivism to obtain an 

understanding and perception from the perspective of research participants to understand why a 

phenomenon exists and why they feel the way they do (Ryan, 2018). By using an interpretative 

paradigm, the researcher was able to understand pre-retirement employees’ perspectives concerning 

pre-retirement organisational strategies. 
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Research strategy 

 

A qualitative descriptive research strategy was utilised for this study. According to Bradshaw, 

Atkinson and Doody (2017, p.1) “qualitative description research studies are those that represent 

the characteristics of qualitative research rather than focusing on culture as does ethnography, the 

lived experience as in phenomenology or the building of theory as with grounded theory”. A 

qualitative description can be described as a method of investigation that aims to describe the 

research participant's perceptions and experiences of a particular phenomenon (Neergaard, Olesen, 

Andersen & Sondergaard, 2009). Therefore, this strategy was utilised to provide a rich and straight 

forward description of an event or phenomenon experienced by participants of a research study 

(Neergaard et al., 2009). This strategy was especially applicable to this research study, as the 

researcher aimed to explore the perceptions and experiences of pre-retirees regarding pre-retirement 

organisational strategies offered by their employer.  

 

Research method 

 

The research method comprises of the research setting, entrée and establishing researcher roles, 

research participants and sampling, the data collection method, recording of data, the data analysis, 

strategies employed to ensure data quality and integrity, reporting and ethical considerations.  

 

Research setting 

 

Semi-structured interviews were conducted at the organisation’s head office and two manufacturing 

plants of a South African tyre manufacturing organisation. Participants were not expected to travel 

to the researcher and felt more comfortable in their own work environments. Therefore, semi-

structured interviews were conducted in a conference venue at the participants’ offices. 

Arrangements for the interviews were made through the respective on-site HR representative. For 

the parties to comfortably engage, a request for a private, air-conditioned room with good lighting 

was extended to the relevant HR representative. Light refreshments such as tea, coffee and fresh 

water were offered to the participants. 

 

Participants were asked a series of questions on existing pre-retirement offerings by the employer, 

recommendations for pre-retirement organisational strategies and their preferences regarding pre-

retirement training. 
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Entrée and establishing researcher roles 

 

Before commencing the study, approval and ethical clearance were sought from the Scientific 

Research Committee and the Faculty’s Research Ethics Committee. Once written approval had been 

obtained from the Chief Executive Officer of the organisation, the researcher supplied an outline of 

the research objective and method to voluntary participants. Following this, informed written 

consent was attained from each voluntary participant.  

 

During this research study, the researcher fulfilled five distinct roles: that of the planner, 

interviewer, transcriber, analyst/interpreter and report writer of the results. Bengtsson (2016) 

defined five main tasks to be considered by a planner or organiser. Those are to establish the aim, 

the sample and unit of the analysis, the choice of data collection method, the choice of the analysis 

method and the practical implications of the study. The researcher also fulfilled the role of 

interviewer. Data was collected during semi-structured interviews where the researcher had an 

opportunity to ask probing and clarifying questions. As part of the interpretive process, data 

collected by interviews was recorded and transcribed into a written format (Bengtsson, 2016). 

Content from the transcribed text was transferred to an Excel spreadsheet to maintain quality and 

trustworthiness during the data analysis. Transcription was a lengthy process and involved close 

observation of data through repetitive and careful review of the recordings (Bailey, 2008). 

Therefore, the researcher acted out the role of the transcriber. Since there is a possibility that 

different researchers draw opposing conclusions from the same data, the researcher acted as a data 

analyst together with a co-coder who is a known expert in the field of Industrial Psychology 

(Bengtsson, 2016). Finally, the researcher wrote a report of the results by converting the 

participants’ know-how and events into consciousness. To ensure objectivity, the researcher 

considered all data collected from a neutral perspective. Findings were presented in table format as 

themes, categories/sub-themes and sub-categories/sub-headings to allow the reader a quick 

overview of the results (Bengtsson, 2016). 

 

Research participants and sampling 

 

For this research study, non-probability purposive and convenience sampling were utilised. As 

Dudovskiy (n.d.) rightfully noted, in purposive sampling (also known as judgment, selective or 

subjective sampling), the researcher relies on his/her judgement when choosing members of the 

population to participate in the study. Therefore, only a limited number of participants could serve 

as the primary data sources. Etikan, Musa and Alkassim (2016) mentioned that probability sampling 
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is defined as having a “distinguishing characteristic” where the samples are gathered in a manner 

that does not give all the participants in the population an equal possibility of being entered into the 

research. Convenience sampling is used to find a reasonable approximation of the truth by choosing 

an easily accessible non-random population sample (Tyrer & Heyman, 2016). Participants for this 

research study were sampled from one organisation in the South African tyre manufacturing 

industry. Participants differed regarding age, ethnicity, gender, language, highest level of education 

and years at the organisation.  

 

Participants needed to meet the following criteria for them to participate in the research study: 1) 

they had to be between the ages, fifty-five (55) and sixty-five (65), and considering retirement or 

early retirement; 2) be able to speak and understand English; 3) willingly participate in the research 

and be recorded during the interview process; 4) permanently employed at the time of the research 

and worked at a South African tyre manufacturing organisation; and 5) were allowed to be diverse 

in terms of race, gender, language, job category and job level.  

 

The researcher conducted semi-structured interviews until data saturation was reached. The research 

study was based on data collected from twenty-six (26) employees working for a South African tyre 

manufacturing organisation (N=26).  

 

Table 1 

Characteristics of participants (N=26) 

Item Category Frequency (f) Percentage (%) 

Age 55 – 59 

60 - 65 

16 

10 

61,5 

38,5 

Ethnicity African 

Coloured  

White 

3 

3 

20 

11.5 

11.5 

76.9 

Gender Female  

Male 

7 

19 

26.9 

73.1 

Language Afrikaans 

English 

Setswana 

Xitsonga 

13 

10 

2 

1 

50.0 

38.5 

7.7 

3.8 
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The highest level of education Bachelor’s degree 

Grade 10 

Grade 11 

Grade 12 

Grade 9 

Higher certificate 

Higher diploma 

Honours degree 

Master’s degree 

5 

1 

2 

4 

2 

4 

6 

1 

1 

19.2 

3.8 

7.7 

15.4 

7.7 

15.4 

23.1 

3.8 

3.8 

Years working at the organisation 0-10 

11-20 

21-30 

31-40 

41-50 

1 

5 

4 

14 

2 

3.8 

19.2 

15.4 

53.8 

7.7 

 

The sample comprised of 26 participants from one organisation in the South African tyre 

manufacturing industry. Table 1 illustrates that the majority of participants were between the ages 

of fifty-five (55) and fifty-nine (59) (61.5%). Most were white (76.9%), while 11.5% of them were 

African and Coloured respectively. Of the initial cohort of 26 participants, nineteen (19) were male 

and seven (7) female. The majority (50%) of participants were Afrikaans-speaking, 38.5% spoke 

English, 7.7% Setswana and 3.8% were Xitsonga-speaking. The majority (65.4%) of the 

participants furthered their studies, 15.4% held a Grade 12 (Matric), while 19.2% did not have 

Grade 12 (Matric) as their highest level of education. All of the participants received a long-service 

award at least once during their employment with the organisation. The majority (53.8%) had 

between thirty-one (31) to forty (40) years’ service. 

 

Data collection method 

 

The researcher designed a semi-structured interview guide to conduct confidential one-on-one 

interviews. In her handbook of research methods for clinical and health psychology, Fylan (2005) 

argued that due to its versatility, semi-structured interviewing is perfect for finding out Why rather 

than How many or How much. Although participants had to answer all questions from the guide, it 

was not necessary to do so in the same sequence. In answering the questions, participants were 
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allowed to use their own words and examples. Confidential interviews with participants included: 

possible pre-retirement organisational strategies; important organisational factors when preparing or 

approaching retirement; pre-retirement preparation training and recommendations to the employer. 

To describe the sample comprehensively, participants provided specific biographical information. 

The questionnaire included aspects such as age, ethnicity, gender, language, highest level of 

education and years employed at the organisation. Also, participants were expected to complete an 

informed written consent form each before the commencement of the interviews. 

 

Semi-structured interviews allowed for the evaluation of actual experiences as opposed to 

theoretical assumptions, and addressed specific dimensions of the research study while leaving 

space for participants to offer unique meanings to the matter under investigation (Galletta, 2013). 

Each interview question was visibly connected to the objective of the study, indicating that the 

researcher’s intent was to avidly explore the phenomena in this paper (Galletta, 2013). The 

researcher relied on her ability to probe to elicit a profound understanding and meaning behind the 

participants’ answers. 

 

Questions put to pre-retirement participants during the one-on-one interviews were: 

• What is currently being done by employers to prepare pre-retirees for retirement? 

• What do you recommend your employer should do to better prepare you for retirement? 

• What organisational factors will be important to you when you are preparing or 

approaching retirement? 

• Do you believe that your company should provide pre-retirement planning training? If yes, 

when should this be done, and what should the content cover?   

• What ideas can you offer to improve pre-retirement organisational strategies? 

 

At the beginning of the interview process, the researcher expressed her gratitude for the 

participant’s involvement, how confidentiality would be ensured, the purpose of the study and how 

she believed the participant would be able to support the research. 

 

Recording of data 

 

Cohen and Crabtree (2006) found that semi-structured interviews frequently include open-ended 

questions and as a rule best to tape-record interviews and later transcribe these recordings for 

analysis. In an attempt to make sure interviewees felt as comfortable as possible, permission was 

obtained from each participant to collect and record the data on an electronic recording device. The 
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researcher’s keynotes, scanned copies of the participants’ written informed consent forms, 

recordings and transcribed data were stored and password protected on the researcher’s personal 

external hard drive. To protect the identity of the participants, only the researcher and her 

supervisors had access to the stored data. 

 

Data analysis 

 

The researcher used a thematic analysis to combine the experiences of pre-retirees’ views and 

identified themes and sub-themes to analyse the data (Thomas & Harden, 2008). According to 

Thomas and Harden (2008), a thematic analysis is presented as a tried and true method that 

provides a specific and clear link between the data and conclusions of the research study. Braun and 

Clarke (2006) argued that, although a thematic analysis is a poorly defined, seldom recognised, yet 

commonly used qualitative analytical technique within psychology, it offers a straightforward and 

flexible approach to analysing qualitative information. Braun and Clarke (2006) provided a six-step 

framework for conducting a thematic analysis that is described as follows: 

 

Phase 1: Familiarising yourself with your data 

 

The first step was to study the data in great detail. The researcher repeatedly listened to the recorded 

data to contextualise the data before converting the information into written transcripts (Bailey, 

2008). To obtain a comprehensive understanding, the researcher had to read and re-read the 

transcripts numerous times. Early impressions of possible codes were noted (Maguire & Delahunt, 

2017). The objective was to study the data with an open mind and to take up a bird’s-eye view 

while looking for fundamental themes (Malterud, 2012). This part of the analysis allowed the 

researcher to browse through all the pieces of data to identify similarities in the participants’ 

responses. 

