Turnover Case Study Part 2
For this part of the Turnover case study, you will write a one-page 12 point Times Roman double-spaced essay that shows your ability to apply principles of organizational psychology to a fictional case study. The article on page two describes issues in the work environment at the Days Inn hotel chain in 1990. You may make assumptions about the work environment for younger and older workers at Motel7 by analyzing the data collected by the industrial manager in Part 1 of the Turnover case study.  

Some questions to consider: (I do not expect your essay to address all of these issues.)
1) How might recent unemployment trends affect management’s desire/need to hire older workers?  
2) The article suggests that companies may be cautious about hiring older workers because of the passage of the 1967 Age Discrimination in Employment Act.  In what ways can an organization provide a workplace environment that minimizes age discrimination lawsuits?
3) The article describes the likelihood that new hires may find themselves managing people two to three times their age. Should the organization provide special training in how to supervise older workers? 

4) Do you think the Patient Protection and Affordable Care Act might have changed hiring practices at Motel7?
Save the file in Word.  

Filename   yourname Turnover Essay  

Email the file to me using “IDM 404 yourname Turnover Essay”  as the subject line.
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Tapping the Talents of the Older Worker

When the economy weakened in the 1980s, many
employers streamlined their staffs by offering em-
ployees early-retirement packages. Ironically enough,
they or someone else will probably hire these same
employees back during the 1990s, when the number
of new jobs created in the United States will surpass
new cntrants to the labor force by at least two mil-
lion.

Right now, many companies are hiring retirees
because they have invaluable maturity and experi-
ence and will often work for far less than a “regular”
employee. Nationwide hotel chain Days Inn hires re-
tirees, and has saved millions of dollars because of
this practice. In 1990, older workers made up 25 per-
cent of Days Inns’ 650-person reservation sales staff.
The starting salary was $4.50 an hour, and the annual
turnover rate for this group was about 2 percent, ver-
sus 70 percent for younger employees. The reduc-
tion in turnover rate brought down recruitment and
training costs by 40 percent.

Executive retirees are also returning to the
work force in large numbers. Benjamin Borne, vice
president with Boyden International, a Chicago-
based executive recruiting firm, thinks that the 1990s
will bring a “redefinition of the workplace in which
second- or third-career professionals will be the
norm.” Borne says that executive retirees who return
to work do not bring with them the pressures of ca-
reer building, and that they offer their services at rea-
sonable rates or as unpaid volunteers. For smaller
companies, the consulting services of a highly skilled
retired executive can save tremendous amounts of
time and money. A number of U.S. companies, such as
Hewlett-Packard, often hire back their own retirees
as consultants.

While many recruiting firms place executive
retirees in paying jobs, a number of them match up
volunteers and businesses. For example, S.C.O.R.E.
(the Service Corps of Retired Executives) has 13,000
volunteers nationwide. Another group, Boston’s Op-
eration A.B.L.E. (Ability Based on Long Experience),
provides candidate screening and referral for organi-
zations, and career counseling, out-placement semi-
nars, skills-development training, and job matching
for job seekers.

But the picture for older workers isn’t alto-
gether rosy. In the 1960s, men between the ages of

A Case of Age Discrimination? Charging they were
fired because of their age and the fact they were not
Japanese, former Chicf Financial Offi Frank B. Ensign
Jr. (left), former Executive Secretary her M. White,
and former Vice President of Marketing Terence J. Turn-
bull sued Fujitsu Systems of America Inc., a San Dicgo
subsidiary of Fujitsu Ltd.

60 and 65 had 80 percent labor-pool participation; in
the 1980s, that participation dropped to 55 percent.
Human resource specialists say that more jobs would
be available to retired workers if the federal govern:
ment did not impose expensive medical and pension
costs on companies that take on older workers. At
other reason companies are cautious about hiring
older workers is the increase in age discrimination
lawsuits since the passage of the Age Discrimination
in Employment Act in 1967. Having few precedents
to go by, judges and juries in age discrimination cases
created a whole new way of awarding damages To
avoid lengthy, costly suits, many companies began 10
settle out of court, whether or not they thought a0
employee had been discriminated against As the
labor shortage deepens during the 19905, though,
more employers will have to turn to older workefs:
As a result, the “new hire” may be a great8man®
father, and young managers may find themselves
managing people two to three times their age-
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