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What’s in store?

What affects whether 
or not encore talent 
comes forward?

What are the job 
design and work 
preference factors that 
affect engagement and 
retention?
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Balancing Supply and Demand

Even if fit between individual supply and organizational demand 
was perfectly balanced, there would be structural barriers and 
individual characteristics that would still prevent or encourage 

some individuals to come forward more than others.
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Available encore 
talent

Organizations that 
need capable and
committed people



Structural barriers that affect 
whether or not encore talent comes 
forward
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Age discrimination 
- Perceived or actual undesirability
- Perceived or actual exclusion

What can be done? 
• Images and language in recruitment materials should include older 

adults and reflect diverse populations
• Targeted, proactive marketing strategies- market segmentation

• Including identifying and reaching out to—or better yet, directly 
asking—underrepresented groups



Structural barriers that affect 
whether or not encore talent comes 
forward
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Accessibility 
- Physical, technical or geographic

What can be done?
• Recruit in print or face-to-face in addition to online

• As of late 2013 nearly 18 million Americans age 65+ (40%) still 
reported that they never go online or use the internet (Pew Research 
Center, 2014) 

• opening branches (accessible by public trans.; suburban areas)
• improving physical access
• creating virtual volunteering opportunities



Individual characteristics that affect 
whether or not encore  talent comes 
forward

Social interaction and altruism/generativity more important 
to older volunteers and career and network development more 
important to younger volunteers

• BUT more and more older adults looking to use volunteering 
as a pathway to work  - mixed altruistic/self-oriented 
motives

Some are seeking to replace certain aspects of work life, like 
structure and meaningful engagement 

• BUT with much more flexibility and control over what 
they are doing and when
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What does this mean for recruitment?

As part of your recruitment strategy, 
highlight/emphasize:

• Social connections/collaboration
• Opportunities to gain skills that may support 

future employment- learning and development
• Social impact (how, to what extent)
• Mentorship opportunities (or other opportunities 

for generativity)
• Flexibility (control over when, where, and/or how 

one works)
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What does it mean to be “engaged” in work?

• Personal engagement represents “the simultaneous 
employment and expression of a person’s ‘preferred 
self’” in ways that promote deep connections to one’s work 
(paid or unpaid) and to other people. 

• Such engagement leads to active, full, and satisfying 
involvements rather than obligatory, passive, or emotionally 
anemic ones. 

• We become personally engaged when we find that it is 
meaningful and safe to express our full selves and when we 
are psychologically ready to do so.

Kahn, 1990



What job design characteristics makes for 
an engaging encore opportunity?
Task identity and significance. Sets of tasks should be separated 

from other sets of tasks by some clear boundary.  They should be 
clearly defined, visible, and meaningful.  

Task autonomy. Employees should be able to exercise some control 
over their work. Areas of discretion and decision making should be 
available.

Task and skill variety. An attempt must be made to provide an 
optimal variety of tasks within each job and the opportunity should 
draw on a number of skill levels. 

Feedback. There should be some means for informing employees 
quickly when they have achieved their targets. 

Social support. There should be opportunities to develop 
constructive relationships.

Opportunities for continued learning and growth. 
Source: Grant, A. M., Fried, Y., & Juillerat, T., ‘Work matters: job design in classic and contemporary perspectives’, In Zedeck, S. (Ed.), APA 

handbook of industrial and organizational psychology, 1. Washington, DC: American Psychological Association, 2010, pp. 417-453, p. 
427.



CitiSales Study: Drivers of Engagement for Older 
Workers (55+)



What does this mean for engagement and 
retention?

• Requires an investment of resources to 
design opportunities with these factors in 
mind – importantly good supervision

• Worth the investment
• Older adults commit twice the time to 

their volunteer activities than their 
younger counterparts

• Will stay longer if engaged

• Find the right fit- balancing organizational 
needs with individual interests

• Support and empower an expanded 
workforce rather than top-down 
management



Thank you!
matzch@bc.edu
jamesjc@bc.edu
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