 

Phase 2: Generating initial codes 

 

The second step was to identify and organise data that may explain or clarify the research questions 

(Malterud, 2012). The researcher started by meticulously studying the transcripts and identifying 

text fragments supporting the research questions. The researcher used open coding by initiating and 

changing the codes as she worked through the coding activity (Maguire & Delahunt, 2017). The 

researcher coded every data item and concluded this step by comparing all the codes and relevant 

data extracts (Clarke & Braun, 2013). 
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Phase 3: Searching for themes 

 

The third step was to sort the text fragments of the actual code groupings into a few subgroups to 

identify the key focus areas (Malterud, 2012). As Clarke and Braun (2013, p.121) stated: ‘if codes 

are the bricks and tiles in a brick and tile house, then themes are the walls and roof panels’. 

Themes were defined by Braun and Clarke (2006, p.82) as follows: ’A theme captures something 

important about the data in relation to the research question and represents some level of patterned 

response or meaning within the data set’. Great care was taken by the researcher to ensure that 

themes did not overlap but related to each other to produce a coherent analysis (Braun, Clarke & 

Terry, 2015). The researcher noted that initial codes began to form main themes, and others sub-

themes (Nowell, Norris, White & Moules, 2017). 

 

Phase 4: Reviewing themes 

 

In step four, all data relevant to each theme was gathered, reviewed, modified and evaluated against 

the preliminary identified theme’s relevance (Maguire & Delahunt, 2017). The researcher examined 

whether the themes formed a credible and believable reflection of the data and began to define the 

characteristics of each theme as well as the relation between the themes (Clarke & Braun, 2013). It 

was discovered that some themes did not have enough data to support them and was eliminated 

from the initial list (Nowell et al., 2017). 

 

Phase 5: Defining and naming themes 

 

In step five the researcher had to write down a detailed analysis of each theme. Maguire and 

Delahunt (2017) reminded us that this is the final opportunity to enhance or amend the themes, and 

to determine the significance of each. Braun and Clarke (2006) reminded us, while recognising the 

‘story’ each theme conveys, it is also important to consider how it blends into the overall 'story' as a 

whole, to make sure the themes do not overlap too much with each other. In some instances the 

researcher identified sub-themes within themes (Braun & Clarke, 2012). 

 

Phase 6: Producing the report 

 

The final step was to deliver the findings in the form of an article and to compare the research data 

with existing literature. The purpose of the article was to create a compelling story based on the 

researcher’s interpretation of the research data (Braun & Clarke, 2012). Findings were produced 
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according to specific scientific guidelines to align with the appropriated scholarly style. Once the 

researcher had sufficiently established the themes, a systematic account of the findings with direct 

quotes from participants was prepared (Nowell et al., 2017). To ensure validity, an independent co-

coder, an expert in the field of Industrial Psychology, was asked to identify themes and patterns for 

comparison. The co-coder conducted her own thematic extraction to ensure coherence and 

consistency.  

 

Strategies employed to ensure quality data 

 

The first serious discussions and rejection regarding the validity of qualitative research emerged 

during the 1980s (Morse, Barrett, Mayan, Olson, & Spiers, 2002). Numerous studies have 

demonstrated how qualitative researchers can incorporate measures to ensure data quality and 

integrity (Morgan & Drury, 2003; Shenton, 2004). The researcher implemented the following four 

verification criteria fundamental to qualitative research to ensure the quality and validity of the 

research data: transferability, dependability, confirmability and credibility.  

 

Credibility: Credibility of research findings refers to the degree to which the findings are an 

accurate portrayal of the phenomena they are expected to represent (Anderson, 2010). To document 

the phenomena accurately, a researcher should use probing techniques to elicit detailed data during 

questioning (Shenton, 2004). To ensure enthusiasm and achieve honest and reliable responses, 

participants were strictly enlisted through voluntary participation. The researcher provided the 

participants with a clarification of their responses in order to confirm that her interpretation was true 

and correct. Furthermore, the researcher collaborated on the research process and findings with an 

independent academic expert on qualitative research.  

 

Transferability: Transferability is concerned with the ability to which the findings of one study can 

be applied to other research studies (Shenton, 2004). For this study the burden of proof rest on the 

researcher to collect comprehensive, descriptive and ample information to uphold judgements about 

circumstantial similarities (Guba, 1981; Kemparaj & Chavan, 2013). The researcher made sure the 

background and scope within which the research was conducted, were well defined. To establish 

transferability, the researcher kept field notes by documenting all aspects relating to the research 

process. The researcher’s objective was not to generalise, but to recognise and understand multiple 

points of view through a detailed process of data collection. 
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Dependability: Dependability refers to the issue of reliability and data stability over time and 

situations (Kemparaj & Chavan, 2013). The researcher adopted techniques to demonstrate that, if 

the research were replicated, with the same methods, by the same participants and in the same 

environment, comparable results would have been obtained (Shenton, 2004). The researcher kept 

physical evidence and methodological notes of the research process to provide the reader with 

meaningful results (Guba, 1981). A secure external hard drive was used to maintain password-

protected voice recordings, research information, research methods and the research decisions 

made. 

 

Confirmability: Confirmability is the qualitative researcher’s equal concern for objectivity. Steps 

were taken to ensure that the research findings were the result of the experiences, beliefs and 

opinions of the participants, rather than the characteristics and views of the researcher (Shenton, 

2004). In an attempt to illustrate impartiality, actual quotes leading to the formation of 

recommendations are included in this paper. Guba (1981) indicated that research findings should be 

free of biases or predispositions of the examiner’s outlook on the research topic. Cutcliffe and 

McKenna (2004, p.127) made another critical point when they stated: ‘the reader should make an 

independent assessment of the study and, as a result, should ‘confirm’ the findings reported’. 

Through carefully recording the findings, the researcher made effort to be impartial and to capture 

the unique perspectives of the participants throughout the study. Instead of leading the interviews, 

the researcher consciously sought clarification of the participants' answers, definitions and 

metaphors (Sami, 2016). The assistance of a co-coder was included to ensure the researcher did not 

let her own opinion and observations influence the findings of the study. 

 

Reporting 

 

Before conducting the thematic analysis, the researcher worked through all her interview keynotes, 

digital voice recordings and transcriptions. Once the researcher established a thorough 

understanding of the content, results were transferred to an Excel spreadsheet. Following this, 

themes, sub-themes and direct quotes were compiled from the data set. Where interviewees made 

use of their native language direct quotes had to be translated into English. With the help of the 

language editor, all quotes have been translated into English. Tables with actual examples of 

comments that point towards the research topic have been included in the findings - finally, a 

summary of the extent to which the research objectives had been achieved from this qualitative 

study was made. 
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Ethical considerations 

 

Qualitative research raises a host of ethical issues as a result of its individual and personal nature 

(Gibbs, 2018). Orb, Eisenhauer & Wynaden (2001, p. 93) defined ethics as ‘doing good and 

avoiding harm’, therefore any study that involves the input of people in their ordinary day-to-day 

circumstances, requires an appreciation of the ethical issues that may result from such 

collaborations. Employees’ willingness to participate heavily relied on the relationship that the 

researcher formed with them during the semi-structured interviews. The researcher ensured that the 

following ethical practices were followed: 

 

• The Faculty’s Research Ethics Committee – Before commencing the study, ethical clearance 

and an ethics number were sought from the tertiary institutions’ Faculty Research Ethics 

Committee. 

• Gatekeepers – Access to the three organisational sites were pre-arranged with the Chief 

Executive Officer (CEO) and the respective HR representatives.  

• Voluntary participation – From the onset, participants were informed that participation in the 

research was voluntary. Before undertaking the interviews, the researcher confirmed that 

participants made an informed decision regarding their participation by explaining the 

process, structure, background and expected contribution to each participant. The researcher 

strived to protect participants from undue intrusion, distress, indignity, physical discomfort, 

personal embarrassment, or psychological or other harm (Stevens, 2013). 

• Informed consent – Hammersley and Traianou (2012) drew our attention to the reasons why 

researchers must obtain informed consent from participants before the research is conducted, 

as well as the option to participants to withdraw from the study at any time. A consent form 

was supplied to each participant. The consent form provided background information of the 

study, the responsibilities of the participant, biographical information required, questions that 

would be asked at the interview, the benefits of taking part in the research, risks involved and 

who would have access to the data. 

• Confidentiality – Weiss, as cited by Kaiser (2012, p.458), was very specific on the issue of 

confidentiality: ‘Nothing in print or lecture reported from the study should permit the 

identification of respondents. In conclusion, the researcher took all reasonable precautions to 

protect sensitive information and the identities of the participants. Kaiser (2012) defined 

confidentiality as a significant undertaking to protect research participants from ill-treatment 

or harm. 
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FINDINGS 

 

The findings of this research study were structured according to categories, themes and sub-themes. 

The findings are reported in table format. Within the tables, themes, sub-themes and responses were 

extracted from transcribed interviews. Direct, detailed quotes from the participants substantiate the 

themes and sub-themes. During the thematic analysis, three (3) categories were identified. These 

categories were deducted from the data analysis of the interviews held with twenty-six (N=26) 

participants from the South African tyre manufacturing industry. 

 

Category 1: Employer offerings 

 

In this category participants were requested to provide a brief explanation of the variety and/or kind 

of pre-retirement assistance provided by their employer. The objective was to determine how the 

employer assist the employees in reaching their long- and short-term retirement goals and 

ambitions. 

  

Table 2 

Employer offerings 

Theme   Response 

Only a 

pension/provident 

fund contribution 

“There is nothing, besides pension/provident contribution provided or offered by the 

company.” (participant 2) 

“To be honest, Nothing, besides pension/provident contribution except the pension fund 

and the printout we get.” (participant 8) 

“Nothing, besides pension/provident contribution that I am aware of” (participant 10) 

 “Absolutely nothing. ...I was not given a farewell after 40 years.... Another employee 

retired at 65 and was here for 44 years and dedicated to the company, and nothing was 

done for him.” (participant 19) 

“It saddens me to see that people are out of this stream after being so loyal to a company 

and they are considered “deadwood”. You have done your duty and thank you very much. 

I think there is that little obligation to go back one step ... reward your loyal employees.” 

(participant 11) 

” As I am saying, I am happy, I still have my medical aid membership, but after 1996 no 

one gets medical aid cover anymore.” (participant 6) 

” There is no formal training programme if I understand correctly. People between the 
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ages of sixty and sixty-five are not invited to any programme where they tell you a little 

about what to expect during retirement. They occasionally have the financial advisers 

here to come and talk to you. However, that is for everyone, not just for pre-retirees.” 

(participant 25) 

 

Table 2 above describes the theme as extracted from the analysed data. The only theme identified in 

these responses was that the employer provided no additional offering and had no organisational 

strategy in place except for a company contribution towards the employees’ pension-, provident- or 

retirement fund.  

 

Only a pension/provident fund contribution: Participants indicated that, although the employer 

contributes to their pension, provident and retirement funds, limited additional or individual 

financial advice or guidance is offered by the employer. The employer subsidises fifty per cent 

(50%) of each permanent employee’s medical aid membership fee. For participants employed 

before 1996, an additional clause in their employment agreement offered them the continuation of 

this benefit after retirement. Only one participant mentioned that the employer provides a limited 

duration contract, which secured some form of continued income. Participants furthermore 

indicated that the lack of support in the workplace plays a huge role in the level of negativity 

experienced toward the employer. Other than employer fund contributions, participants had no 

additional supportive elements concerning retirement preparation and welfare. The researcher 

detected visible dissatisfaction. In conclusion, participants mostly felt unappreciated and 

disrespected.  

 

Category 2: Recommendations to the employer 

 

In this category participants were requested to share ideas on how to improve pre-retirement 

organisational strategies as well as recommend factors an employer should consider to better 

prepare pre-retirees for actual retirement. Participants listed several factors relevant to their personal 

and work environments. These findings delivered a better understanding of the dissatisfaction 

observed in category one above. 
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Table 3 

Recommendations to the employer 

Theme   Response 

Adjust job 

description for 

pre-retirees 

"I think people who approach the age 65 no longer have the physical strength, and mentally they 

are slow.... they no longer have the same energy as when they were younger. So, I think they 

should review our job descriptions around what we do.” (participant 12) 

"...instead of hoping for elderly staff to leave early...say we are going to reduce your salary... 

take away current KPIs and make staff development a key KPI in your revised job description.” 

(participant 12) 

“The Japanese do this exceptionally well. E.g., ... at a certain stage, they withdraw a pre-retiree 

and do not work them to death. Their older employees all end up in roles of coaching and 

mentoring or training... ...their salary may go down, but their focus is on a person’s health and 

setting up to enjoy retirement and to retain as much from skills transfer as possible.” 

(participant 5) 

Allow retired 

employees to 

fulfil a mentoring 

and coaching role 

“Somebody mentoring you as a youngster could have been of great benefit. I think you could 

mature faster and it would help younger people.” (participant 2) 

“...wherefrom age 50, specialists in certain fields can train and mentor younger employees and 

bring up a younger generation in terms of how to conduct themselves in the work environment. 

.... you accommodate throughput in the company for younger people to come up, and then use 

the elderly employees in a training capacity.” (participant 11) 

“...a training department is a huge resource for retired people to come and offer their skills on a 

freelance basis. ... somebody who has been building tyres for 40 years can teach other people 

how to do it. Mentoring and coaching these skills is a massive skill development gap; there are 

not enough mentors and coaches.” (participant 10) 

Allow retired 

employees to stay 

on in the 

company  

“...I want to be in an organisation where they still want to see what value I can add and that 

they are not confined to open their minds to how best they can utilisation the resources and even 

consider you in a different field...” (participant 5) 

"At my age, I may not be able to think fast anymore, maybe I can be a switchboard lady now, or 

maybe do filing, I do not know, one has to look at where you can use people. However, I feel the 

employer should at least consider those options before they decide you are no longer good 

enough for your current position, and it is time to retire.” (participant 13) 

"Yes, I think many people would like to work a little longer, ...I feel I can still give so much. It is 

senseless to retire at my age.” (participant 12) 

Assist with 

medical aid 

membership fees 

"...our health, it is something significant. The day you leave your employment, your medical 

cover automatically falls away, so if the employer can continue to assist in providing medical 

cover, it would remove a huge burden. However, at the moment, they do not offer that 
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possibility.” (participant 24) 

"...I think they can look at providing medical aid for people when they retire. That is the most 

important factor. It is a problem if you cannot go to the doctor.” (participant 25) 

“...that if an employee has worked for 10 years or 20 years plus; that category of employees to 

be treated differently in terms of retirement. ... Let them enjoy the benefits of a lower scheme or 

a hospital scheme, and the company subsidises it by one third... For example, if you have worked 

for 20 years, you have a subsidised hospital plan.” (participant 11) 

Contract retirees 

instead of 

external 

contractors 

"...give the older employees the first opportunity to do the job instead of giving it to an outside 

contractor to do...  ...give us the first opportunity to do it, and maybe start a business...to help us, 

they say you do the liners, you do the bladders, you clean the factory.” (participant 6) 

“...look at informal business consulting with retirees, where they contribute, with experience and 

knowledge and networking and sharing concepts. We are very quick to go search for companies 

and spend a million Rand, rather than considering retirees.” (participant 9) 

“...after I have retired, I can come back to do training such as induction training or factory 

tours, or qualified OHS training, so I can come and do it for the company instead of asking an 

outside provider, be like a consultant...” (participant 8) 

Employer should 

become people 

orientated 

“The manufacturing environment is typically not people orientated, but rather process 

orientated, and I think they need to up their people skills and particularly around the process of 

retirement.” (participant 10) 

“The tyre industry generally is extremely immature towards its wellness and its employees and 

how it treats them. I think it treats pre-retirees as commodities and not as people.” (participant 

11) 

“...they would have to invest in people from year 1 to year 40. Do they see enough value in 

investing in people, if that is not a priority, I doubt that they will embark on a retirement 

programme for the last ten years?” (participant 2) 

Employer should 

not engage in age 

discrimination 

“...employers should strategise and think differently in terms of how they downgrade age. I think 

that there are an ageism and age discrimination issue that is not overtly said in this country. 

Instead of thinking that your 45s, 50s are people with a wealth of knowledge, which can be 

explored more...companies rather give a package, and with that package, a wealth of 

information is lost.” (participant 11) 

“...we are starting to discriminate; people are saying that we can get younger people that are 

better qualified and that could probably deliver a better result, but the pertinent word is 

PROBABLY. ...you sacrifice family and weekends just to be kicked in the teeth, and that is not 

loyal.” (participant 5) 

“...retirees or people on the verge of retirement would also not like to be seen as a special class 

person. That is discriminatory... the more employers steer away from branding or categorising 

people as old, or the retirement section or the disable section, the better.” (participant 11) 
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Employer should 

provide 

additional 

financial 

planning 

guidance 

/coaching 

/awareness 

“Every year, when we get our pension statement, somebody should be advising you. I think 

guidance and direction are critical. The company needs to give a consultant to check an 

employee preparedness for retirement and provide the correct guidance. Almost like a 

counsellor, so that you do not have to get advice from your peer group...” (participant 14) 

“They can introduce awareness to older people, and maybe HR can drive this awareness to 

older people. ... the company can bring the right people to teach us how to save our money, or 

what must we do before retirement. ...it is better to get people to advise us so that when we go 

out there, we know what to do with our money.” (participant 15) 

“How to use your money wisely. How to invest. Where do you invest? Just how do you get by? I 

think for a significant number of employees that is necessary. ...a high number of employees are 

not equipped to work out or think to strategise for what the future holds. ...I think more so 

companies can make the link between actual retirement and how to prepare financially for 

retirement ...” (participant 11) 

Establish a forum 

consisting of 

retired industry 

employees 

“...as responsible employers, we should put something else out there ...employers and the 

SATMC can say, do we have a forum that caters for this and does we have knowledge pools...” 

(participant 9) 

“...older people can serve as a strategic think tank (forum) for the company, and I know, 

because I have been there, that younger people think they can also contribute to strategic issues 

of the company. So have a mixed match of young, vibrant, bright people, together with older 

seasoned, experienced people in a think tank working out strategies, policies, and so forth.” 

(participant 11) 

“I think there is an opportunity to pool resources into a common forum. People would feel 

valued, and we would benefit from their knowledge.” (participant 9) 

Invest in training 

of retirees (in a 

different field) 

“...somebody that has been in the organisation for 20 years or longer, and is going to retire in 

the organisation, are entitled to be considered for the last 5 or 6 years to be offered additional 

skills. Do not give him a gold watch, but rather assist him in something that he may want to 

study, and study something that they can use later.” (participant 5) 

“Maybe to give them soft skills. ...to be able to have the skills to do other jobs that are not so 

hard on the body. To get the opportunity to learn something else.” (participant 7) 

“I love cooking, baking and catering. So maybe the company could look at each and encourage 

them to do entrepreneurship before they retire. Alternatively, maybe a grass cutting company or 

look after somebody’s garden. ...they need to take the trouble to find out what makes people 

tick.” (participant 17) 

Pay attention to 

the psychological 

transition to 

retirement 

“We should have counselling. People retire, and within two years, they are no longer alive. They 

have lived 40 years, and when they step out of here, their lifestyle changes. They need to be 

prepared for the changes in their routine and know what the gaps are, to fill what they had, if 

you do not fill that gap, you will die. ...people need to be coached.” (participant 22) 

“...that a consultant can prepare a person. There should be plenty of information about 
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obstacles that older people experience. ...it would be good for companies that when you retire at 

50 tells them these are the obstacles that you will encounter when you reach 70 and 80 and 90. 

... prepare the employees for that.” (participant 11) 

“I think the psychological preparation is vital. I remember somebody, a very senior manager, 

coming in to tell me he was retiring, and he said; “Today I have a brain and tomorrow I do 

not”. I think that was a psychological aspect for him, and it was his saving grace that the 

company kept him on a contract for several years. This allowed him to prepare for that 

transition.” (participant 10) 

Planning of skills 

transfer must 

receive special 

attention 

“...do they have skills that need to be transferred, and who is going to replace them? Giving me 

one person as an understudy who can learn what I have done in 30 years.” (participant 9) 

“...if a person has a lifetime of knowledge, they can pass that one, but there is no succession 

planning, so the attitude is one of non-investment in the people. There is no passion in finding 

younger people who can be trained up. If I left, I would hate to think that the work I had been 

doing would fall flat...” (participant 2) 

“You should share your skills. If I am not there one day, who is going to do it? ...management 

needs to know what they do so that we can transfer that knowledge, so when that person leaves, 

we do not sit with the hole. (participant 14) 

Provide pre-

retirement 

workshops 

“...create a service for the particular employer to provide a seminar, plus it can be tailor-

made...” (participant 9) 

“... my husband retires in 2 years and his organisation has workshops starting about three years 

before they retire. They have seminars on financial status, emotional changes and things like 

that. ...once a month, a workshop until your actual retirement day.” (participant 10) 

"Maybe a workshop, retirement might be three years from now or five years from now. Asking 

you, have you ever thought about what you want to do, do you want to stay busy, do you have 

other talents you want to explore?” (participant 13) 

 

Table 3 above describes the themes as extracted from the analysed data. Findings were 

substantiated with direct quotes from participants. When requested to provide pre-retirement factors 

that should be considered by the employer, the following thoughts and ideas were offered. 

 

Adjust job description for pre-retirees: Participants proposed that the employer should consider 

cutting down on challenging mental and physical labour by adjusting the job descriptions of pre-

retirees. It was proposed that where a person, for example, performs a physically demanding job, 

s/he could be placed in a coaching, mentoring or training role. It was suggested that the training and 

development of younger employees should become the fundamental key performance indicator 

(KPI) in a pre-retiree’s job description.  
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Allow retired employees to fulfil a mentoring and coaching role: Correspondingly, participants said 

that the employer should allow retired employees to fulfil mentoring and coaching roles. 

Participants noted that, to help one grow and develop faster, it could have been a great benefit 

having a mentor as a younger employee. A mentor, in a training capacity, could guide the younger 

employees on aspects such as how to conduct themselves in the workplace; how to build a tyre or 

even how to acquire directorate and fiduciary responsibilities. Ideally, pre-retirees wish to go out 

into emerging businesses and offer their time and expertise to mentor and coach people who are 

growing their businesses. The organisation should promote and recognise the life experiences of 

pre-retirees and encourage younger staff members to learn from seasoned employees. Participants 

were of the opinion that the organisation must use pre-retirees in coaching and mentoring roles to 

help younger employees improve their personal and professional skills. 

 

Allow retired employees to stay on in the company: Participants felt that some form of job transition 

arrangement should be adopted. They believed that they can still make a valuable contribution, and 

the employer could even allow retired employees to contribute to any available field after actual 

retirement. Participants suggested that the employer should at least consider allowing them to work 

in an alternative position before actual retirement. Findings indicated that they would like to be in 

an organisation where the organisation recognises that they can still add value and are not limited to 

opening their minds, and even considers them in a different role such as a receptionist, a filling 

assistant, a switchboard operator or a coach. 

 

Assist with medical aid membership fees: Issues relating to the loss of medical aid membership after 

retirement led to participants proposing that the employer must consider funding medical health 

care, even if only partially. Participants stated that the employer allows them to join an open 

medical aid and pay a portion of their monthly contributions. However, this subsidy is restricted to 

full-time employees only and terminate when one retires. Participants highlighted a need for 

continued employer health insurance benefits. 

 

Contract retirees instead of external contractors: Participants offered their services to the company 

instead of commissioning an independent contractor at an excessive fee. It must be noted that pre-

retirees’ expertise is at the organisation's disposal and can be used instead of using outside 

contractors. Participants felt that there are numerous activities in the factories where their services 

can be utilised following retirement. Such activities include cleaning the factory, rerolling inner 

liners, bladder assembly, mould changes, presenting the company orientation programme to new 

employees or providing occupational health and safety training.   
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Employer should become people-orientated: Participants said that the employer should become 

more people-orientated. Participants stated that the employer treats them as commodities, does not 

value their contribution over the years and that one should not expect a glamorous farewell. 

Participants further highlighted that the tyre manufacturing industry is mostly process- and not 

people-orientated. The fact that the employer is not people-orientated implies retirement to be 

insignificant. 

 

Employer should not engage in age discrimination: Participants felt that the employer engages in 

age discrimination by branding or categorising their ageing workforce. The reasons for age 

discrimination seem to be because the employer believes younger employees have better ideas, are 

more vibrant, are more productive, are better qualified and probably deliver better results. 

Participants believed that employers should steer away from branding or categorising people as 

‘old’, ‘the retirement section’ or the’ disabled section’.  

 

Employer should provide additional financial planning/guidance/coaching/awareness: Participants 

highlighted a great need for extra financial planning, coaching and awareness initiatives. Assistance 

on how to assess the potential financial shortcomings based on the lifestyle one wants during 

retirement was identified as a pre-retirement factor that should be considered by the employer. 

Participants called for qualified financial specialists to guide them on aspects such as budgeting, 

how and where to invest and general financial preparedness for life after retirement. 

 

Establish a forum consisting of retired industry employees: Participants said that the employer 

should establish a forum/alumni consisting of retired industry employees who can be utilised for ad-

hoc projects. Participants felt a retiree forum or network could be a good strategy for maintaining a 

relationship with former employees and would be helpful in their post-retirement careers. They 

suggested that, by establishing a knowledge pool in the form of a forum, retirees can serve as an 

advisory committee to all employers from the South African Tyre Manufacturers Conference 

(SATMC) representative body. Conversely, the forum can collectively act with employed younger, 

vibrant employees in a ‘strategic think tank’ to establish strategy and policy. It was noted that such 

a forum would focus on environmental, technical and related projects and have no impact on the 

Competition Commission of South Africa.  
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Invest in training of retirees (in a different field): Some participants expressed a need for training or 

upskilling in a different field of expertise. Participants proposed that the employer should fund 

training courses that can help one learn new skills to start a different job such as becoming a 

plumber, electrician or floral designer following their retirement. 

 

Pay attention to the psychological transition to retirement: Participants said that the employer 

should support the psychological transition to and mental preparation for retirement. Participants 

found they have not prepared themselves nearly as well as they hoped they should and expressed a 

need for the employer to assist with the psychological aspect of transitioning into retirement. 

Participants stated that transitioning into retirement after many years of employment can lead to 

feelings of worthlessness and emotional conflict. 

 

Planning of skills transfer must receive special attention: Participants alluded to the notion of 

implementing a formal succession programme in which special attention is given to skill and 

knowledge transfer. They believed that the employer should have a hand-over plan in place to 

ensure a smooth transition to a successor/protege. They believed that it would be helpful for the 

employer to timeously initiate appropriate steps to promote pre-retirees’ knowledge transfer to 

younger employees and that the younger employees would be grateful and positively associate with 

a formal skills transfer strategy. Participants mentioned that there is currently no formal skills 

transfer plan in place and sadly believe their years of hard work would come to nothing. Pre-retirees 

further cited that they have witnessed how the lack of a formal handover process left the new 

employees in the dark regarding their roles and the employer’s underlying expectations. Participants 

also emphasised that the organisation should promote a successor training culture to boost the 

workforce's efficiency and output.   

 

Provide pre-retirement workshops: Several participants suggested that the employer should 

consider introducing formal pre-retirement preparation workshops or training. Participants further 

mentioned that those workshops should start about three to five years before they retire. Workshop 

content could cover aspects such as financial status, emotional changes, retirement activities and 

how to explore other talents. 

 

Overall, these results suggest that employers are unaware of pre-retirees’ retirement planning needs. 
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Category 3: Pre-retirement planning training 

 

In category two the provision or delivery of pre-retirement workshops was recommended by several 

participants. Participants shared their thoughts and ideas regarding the option of attending pre-

retirement planning coaching or training sessions. Previous findings alluded to the need for specific 

pre-retirement planning/coaching/awareness training, guidance on how to psychologically transition 

into retirement, and general pre-retirement preparation information. The purpose is to establish 

precisely what pre-retirees would like to know to be able to live productively and sustainably a 

purposeful life after retirement. 

 

In category 3, five main themes were identified during the thematic analysis. The first theme 

provides an overview of the content to be included in pre-retirement planning training. The second 

theme relates to how participants want the training to be delivered. The third theme suggests the 

preferred mode of delivery. The fourth theme proposed when the pre-retirement planning training 

should be presented. The fifth theme recommends by whom the pre-retirement planning training 

should be presented. These five themes and their subsequent sub-themes are described below. 

 

Table 4 

Pre-retirement planning training 

Theme   Sub-Theme Response 

Content  Business 

management skills 

“...finance and business management skills, and other training 

that can be of benefit.” (participant 8) 

“How do I start a business? ...how do I start a second career 

after I retire? ...what should I do to be an entrepreneur?" 

(participant 12) 

 Family support and 

responsibilities 

“...what are your family responsibilities, what is your support 

structure...many people say in the black culture kids take on 

responsibility for their parents, that has changed...”     

(participant 9) 

“Your support system, if you become ill, is there available people, 

who can support you...” (participant 19) 

 Finances "...focus on finance, the process, the planning on how to prepare 

yourself financially for retirement..." (participant 12) 

"The first thing that keeps coming up is finance ...learn how to 

work with money and that type of stuff ...and how to prepare a 
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budget..." (participant 25) 

 Medical aid 

management 

“Provision for medical aid, the health aspect for some people is a 

shock, so we need to talk about health aspects, and how to control 

them.” (participant 16) 

"...maybe get someone in to confirm whether you are on the 

correct medical aid option, to say, well you are on this plan, you 

will no longer get the same income, you might become ill...you 

have to change to this now..." (participant 13) 

 Psychological 

transition to 

retirement 

“...at the beginning to get the mindset right, mental preparedness 

at the beginning.” (participant 22) 

“Are you mentally prepared to retire? Have you thought about 

what you are going to do?” (participant 13) 

 Social aspects “What are your social aspects?... Normally people start with the 

money, ...it’s other community issues that they do not think 

about.” (participant 9) 

“It would be good to have some social engagement training 

...ideas to open your mind to what you can do when you are 

retired.” (participant 26) 

 Time management “...time management; the how-to equalise family time...” 

(participant 3) 

“...and prepare you on what you want to do with your time, that is 

the biggest problem.” (participant 21) 

 Understand the 

reality of retirement 

“You need to have some information from people who are retired 

and have had a successful transition from work to retirement...all 

those pitfalls of what you should and should not do.”   

(participant 26) 

“...many people are not in touch with reality. They think that life 

is going to be so much better, and they are not going to work, but 

it is not that way. ...training is important to know what to expect 

out there.” (participant 20) 

Mode of delivery Online training “I think that online training awareness is important and not 

necessarily classroom training.” (participant 5) 

“.... It can be online ....” (participant 18) 

 Traditional training 

methods   

“...even a half-day workshop...” (participant 20) 

“I think the more formal it is, the better and I think there can even 
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be a question-and-answer thing. It can be ...classroom-based. ...It 

would be difficult to have a one-size-fits-all, considering the 

people in the factory, education, language barriers and 

availability.” (participant 18) 

 Participation Compulsory “I would make it compulsory.  ...If it is voluntary, then 90% of 

people will think they are too young for retirement.”    

(participant 22) 

“I would make it compulsory, so you ensure that when people 

retire, they have been assisted and directed.” (participant 16) 

 Voluntary "...say it is voluntary, but we strongly recommend that you 

come..." (participant 13) 

"...it is the retiree's responsibility, for that reason, I would say to 

make it voluntary." (participant 25) 

When? From age 40 “I say at 40 years, at 35 they should brainstorm the idea, but at 

40 they need proper training...” (participant 8) 

“At age 40.” (participant 14) 

 From age 50 “To my knowledge, 50 is the right age.” (participant 15) 

"I would say at 50 ... and then maybe more focused the older you 

get." (participant 6) 

 From age 55 “I think that pre-retirement training should be available to any 

people that are within one year of 55, so 54. People can retire at 

55, so there should be the ability for people to be exposed to what 

to expect.” (participant 9) 

"...well, everyone between the ages of 55 to 60 have a workshop 

on a Friday afternoon..." (participant 13) 

 From age 58 "I will probably say 58, maybe 58 plus." (participant 25) 

“...because few retire at 55, most at 60 and 65. So for the ones 

retiring at 60 they should start at 58.” (participant 19) 

 From age 60 “I think about 60.” (participant 22) 

“...I would say 60 and up.” (participant 23) 

 Last one year “About a year before the time.” (participant 23) 

“At least a year before retirement.” (participant 21) 

 Last three years “Probably in the last three years.” (participant 2) 
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"...at least three years before retirement." (participant 3) 

 Last five years “About 5 years before you retire.” (participant 26) 

“...it depends on the person because of early retirement, at least 5 

years before retirement age.” (participant 20) 

 More intensive 

training with age 

increase 

“Definitely 5 years ahead of time, and more focussed, 3 years 

before retirement. At least raising awareness is very important to 

me...” (participant 13) 

“At 50 plus it does not need to be that intense, but at 60 plus you 

need to have an intense understanding of what is going to happen 

when you retire.” (participant 26) 

Who? Qualified 

professional 

“Maybe they can involve outsiders like consultants from 

investors, like Old Mutual, so that we can see they are the right 

people to go to. Unlike an employee to give the training, because 

then they will not take it seriously.” (participant 15) 

“...somebody with an MBA they could share how they market 

themselves and where to find an institution.” (participant 2) 

"... so, you have a financial person and a clinical person there..." 

(participant 13) 

“...it is not driven by a financial advisor, rather a life coach who 

understands what is living and retiring about and what is 

necessary. It must be driven by people who understand life, not by 

people who want to sell a policy.” (participant 9) 

 Retirees “The facilitator must be somebody that is in the same boat.” 

(participant 22) 

“You need to have information from people who are retired and 

have had a successful transition from working to retiring.” 

(participant 26) 

 

Table 4 above describes the theme and sub-themes as extracted from the analysed data. Examples of 

original responses by participants were provided in order to substantiate the findings of this 

category.  

 

In order to have a productive and sustainable life after retirement, participants felt that 

training/workshops should be held to prepare them for their everyday life after retirement, their 

retirement ambitions and investment choices. Participants indicated a need for a wide range of data 
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to be presented by well-informed individuals. They shared several ideas on the content they want to 

be trained on, the preferred method of learning, whether participation should be voluntary or 

compulsory, when and by whom training should be provided. Participants envisaged that pre-

retirement training would help them make considered retirement choices and ensure proactive 

retirement planning. Although most of the participants were concerned about their retirement 

savings, many other aspects related to retirement were of concern. 

 

Content: The perceived training content included business management skills, family support and 

responsibilities, finance, medical aid management, the psychological transition to retirement, social 

aspects, time management and understanding the reality of retirement. Participants mentioned that 

business management skills could help them start a private business, post-retirement. Employees 

mentioned that they want to maintain their relationship with their families and grandchildren. 

Although they respect their families and want to be closer to them, they have difficulty 

understanding the privacy boundaries. Most of the participants said that the employer must take 

steps to assist in their lack of financial literacy. The participants felt that they lack the skills and 

know-how that would enable them to make informed and effective financial decisions. These 

decisions include making informed decisions, investing, capitalising and saving for retirement. 

Employees added that medical aid and chronic condition treatment are more regularly required as 

one gets older; as a result, medical needs intensify while having a smaller income. The issue of how 

to balance one’s income with health care costs is complicated. Understanding the effect of a 

psychological transition and emotional anxiety brought on by retirement was also highlighted as an 

area of concern. Participants also indicated that they do not know how to foster and maintain social 

engagement when retirement would mean additional or fewer social interaction. Another factor 

identified, was how to manage one’s free time. Finally, participants expressed a fear of the possible 

reality of retirement. The prospect of retirement is currently unknown, and pre-retirees identified 

the need for information regarding retirement truths, dangers and pitfalls.  

 

Mode of delivery: Findings suggested two methods of learning are preferred. Participant responses 

were split equally between traditional and online learning. For some participants the traditional 

classroom training was more appropriate, while for others, e-learning was the preferred method of 

delivery. 
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Participation: Findings suggested that the majority of participants believed that pre-retirement 

planning training should be voluntary. The remainder of the participants felt it should be 

compulsory, as a person is inclined to push aside less important or remote future objectives and 

tends to get absorbed into his/her immediate, everyday tasks.  

 

When?: These results suggested that pre-retirement planning training should be offered as from age 

forty (40) to no later than one year prior to actual retirement. A variety of perspectives were 

expressed, including a suggestion that pre-retirement preparation training should intensify as one 

grows older. Two discrete ages emerged from the analysis, those of fifty (50) and fifty-five (55) to 

initiate a pre-retirement organisational intervention or training strategy. 

 

Who?: Pre-retirees must be able to understand the concept of retirement well enough to make 

informed decisions about their future. In summary, the responses suggest that pre-retirement 

preparation and planning training should be presented by a qualified professional in their field of 

expertise or subject area, alternatively by a retiree who has already retired from work or a 

professional career. Highly experienced retirement trainers or facilitators could include retired 

educators, clinically trained individuals, financial advisors/experts, life coaches, investment 

consultants, qualified business managers or retirees who have already experienced retirement 

challenges. Participants perceived that a retirement life coach could help them prepare for the 

emotional, financial and social transition. Participants noted that facilitators should be individuals 

who advocate meaningful retirement experience by providing reliable and informed guidance on 

how to properly prepare for retirement. 

 

DISCUSSION 

 

Outline of the findings 

 

The first objective of this study was to conceptualise pre-retirement organisational strategies 

according to literature. According to Beehr (1986, p. 39), retirement is defined as “a process that 

starts with planning and decision making some time before the actual end of one’s working life”. 

Pre-retirement is defined as the period relating to or occurring in a time before retirement (Pre-

retirement, 2005). In their 50s, 60s and sometimes even 70s pre-retirees are described as individuals 

who gradually ease into retirement by decreased working hours so that they can do other activities 

(Stone, 2015). Although the official retirement age in most countries is around the age range of 62-

65, there is a handful of professions and countries from which employees leave the workforce even 
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later (Horswill, 2014; Steverman, 2017). An organisational strategy is the sum of the activities that 

an organisation intends to take to support a smooth transition into retirement. According to Bridges 

(2009), during the transition, there is an ending, then a neutral zone, and only then a new beginning 

will emerge. Essential features for an organisational strategy include resources, scope and key 

capabilities of the organisation (Johnson, 2019). Pre-retirement initiatives, pre-retirement 

organisational strategies and preparation for retirement is a badly measured construct within 

literature given that pre-retirement organisational strategies research has mostly been dominated by 

a financial outlook (Muratore & Earl, 2010).  

 

The second objective of this study was to establish what pre-retirement organisational strategies 

are currently in place in the South African tyre manufacturing industry. The objective was to 

determine how the employer of the participants in the organisation used in this study, assist the 

employees in reaching their long- and short-term retirement goals and ambitions. An aimed analysis 

explored the available organisational strategies for pre-retirees for the specific organisation. In the 

current research study, pre-retirement organisational strategies are defined as an attempt by the 

employer to provide retirement preparation to pre-retirees while still employed. Employers who 

invest effort in preparing their employees for retirement are presumably those who have pre-

retirement organisational strategies in place. 

 

Conversely, of those who do not have any pre-retirement organisational policies, would be 

anticipated to invest little or no effort in preparing their pre-retirees for retirement. The organisation 

offers full-time employment to the employees of this particular organisation in the tyre 

manufacturing industry. It was found that from age fifty-five (55), full-time employees may apply 

for early retirement, while sixty-five (65) is regarded as the official retirement age. Furthermore, the 

organisation used in this study followed an undocumented and unofficial succession system. No 

official measures are taken before an employee retires to guarantee a successful skills transition.  

 

Participants were asked to indicate whether they believe their company should provide training in 

pre-retirement planning. Findings emphasised the need for organisational strategies by which pre-

retirees can benefit from training or similar interventions to alleviate their concerns relating to the 

transition from pre- to post-retirement. Results from this research study indicated that minimal 

retirement preparation support is currently offered to pre-retirees from this particular organisation in 

the tyre manufacturing industry. Furthermore, the organisation's welfare system only contributes to 

medical aid and pension/provident/retirement benefits. Only participants employed before 1996, are 

offered continuation of their medical aid contribution after retirement. Reitzes, Mutran and 
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Fernandez (1998) proposed that pre-retirees who participated in pre-retirement organisational 

strategies and who were going to receive pension benefits are more prone to retire. Previous studies 

have demonstrated that retirement preparation is correlated with reduced retirement-related anxiety 

and depression and helps pre-retirees to clarify their retirement expectations (Taylor-Carter & 

Cook, 1997). Van Dalen, Henkens and Schippers (2010) found that human resources strategies tend 

to ‘spare’ older employees, offering them aspects such as additional leave and early retirement. The 

introduction of flexible working hours, age limits on specialised positions, the exclusion from 

working overtime and lessening of the workload for pre-retirees were considered sufficient 

organisational strategies to meet pre-retiree needs; however, there is a remarkably low number of 

organisations that offer proactive training programmes tailored explicitly for pre-retirees (Van 

Dalen et al., 2010).  

 

The third objective of this study was to establish what organisational strategies are recommended 

by pre-retirement employees in the specific organisation in the tyre manufacturing industry. The 

objective was to determine how to enhance organisational policies for pre-retirement and to suggest 

factors that should be considered by an employer to better prepare pre-retirees for actual retirement. 

When participants were requested to elaborate on what elements, issues and factors should be 

considered, the following themes emerged. Participants expressed an expectation that their pre-

retirement job requirements would be changed, that the organisation would allow retired staff to 

play a mentoring and coaching role, that the organisation would enable retired staff to stay on in any 

capacity and that the organisation would assist with their medical aid membership fees after 

retirement. Participants also indicated that they set their hearts on being hired instead of outside 

contractors, hoping that the company would become more people-oriented and not engage in age 

discrimination. Participants further suggested that the organisation should provide additional 

financial planning guidance/coaching/awareness, set up a forum consisting of retired industry 

employees and pay special attention to the psychological transition to retirement. Ultimately, the 

participants wanted the organisation to recognise the importance of skills transfer, invest in training 

of retirees (in a different field) and provide pre-retirement workshops. 

 

Various literature sources corroborate with the findings of this study. Participants suggested that the 

employer should consider adjusting their job descriptions. Most of the study participants did not 

want to stop working entirely. Changing or adapting their job responsibilities could make it possible 

for them to continue working. Some participants indicated that they would prefer to work on a 

contract basis, while others want to reduce their working hours and adopt a phased retirement 

approach (Chen & Scott, 2006). Job descriptions that call for more innovation and originality and 
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less simplicity have been associated with delayed retirement (Hayward, Grady, Hardy & Sommers, 

1989; Reitzes et al., 1998). Johnson (2011) also noted that the gradual retirement programmes, 

known as phased retirement, allow pre-retirement employees to reduce their work hours and duties 

and to engage in more accommodating work schedules while at the same time allowing the 

organisation to retain its experienced workforce. Nakai, Chang, Snell and Fluckinger (2011) 

suggested that pre-retirement positions may involve positions providing limited working hours, 

referred to as phased-down retirement, where the features of employment are changed in such a 

manner as to allow for an extended career at an elderly age. 

 

Participants further mentioned that the employer should allow retired employees to fulfil a 

mentoring and coaching role. As Taylor and Earl (2016) stated, great emphasis is put on the 

retention and transfer of knowledge through mentoring and coaching schemes. Various types of pre-

retirement organisational strategies are recommended, and some of these “measures” have been 

successfully implemented. For example, schools across Illinois started to adopt an assistance 

programme for younger teachers by enabling older individuals to share their skills and knowledge 

with students in an effort to bring young and old together (Angelis, 1990). While Van Dalen et al. 

(2010) found that organisations do not necessarily create positions in which pre-retirees can act as 

coaches and/or mentors, Lindbo and Shultz (1998) were more concerned that, in the years leading 

to retirement, formal facilitation and socialisation would be required, and that organisational 

strategies such as mentoring initiatives would become an essential component to enhance the 

retirement adjustment of a pre-retiree.  

 

Participants also proposed that the employer should allow pre-retirees to continue working even if it 

meant transferring them into other roles or positions. Literature suggests that employers should 

allow employees to stay on in any role and actively facilitate the participation of older employees in 

the South African economy. Instead of being concerned about the statutory and fictional retirement 

age, government and employers should take all the necessary steps to keep older employees in 

productive employment for as long as possible (Labuschagne, Bekker, & Van Eck, 2004).  

 

Participants further highlighted a need for continued employer health insurance benefits. A major 

challenge for older employees on medical assistance programmes is to ensure that they have 

sufficient retirement savings to provide life-long revenue and the ability to cover out-of-pocket and 

long-term health care costs (Benzimra, 2018). Farrell (2018, para. 11) noted that “one of the 

greatest fears for people in retirement can be the cost of long-term care associated with a major 

medical procedure, sharply declining health or treatment for cognitive disorders”.  
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Research in the United Kingdom on organisational strategies designed to improve the health and 

wellbeing of older employees is limited (Crawford, Graveling, Cowie & Dixon, 2010). 

Approximately 20 per cent of the national health expenditure in the United States consists of 

medical assistance programmes that support elderly individuals (Kaestner & Lubotsky, 2016). 

According to Natvidad (2018), the National Business Group on Health (NBGH) and Fidelity 

Investments revealed that 92 per cent of employers consider health and well-being approaches to be 

a component of their overall business strategy, while 83 per cent of employers plan to keep or 

expand their welfare assistance over the next three (3) to five (5) years. To what extent this will 

support pre-retirees, is unknown. 

 

Findings also indicated that pre-retirees felt that there were numerous activities in the workplace 

where, following retirement, their services could be used instead of those of external contractors. 

Participants believed that, in reality, retirees bring with them a historical and demonstrable 

background, which is a tremendous benefit against that of a contractor who would be unfamiliar 

with the milieu. Sherer and Lee (1993) found that, when an organisation has a high percentage of 

pre-retirees, it tends to dominate and command the adoption of a ‘contracting-in-retirees’ (CIR) 

strategy. It remains unknown whether this approach will be advantageous to retirees and the 

organisation (Sherer & Lee, 1993). Existing literature indicates that companies that provide retirees 

with work opportunities are valuing pre-retirees’ commitment and demonstrate to the rest of the 

workforce that the organisation cares about their well-being (Connelly & Gallagher, 2006). 

 

Results further indicated that participants felt that the organisation treats pre-retirees as objects and 

urge the organisation to become more people orientated. They viewed the organisation they worked 

for in the tyre manufacturing industry as being mostly task- and not people-orientated. Some 

previous studies examined the attitudes of employers towards pre-retirees. Taylor and Earl (2016, p. 

25) confirmed that per-retirees are only regarded as: ‘Being in the final phase of a career, as being 

on the cusp of retirement, as being in physical decline, as keepers of knowledge that needed to be 

captured or passed on, or as only suitable for lower status jobs’, by the employer. Most 

organisations are misinformed, said Donovan (2017), believing that pre-retirement employees are 

inflexible, have no learning capacity and are unable to adjust to change. Donovan (2017) 

emphasised that pre-retirees are experienced professionals who have the skills and knowledge to 

contribute to organisational success.  

 

Participants also mentioned that the employer engage in age discrimination by branding or 

categorising the ageing workforce. Participants advised that organisations should not engage in age 
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stereotyping. Literature indicated that perceived age discrimination in the workplace tends to 

increase with age and over time, perceived age discrimination predicts lower employee satisfaction 

and self-rated wellbeing as well as increased symptoms of depression, although age discrimination 

does not predict the probability of working past retirement age (Marchiondo, Gonzales & Williams, 

2019). Desmette and Gaillard (2008) also noted that, in order to prevent ageism and stereotyping, 

pre-retirement employees who regularly face stereotyping and age discrimination in the workplace 

would retire early. Knowing that empirical research has not endorsed the stereotypical view that 

older employees are less productive than younger employees, suggests that age and performance are 

not linked or even favourably linked (Nakai et al., 2011).  

 

Numerous participants indicated that the employer should include additional guidance on financial 

planning in a pre-retirement organisational strategy. This refers to a pre-retirement financial 

planning programme with tips and tools to guide employees on how to afford and finance their 

retirement ambitions. Some professed that they had a late start and had to get serious, cut the budget 

and contribute as much as possible to their retirement savings (Herrig, 2019). It was evident from 

the interviews that the participants were concerned as to whether they would outlive their retirement 

savings. In search of means to make sure the latter does not happen, pre-retirees might look for 

investment alternatives to cover their expected retirement living costs (Appleby, 2019). 

 

Participants said an employer should develop a forum/alumni made up of retirees who could be 

used for ad-hoc projects. In 2019, in an article titled, “The Strategic Advantage of Retirees as 

Mentors”, it was noted that retirees offer a wealth of knowledge and experience, and by allowing 

them to form part of an advisory forum or alumni, can help build a strong workforce in a productive 

organisation and eventually contribute to the bottom line. Considering a forum for retirees not only 

promotes goodwill, but also offers a network of possible sources to advise established companies 

and start-ups; serve as advisors to company leaders, new partners or board of directors as well as 

maintain friendships with former clients (Abbott, 2018). 

 

A large number of participants indicated that the employer should support them during the 

psychological transition to retirement. While some pre-retirees make a smooth transition to 

retirement, advancing into their new lifestyle with enthusiasm, others have more trouble adjusting. 

Some would disregard the entire retirement topic and behave as if that day would never come 

(Voorhees, 1977). According to Bozionelos and Bozionelos (2011), several pre-retirees make an 

unsuccessful psychological transition into retirement. Some take pleasure in retirement, but for 

others, the experience is very unsettling. Bozionelos and Bozionelos (2011) further found that 
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retirement preparation programmes should take into account the fact that mental well-being 

includes both positive psychological functioning and the lack of depression. For females, social 

factors appeared to matter more while material factors appeared to matter more to males. 

 

Some participants suggested that employees who have been with the organisation for several years 

should be offered training to acquire additional, useful skills in a different field, following their 

retirement. Although the participants did not necessarily expect the employer to support this 

request, they believed that it would be a great advantage if the company sponsored training in a 

field not related to their current positions. Requests included plumbing, electronics and flower 

arrangement training. Bloom, Boersch-Supan, McGee and Seike (2011) also expressed the belief 

that lifelong learning opportunities and continued training and development amongst others, could 

persuade pre-retirees to stay with an organisation while at the same time help them master new 

skills in support of their own post-retirement business. Singh and DeNoble (2003) proposed that 

pre-retirees should be offered an entrepreneurship programme as part of a pre-retirement 

organisational strategy whereby they could be taught how to start a business and then make the 

transition to self-employment. Many older employees express a keen desire for ongoing learning 

and development (Nakai et al., 2011).  

 

Participants agreed that in order to ensure a smooth transition for a successor/protege, the 

organisation should establish a structured succession programme in which particular attention is 

given to skills and knowledge transfer. Before an employee sets off on his/her new journey, the 

employer should consider how to retain the retirees’ years of industry knowledge. The need for a 

culture of learning and knowledge transfer will ensure years of wisdom is passed on to a willing 

recipient (Cummings & Teng, 2003). In an economy where knowledge is critical, the experience of 

pre-retirees is widely accepted as very helpful, and employers admit that, by transferring their 

knowledge, pre-retirees can serve as valuable role models for younger employees. In their year-long 

research study on an ageing labour force and the consequences for organisations, Dychtwald’s, 

Erickson’s and Morison’s (2004) findings suggested an urgent need to find ways to attract and 

retain employees of “all ages” due to the incapacitating mass retirement that endanger the loss of 

key talent in the next ten (10) to fifteen (15) years. A culture of organisational support before 

retirement can turn pre-retirees into proactive, dedicated employees and help younger staff maintain 

the best industry knowledge and know-how. Undeniably, companies need effective skill transfer 

policies to preserve their sustainability (Federer, 2015). 
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The overall response to pre-retirement organisational strategies for this particular organisation 

called for the introduction or adoption of a formal pre-retirement organisational strategy in the form 

of a workshop or training programme. Participants shared several thoughts about the material, the 

preferred method of learning, whether participating should be voluntary or mandatory and when and 

by whom the programme should be offered. Participants indicated a need for well-informed people 

to provide a wide range of data, and shared some ideas about the topics they wanted to be informed 

about. This information would include topics such as: business management skills, family support 

and responsibility, finance, medical aid management, the psychological transition to retirement, 

social aspects, time management and understanding the reality of retirement. Noah (2016) noted 

that employees need more diversified skills and broader market and business management 

knowledge, and the employer needs to lead and guide training efforts to ensure that the employees 

acquire those skills. Some participants noted that retirees might not have children or grandchildren 

to take care of them. Wu and Sheng (2019) found that family support has a more significant impact 

than friend support and neighbour support on health-enhancing behaviour, self-efficacy and healthy 

ageing. Careful planning is essential to ensure one has the necessary support network available. 

Participants stressed the need for health care and financial decision-making advice. A study 

conducted by Stewart, Yu, Wilson, Bennett and Boyle (2019) suggested that substandard health 

care and financial decision making predict an increased risk of incident Alzheimer's dementia, 

incident mild cognitive impairment (MCI) and a rapid decline in learning during old age. 

Participants also indicated that they do not understand the effect of the psychological transition and 

emotional anxiety caused by retirement. A key concept illustrated in literature is that retirement 

should not be simply viewed as the time-to and time-from retirement, but as a transition process 

(Lindwall et al., 2017). Research indicated that individuals who are in the middle of the retirement 

transition (i.e., receive a retirement pension, but are still working to some extent), reported better 

psychological health (Lindwall et al., 2017). Participants mentioned that they do not know how to 

encourage and sustain social engagement and whether retirement would lead to further or less 

contact with society. According to Windsor, Curtis and Luszcz (2016) several training programmes 

have been established to minimise social isolation in pre-retirees. To date, evidence suggested that 

programmes with a learning component (e.g. health-related training) including social support and 

activities focused on particular individuals (e.g. widow/ widower) are amongst the most successful 

pre-retirement programmes identified (Windsor et al., 2016). Participants also pointed out that the 

reality of retirement is currently unknown and that pre-retirement employees need information on 

how to manage their free time. A good pre-retirement training programme will focus primarily on 

addressing an individual’s goal and expectation for his/her free time (Eisenberg, 2013). Lastly, 

confidence in understanding the reality of retirement was generally low amongst pre-retirement 
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employees. According to Burjek (2018), organisations tend to guide pre-retirees on financial aspects 

and should consider raising awareness among pre-retirees regarding the reality of retirement when 

they are 40-50, instead of age sixty-five (65). Organisations should provide articles, books, videos 

and workshops to educate pre-retirement employees on those realities awaiting them during 

retirement (Burjek, 2018). 

 

Responses suggested that most participants agreed that training in the pre-retirement phase should 

be voluntary and offered from age forty (40) to no later than one year before actual retirement. In 

summary, the participants suggested that a qualified professional in his/her field of expertise, or a 

retired person who is retired from work or professional career, should present the pre-retirement 

preparation and planning workshop/training course. While pre-retirement and gerontological 

training programmes are steadily more accessible, details on the content, features, methods and 

outcomes, remain limited (Barbabella et al., 2016). 

 

Practical implications  

 

As the world's ageing population grows, it is estimated that by 2050, 33% of people in developed 

countries will be sixty (60) or older, suggesting that the need for pre-retirement organisational 

strategies will grow (Labuschagne et al., 2004). However, the implementation of a formal pre-

retirement organisational strategy could be challenging and costly (Labuschagne et al., 2004). 

Unjustified views that older employees deliver lower productivity and with training programmes 

focused primarily on younger employees, the principal problem remains that pre-retirees have very 

distinct needs, experiences and expectations for retirement (Labuschagne et al., 2004). If 

management knows enough about the needs for preparing for retirement, they will adopt 

organisational strategies to help pre-retirement employees in their work-retirement transition. 

Appropriate organisational strategies and support initiatives, tailored to the unique combination of 

physical and emotional challenges in the workplace, can be proposed by studying the data collected 

from this research study. By implementing organisational strategies to address the distinct needs of 

pre-retirement employees, they will remain positive, committed employees who will continue to 

provide high-quality work until their official retirement. 

 

Limitations and recommendations 

 

The purpose of this research article was to gain an in-depth understanding of existing pre-retirement 

organisational strategies, initiatives and/or programmes offered by employers to pre-retirement 
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employees in the South African tyre manufacturing industry. It is necessary to see the results of this 

research in light of some limitations. 

 

The first limitation can be found in the sample size. Participants represented only a small number of 

pre-retirees employed in one organisation in the South African tyre manufacturing industry. 

Therefore it is not viable to extend the outcomes of this research to represent all pre-retirees. 

Secondly, the generalisation of the outcome may be limited as the sample was taken from only one 

tyre manufacturing organisation, while other tyre manufacturing organisations plus different 

industries were underrepresented. The objective of this research study was not to generalise, but to 

determine the extent to which the postulations made from this qualitative study could be translated 

into the experiences of other pre-retirement employees in similar situations. Finally, at the time of 

the research, the organisation underwent a restructuring process, which meant that some responses 

appeared to be restrained and could have been influenced by the participants’ uncertainty about 

their future jobs with the organisation.  

 

Recommendations for future research can be suggested. Firstly, it is suggested that a larger sample 

size is utilised to extend the outcomes of this research to all pre-retirees. Secondly, to allow for 

generalisation, the research study should be stretched to different organisations, sectors and/or 

industries. Thirdly, where there are language variations, translators could be used to ensure the 

correct interpretation of the interview questions. That would give participants the chance to 

comprehend the questioning line better and to be more comfortable in answering questions in their 

own language. 

 

Recommendations for practice may also be suggested. The study revealed that pre-retirement 

employees require additional pre-retirement planning information and guidance. On this basis, 

employers should create or introduce pre-retirement organisational strategies in collaboration with 

qualified professionals and/or retirees to assist pre-retirement employees in their work-retirement 

transition. To enable a pre-retiree to be sufficiently prepared for retirement and to live productively, 

sustainably and purposeful after retirement, it is recommended that themes identified by the 

participants be considered to enhance or introduce an employer’s pre-retirement organisational 

strategy. The findings were beneficial and can be practically implemented in the workplace by 

Management and HR practitioners who realise the need for pre-retirement orientation. Further 

research on a pre-retirement planning course and its configuration is recommended. 
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Conclusion 

 

Although participants supplied distinct aspects to be included in the pre-retirement organisational 

strategy, as can be verified by the appropriate pre-retirement literature, there seems to be a 

consensus among participants that organisations should offer pre-retirement training or workshops 

to elderly employees. Participants had unique perspectives on the content to be included in the 

syllabus, the methods of delivery of training, whether training should be mandatory or compulsory, 

the age at which pre-retirement training should take place and who should present the training 

course or workshop. Pre-retirement organisational strategies recommended by pre-retirement 

employees should provide a better understanding of the elements, issues and factors that need to be 

dealt with when planning and preparing for actual retirement. 
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CONCLUSIONS, LIMITATIONS AND RECOMMENDATIONS 

 

The final chapter presents the conclusions drawn from the research study and is presented according 

to the specific objectives of each research article. Also, this chapter outlines the limitations of this 

study, followed by recommendations for future research and practice. 

 

4.1 Conclusions 

 

Article 1: Exploring the experiences of pre-retirement employees in the South African tyre 

manufacturing industry 

 

The research article explored the visions, perceptions, work-related challenges, concerns and critical 

aspects of pre-retirement employees in the South African tyre manufacturing industry. 

 

The first objective of this article was to conceptualise pre-retirement according to literature. The 

conceptualisation of ‘pre-retirement’ was not a simple undertaking. To put 'retirement' in a proper 

context, the researcher relied on the definition provided by Kohli, Rein, Guillemard and Van 

Gunsteren (1991): ’Retirement’ refers to an event in one's life, a process one goes through, a role or 

status one acquires, and/or a phase one enters at a later stage of your life’. In contrast to 

‘retirement’, ‘pre-retirement’ is a more misleading term in that literature does not provide a specific 

definition to couple ‘pre-retirement’ to a fixed age. The pre-retirement stage usually happens in 

mid-life, although the precise timing may vary commonly between individuals (Ekerdt, Kosloski & 

DeViney, 2000).  

 

The tyre manufacturing sector is the largest mass-production sector in the South African economy 

(Mahomedy, 2019). The tyre manufacturers in South Africa are all owned by large multinationals 

and supply products to the South African motor manufacturers and replacement market 

(Mahomedy, 2019). Taking into account the fact that the older members of the baby boom 

generation turned sixty-five (65) in January 2011 with thousands more to reach the traditional 

retirement age in the next nineteen (19) years, one realises why manufacturers are facing a skills 

gap and need a pre-retirement strategy (Jusko, 2013). 

 

The second objective of this article was to explore the visions of pre-retirement employees 

regarding their forthcoming retirement. It was evident from the results that the participants were 

both enthusiastic and unsure about retirement. The results showed that pre-retirees have a variety of 
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visions for their retirement, such as community service, continuing to work, remaining financially 

independent, taking up hobbies, staying busy, spending more personal time outdoors, enjoying 

quality time with their families, entering a stress-free future and travelling. Regardless of their 

retirement visions, the researcher observed that their aspirations were very likely based on personal 

desire and/or preferences. According to Anderson, Burkhauser and Quinn (1986), most retirement 

visions will be significantly affected by unforeseen events, such as unanticipated increases in post-

retirement expenses and/or a decline in personal health. Naturally, every retiree would want to make 

the most of his/her retirement. Unfortunately, most are trapped in the illusion that retirement will be 

one long ‘happily ever after’ (Britton & Heron, 2018). Returning to the question posed to 

participants in this study, the view was that retirement marks an entirely fresh start where one can 

do everything one has always dreamt of, but never got around to (Ferguson, 2011). This article only 

focusses on a small number of retirement visions to guarantee a happy retirement, whereas a world 

of possibilities remains out there for pre-retirees to consider (Ferguson, 2011). 

 

The third objective of this article was to explore the work-related challenges pre-retirement 

employees from this organisation experience within the South African tyre manufacturing industry. 

The results showed that the participants found adaptation to change, specifically technological 

change, age-related stereotyping and decreasing physical ability, significant obstacles to their 

present work environments. Also, feeling undervalued, generational differences, job demands and 

job insecurity were found challenging prior to their retirement. From the results it is clear that the 

pre-retirement employees felt overwhelmed and needed support to address work-related challenges. 

According to Brownell and Kelly (2012), a work environment that enables, supports and respects 

the rights of elderly employees, forms an integral part in the well-being of pre-retirees. Whilst the 

study did not confirm ways in which to alleviate pre-retirement work-related challenges, it did 

partially substantiate the findings of Armstrong-Stassen and Ursel (2009). In their study they found 

that pre-retirees who felt their organisation appreciated their contributions and cared for their well-

being were more satisfied with their circumstances than those who received little care and 

assistance from their organisation. 

 

The fourth objective of this article was to explore the concerns of the pre-retirement employees in 

this organisation within the South African tyre manufacturing industry. Unlike the previous 

objective that highlighted the challenges and problems associated with working conditions 

encountered by pre-retirees, this objective revealed the pre-retirees’ projected retirement fears and 

anxieties. Participants voiced their concerns about a lack of sufficient financial planning and 
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insecurity, lifestyle changes, medical expenses, not having a purpose or value and the psychological 

transition to retirement.  

 

One of the more significant findings to emerge from the study was pre-retirees’ concerns that they 

will not be able to retire as financially comfortable as they hoped. According to Britton and Heron 

(2018), the average pre-retiree should expect a much lower retirement income than their final, pre-

retirement, total salary package. However, to be able to live on less, it is advisable to be debt-free 

and follow a strict financial plan that incorporates inflation adjustments (Britton & Heron, 2018). 

The current findings add to a growing body of literature on insufficient saving habits coupled with 

on-and-off employment building up to actual retirement (Benartzi & Thaler, 2013; Friedberg, 2019; 

Rhee, 2013; Snyman, Van der Berg-Cloete & White, 2017). The evidence from this study suggests 

that retirement should not be a frightening prospect as long as pre-retirees are sufficiently prepared. 

It seemed that pre-retirees were afraid of retirement, mainly because they have not yet cultivated 

friendships, hobbies, and interests outside work (Van Rensburg, 2018). Although the study is based 

on a small sample of participants, evidence suggests that most participants understood the 

importance of financial preparation for retirement, but underestimated the emotional preparation 

accompanied with retirement. The present study provides additional evidence with respect to 

participants’ concerns about not having a purpose or value after retirement. According to Reitzes 

and Mutran (2006), there has been an ongoing debate on the social and psychological consequences 

of retirement, which could easily lead to a post-retirement ‘identity crisis’. It is also essential to 

remember that retirement is not a single-step transition, but a long-term adjustment process (Reitzes 

& Mutran, 2006).  

 

The fifth objective of this article was to explore the critical aspects of pre-retirement planning within 

the South African tyre manufacturing industry. The results indicated that participants believed that, 

before one retires, it is a good idea to pay attention to various critical pre-retirement aspects. 

Participants noted having additional financial investments and being debt-free as paramount to pre-

retirement planning. Also, consideration downscaling and conducting right and proper financial 

planning to ensure financial security were found to be vital to pre-retirement planning. Furthermore, 

considering how one can stay busy and getting one’s retirement/funeral paperwork and 

documentation in order, were viewed by the participants as critical pre-retirement planning aspects. 

According to Friedberg (2019), pre-retirees must consider their circumstances and make the needed 

lifestyle adjustments before they retire, such as relocating to a more affordable area and downsizing 

your home. To avoid typical post-retirement despair, critical aspects for pre-retirement planning 

highlight an investment plan that covers inflation costs, getting rid of debt, considers working 
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longer and taking up activities to maintain physical and mental health (Britton & Heron, 2018). 

Although the study has confirmed the importance of proper retirement/estate planning, it did not 

analyse the type of documentation and paperwork that need to be prepared prior to retirement. 

However, according to Mnisi (2017), instead of an equal distribution of assets to the employees’ 

children, it is vital to adjust estate planning in line with the needs of the children as they mature. Put 

together, these results suggest that pre-retirement employees will be subjected to a number of 

demands, and attempts should be made to guarantee adequate pre-retirement planning that could 

affect their future. 

 

Article 2: Exploring organisational strategies for pre-retirement planning in the South 

African tyre manufacturing industry 

 

The research article explored existing pre-retirement organisational strategies, initiatives and/or 

programmes offered by employers to pre-retirement employees in the South African tyre 

manufacturing industry. 

 

The first objective of this article was to conceptualise pre-retirement organisational strategies 

according to literature. In order to find the relationship between 'pre-retirement' and 'organisational 

strategies’, the researcher began by studying the expressions separately. According to Reitzes and 

Mutran (2006), middle-aged men and women, age fifty-eight (58) to sixty-four (64), working at 

least 35 hours a week, are regarded as pre-retirement employees. Diekelmann (1978) differentiated 

between ‘middle adults’, adults in their mid-fifties and younger and ‘older adults’, those closest to 

retirement. Practically, an organisational strategy starts with a broader vision that is then divided 

into smaller projects and activities (Tallyfy, 2018). Schippers and Principi (2014) stated that most 

organisations do not have any existing pre-retirement organisational strategies in place, nor do they 

have any future strategies planned. Therefore, a pre-retirement organisational strategy suggests a 

targeted programme directed at, or for, middle-aged employees. As in article 1, the industry studied 

in this research referred to the tyre manufacturing industry that was considered to be one of the 

major sustaining industries for the local automotive industry (Mahomedy, 2019). 

 

The second objective of this article was to establish what pre-retirement organisational strategies are 

currently available to employees from this organisation in the South African tyre manufacturing 

industry. The researcher examined how the organisation was shaping its strategies to cultivate a 

culture of compassion and to prepare their ageing employees for retirement at the time of the study. 

Apart from generic pre-retirement support measures, for example, employer contributions to a 
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pension, provident or retirement fund, there was limited additional or individual pre-retirement 

guidance offered to pre-retirees from this organisation in the tyre manufacturing industry. Although 

the organisation had permitted employment to continue beyond sixty-five (65) in the past, it did not 

appear to be the norm. The absence of retirement socialisation platforms and pre-retirement support 

plays an enormous part in the lack of enthusiasm felt towards the organisation. While some retirees 

will continue to benefit from the organisation's medical aid contributions, all those employed after 

1996 will have to pay the full membership fee following their retirement. It seems that pre-retirees 

eligible for post-retirement medical aid support were separated from pre-retirees employed after 

1996. The age of sixty-five (65), for members of this organisation, was the statutory retirement age 

and an early retirement age of not less than fifty-five (55). The objective was to explore the ‘pre-

retirement’ organisational strategies available to employees between fifty-five (55) and sixty-five 

(65) years of age. Results of this study indicated that the South African tyre manufacturer presently 

offers minimum retirement preparation assistance. The organisation provides only health cover and 

retirement saving subsidies. After retirement, only those who had been hired before 1996 were 

offered a continuation of their health cover contribution. 

 

The third objective of this article was to establish what organisational strategies are recommended 

by pre-retirement employees in the South African tyre manufacturing industry. The objective was to 

identify ways to improve pre-retirement organisational strategies and to suggest factors to prepare 

pre-retirees for retirement. Pre-retirees long for an age-conscious, retirement-oriented organisational 

strategy to reduce pre-retirement concerns and live a purposeful, productive life after retirement. 

Participants offered various strategies that could be considered by the organisation. The paradoxical 

situation at the time of the study was that some pre-retirees in the tyre manufacturing industry found 

themselves adequately prepared and others inadequately prepared for their actual retirement. Some 

were in desperate need for pre-retirement guidance, while others were better prepared for the 

unknown, post-retirement lifecycle. 

 

The results suggested several elements to be considered. Suggestions included adjusting the job 

description for pre-retirees, allowing retired employees to fulfil mentoring and coaching roles, 

allowing retired employees to stay on in the company in any role and assistance with medical aid 

membership fees. Contracting retirees instead of external contractors, employers becoming people 

orientated, not engaging in age discrimination and providing additional financial planning 

guidance/coaching/awareness were also mentioned. Furthermore, participants wanted employers to 

establish a forum consisting of retired industry employees, pay attention to the psychological 

transition to retirement and invest in training retirees in a different field. Lastly, participants noted 
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that the planning of skills transfer should receive special attention and employers should also 

provide pre-retirement training or workshops to pre-retirement employees.  

 

In 1990 Lazear published a paper in which he noted that ageing is likely to affect the average 

productivity of pre-retirement employees, but since tasks are not necessarily performed equally well 

by all age groups, there is no presumption that average productivity will fall as a result of pre-

retirement. In contrast to Lazear's view that the adjustment of work tasks is not necessary for pre-

retirement employees, Robertson and Tracy (1998) reiterated the need to adjust work practices by 

modifying the type of work and working hours that lead to stress and an undue pace of work in 

relation to the capabilities of the employees involved. The findings are supported by Bélanger, 

Carrière and Sabourin (2016) who reported that the accommodation of workplaces, retirement 

incentives, skills development, health benefits and general wellness assistance requires more 

research to foster sound organisational pre-retirement strategies for pre-retirement employees. 

 

The general recommendation for an organisational strategy suggested the implementation of a 

formal pre-retirement training programme or workshop. Participants shared several ideas on the 

content, preferred teaching method, whether it should be voluntary or compulsory to participate and 

when and by whom the programme or workshop should be provided. Research suggests that 

individuals need to be supported with the preparation and planning of their retirement years (Juliá, 

Kilty & Richardson, 1995). According to Gilmore (1980), pre-retirement training could be divided 

into two major themes, psychological and informational elements. Psychological elements touch on 

the post-retirement roles and attitudes of retirees, and informational elements go into health, 

finance, housing, leisure and community activities following retirement. 

 

Organisations will inevitably be confronted with the pre-retirement needs of ageing employees. One 

of the challenges facing employers will soon be to create organisational strategies that will ensure a 

proper exit policy that will guarantee that pre-retirement employees are adequately prepared to 

productively and sustainably live a purposeful life after retirement.  

 

It is vital to be aware of the impact the retirement transition might have on pre-retirement 

employees. Although many pre-retirees will welcome the transition, some may be more anxious 

about what the future holds. It is essential to understand that each pre-retiree views and treats 

his/her retirement transition differently. 
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Moriarty (2016) indicated that employers are not doing their best to support pre-retirement 

employees to make a seamless transition to retirement, and it is clear that they need to provide pre-

retirees with additional support. Organisations can give training on pre-retirement planning to 

alleviate pre-retirement employees’ concerns about retirement preparation. Furthermore, a 

successful organisational strategy could increase pre-retirees’ efficiency and job satisfaction and 

increase the likelihood of a successful retirement (Moriarty, 2016). 

 

From the results, the researcher conceptualised a pre-retirement training programme that was 

compiled based on the results of this study in Chapter 3 (Table 4) as a recommended workshop. 

   

Table1 

Recommendations for a formal pre-retirement training programme 

Content   Method 

Psychological elements (Gilmore, 1980) 

Topic 1: Psychological transition to retirement  

Topic 2: Family support and responsibilities 

Topic 3: Social engagements 

 

Multi-media presentation (30 min) 

Guest lecture (1h) 

Focus group discussions (30 min) 

Informational elements (Gilmore, 1980)  

Topic 1: Understand the reality of retirement 

Topic 2: Business management skills (2nd career) 

Topic 3: Medical aid and health management 

Topic 4: Financial literacy 

Topic 5: Time management (manage free time) 

 

Multi-media presentation (30 min) 

Guest lecture (1h) 

Consultant appointments (1h) 

Consultant appointments (1h) 

Guest lecture (30 min) 

 

4.2 Limitations 

 

Several limitations were identified in this study. Firstly, a case study design method was utilised. 

Therefore, the outcome cannot be generalised to the broader population. The participant sample was 

small, consisting of only a few (N=26) pre-retirees who participated from the South African tyre 

manufacturing industry. Tight (2017) reminded us that, being able to generalise rationally from a 

single case is a complicated and ambiguous matter. Although the relatively small sample size was 

used, results might still be widely applicable to the remaining pre-retirees of this organisation. 
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Secondly, only one organisation in the South African tyre manufacturing industry contributed to the 

study, implying that one organisation's reactions may or may not reflect pre-retirees’ responses in 

comparable companies and/or industries. Results can, therefore, not be generalised for the entire 

South African tyre manufacturing industry. 

 

Thirdly, participants were permitted to participate in interviews; however, only if they were able to 

speak and understand English. The language in which the interviews were conducted could 

constitute a practical barrier (Goerres, Siewert & Wagemann, 2019). Since English was not the 

home language of all participants, some may not have been able to articulate their responses 

appropriately, and some may have included more information and detail than others. However, if 

the researcher did not comprehend or understand the answer, she asked the participants to explain 

their responses. Pre-retirees appeared to have appreciated this opportunity to meet with the 

researcher. 

 

A fourth limitation concerns the timing of the research study. At the time of the study, the 

organisation underwent a large organisational restructuring. As a result, the participants' objectivity 

to their employer, and how specific questions and answers were presented could have been 

hindered. Abildgaard, Nielsen and Sverke (2018) reminded us that the employer could eliminate 

employees experiencing job insecurity as a result of organisational restructuring through actions 

such as consistent sharing of information and feedback on personal development during the 

restructuring process. 

 

4.3 Recommendations 

 

This study has generated many questions in need of further investigation. Recommendations can be 

made for future research and practice. 

 

4.3.1 Recommendations for future research 

 

Recommendations for future research are suggested below. 

 

Firstly, it is suggested that a larger sample size be used to extend the results of this study to all pre-

retirees. Alternatively, the accumulation of single case studies on the same topic to allow for 

identifying similarities and differences will go some way towards enhancing our understanding of 

pre-retirees in literature (Tight, 2017). 



 

144 
 

Secondly, and in support of the previous recommendation, if data were collected from other South 

African tyre manufacturers, additional value could be added to the research. The research study 

should be extended to different organisations, sectors and industries in order to make generalisation 

possible and to create a more comprehensive evidence base. Additional data can be collected from 

more South African tyre manufacturing organisations and a greater geographical area. 

 

Thirdly, while all participants were knowledgeable in English, caution must be exercised, as there 

were some participants who were not English first-language speakers and might not have been able 

to express the true meaning of their points of view. Where language differences occur, translators 

can be employed to ensure the correct interpretation of interview questions. Last mentioned would 

give participants the chance to grasp the line of questioning better and answer questions more 

comfortably in their different native languages. It will also allow participants to share their ideas on 

pre-retirement and organisational strategies in a relaxed setting. Smith (1996), however, cautioned 

that translation often does not convey the original meanings and association. 

 

A fourth recommendation would be to conduct a climate study to establish the level of employee 

bias before conducting the research study. Although restructuring may be due to operational 

reasons, it is a timely process and likely to influence the morale of study participants. A climate 

study will evaluate the general working environment to determine the level of loyalty and 

motivation of employees to their employer at a specific time.  

 

Lastly, the research study could be strengthened by combining qualitative and quantitative research 

methods. Not only will a larger sample group be able to participate, but it will also allow for 

generalisation. Also, the collection of information from both retirees before and after retirement 

could help interpret anticipated versus actual experiences. It would be interesting to compare 

experiences of pre-retirees who have access to retirement transition programmes and whether 

organisational strategies involving pre-retirement training, benefit both the employee and the 

employer. Transitioning from work to retirement is a complex process and unique experience with 

emotional implications in later life (Eagers, Franklin, Yau & Broome, 2018). It is recommended 

that further research be undertaken in the following areas:  

 

- The link between pre-retirement employment and work-to-retirement transitioning 

programmes; 

- The impact of pre-retirement socialisation programmes on retirees; 

-  The evaluation of a pre-retirement training programme; 



 

145 
 

- Predictors of retirement satisfaction. 

 

4.3.2 Recommendations for practice 

 

Recommendations for practice are also suggested.  

 

The study aimed to investigate the demands placed on pre-retirees and establishing how pre-

retirement organisational strategies, initiatives and/or programmes support/should support pre-

retirement employees in the South African tyre manufacturing industry. Based on Chermack, Provo 

and Danielson (n.d.), HR practitioners play a significant role in implementing organisational 

strategies, following proper strategy formulation and execution. HR practitioners can help 

organisations raise awareness about the need for an organisational strategy before retirement, and 

participate in the organisational strategy itself (Chermack, Provo & Danielson, n.d.). Moving 

forward, it may be advantageous for organisations to adopt a pre-retirement specific organisational 

strategy or intervention to help pre-retirement employees prepare sufficiently for retirement, and to 

live a productive and sustainable life after retirement. Unless organisations adopt formal pre-

retirement organisational strategies, pre-retirement employees might remain anxious and 

insufficiently prepared for retirement. A review of typical pre-retirement concerns will allow 

employers to consider ways to prepare and support pre-retirement employees in the transition from 

work to retirement. It will not only foster a culture of generosity towards pre-retirement employees, 

their colleagues and the community by showing concern for the elderly, but also educate pre-

retirees to enjoy a satisfying and productive retirement. 
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