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Abstract: The premise that human resource (the people) is the most valuable of all organizational resources presupposes the 

need for organizational strategies to secure the future of both the organization and employees. The role played by employer 

organizations in employee separation planning is imperative in providing insight into the human resource practices geared 

towards employees’ eventual retirement. However, separation decisions are ignored in theory and practice, and even the little 

attempts made has inherent weaknesses. This has left employees’ retirement planning being a concern of individuals just about 

to retire or otherwise plunging into retirement life without planning at all. Separation planning predicts higher levels of 

individual’s postretirement adjustment across various occupational settings in both public and private sectors. There is 

therefore need for judicious management of retirement transition by individual employees and employers through promotion of 

sound human resource practices. The human resource practices should intentionally influence individual employee’s retirement 

behaviours by triggering planning for the eventual separation and hence retirement preparedness. The purpose of this study 

was to assess the effect of organization’s human resource practices and retirement preparedness among public secondary 

school teachers’ in Kenya. The target population was 1,238 teachers aged 50 years and above, employed in public secondary 

schools by the Teachers Service Commission in Kirinyaga and Murang’a Counties by 2017. A representative sample of 334 

respondents was selected using multistage sampling technique. Data was collected using semi structured questionnaire and 

interview guide. Logit regression was used to establish the relationships between variables in the study and to test hypotheses 

at P ≤ 0.05 at 95% confidence level. The study found that human resource practices influence retirement preparedness 

positively. The study therefore concluded that sound HR practices should be put in place by the employer organizations to offer 

conducive environment that make employee separation planning and retirement preparedness possible. The study 

recommended the government through its agencies and/or Commissions to enact frameworks that enforce, monitor and 

evaluate diversified human resource practices for employer organizations to establish policies and guidelines that facilitate 

employees’ engagement in programmes that ensure a continuous process of separation planning for successful retirement 

preparedness. 

Keywords: Employee Separation Planning, Organization Human Resource Practices, Retirement Preparedness,  

Retirement Planning, Separation Planning, Human Resource Practices, Teachers 

 

1. Introduction 

Retirement Preparedness (ReP) for Employee’s Separation 

Planning (ESP) ought to start a long while before individuals 

exit the workforce [1]. Employees should contemplate ReP 

and commence Retirement Planning as soon as they enter the 

employment [2]. The argument is based on the observation 

that, retirees wellbeing to a large extent mirror the 
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individual’s level of ReP during employment life [3]. It is 

therefore a matter of great concern that retirement life of 

many individuals is normally accompanied by deterioration 

of life satisfaction [4]. Human Resource Management (HRM) 

ought to depict the value of retirement planning in order to 

foster a symbiotic relationship between organizations and 

their employees by the former achieving business goals, and 

likewise promote Human Resource Practices (HRPs) that 

influence ESP decisions [5]. Studies have found existence of 

several dynamic strategies that individual employees can 

engage in to re-invent themselves during retirement [6]. As 

part of employees training and development therefore, ReP 

for ESP should be an agenda of policy makers and scholars 

that study HRPs in HRM [7]. Retirement preparedness 

portrays a rational decision that employees must antagonize 

with through advertent choices and behaviour geared towards 

precise retirement outcomes [8]. Unfortunately, employees 

fail to make comprehensive plans about when to retire and 

what to do in retirement [9]. This is probably due to lack of 

an empowering work environment. Conducive work 

environment in form of sound HRPs is imperative in offering 

rich impetuses for ReP [10]. To ensure more options in 

retirement, employees require to increasingly give serious 

thought to the form of retirement that best suit their 

circumstances by engaging into a deliberate separation 

planning [11]. 

Studies have found new population trends that include 

increased life expectancy, health status and increased 

education level in population [12]. Consequently, people 

aged above 60 years are expected to triple in the next 45 

years, a phenomenon that is similar in both developed and 

developing countries [13]. For instance, 30% of the teaching 

profession in France is over 50 years against mandatory 

retirement age (MRA) of 60, an indication of large number of 

pre-retiree teachers. In Germany, 70% are expected to retire 

within the next 15 years while England has more than 60% of 

school leaders anticipated to retire during the next decade [2, 

7]. The situation is similar in Kenya where the Teachers 

Service Commission (TSC) recruits new teachers annually to 

replace teachers who have left the commission through what 

is referred to natural attrition. Ageing population is not the 

problem in itself [2] but the extent of preparedness by pre-

retirees, since ReP is a function of HRPs in place to support 

retirement planning, bearing in mind retirement life may last 

over 20 years [14]. There is therefore dire need to incorporate 

employer organizations as key players in promoting ReP of 

employees by developing and implementing HRPs that 

empower pre-retirees [7]. The problem of the study therefore 

is that, despite the much research conducted on retirement 

mostly in western countries and in other sectors of the 

economy, the effect of HRPs on ReP and especially so in the 

education sector remain to a large extent explained [15, 16]. 

The authors sought to address this gap by availing empirical 

data on the effect of Organization HRPs on secondary school 

pre-retiree teachers’ retirement preparedness. 

The purpose of this study was to assess how organizations 

HRPs affect ReP of pre-retirees among public secondary 

school teachers in Kenya. The specific objectives of the study 

were to assess the effect of Flexible Work Arrangements 

(FWA), Formation of Alumni Networks (FAN), Employee 

Disengagement Process (EDP) and Career Development 

(CD) on retirement preparedness among public secondary 

school teachers in Kirinyaga and Murang’a Counties in 

Kenya. The study contributes in filling the knowledge gap 

concerning the interconnection between organizations HRPs 

and retirement preparedness in ESP, a construct in HRM that 

has been ignored in theory and practice [2] despite the 

recognition that management of employee separation by 

employer is a daunting assignments [17]. 

2. Literature 

2.1. Theoretical Review 

From the existing state of theoretical and conceptual 

literature on ESP arising from individuals reaching MRA, it 

makes ReP a significant function in HRM. The concept has 

affected the wellbeing of retirees and therefore becomes 

significant to address this phenomenon by anchoring 

employee separation in suitable theoretical foundations. The 

study was anchored in three theories that promoted 

comprehension of HRPs and their nexus with ReP of pre-

retiree teachers. The theories were continuity theory (CT), 

life course perspective (LCP) and the theory of planned 

behaviour (TPB). CT envisages retirees’ life without 

significant drop in well-being because individuals adapt to 

the changing environmental conditions by holding on to 

habits and activities that were fundamental to them before 

retiring [18]. Employees are therefore expected to make 

decisions that ensure continuity of postretirement work 

activities and social life perceived valuable to them prior 

separation [19]. It is therefore anticipated that pre-retirees 

planned activities consistent with the current life activities 

will exhibit ReP. Unlike the assumption of CT that predicts a 

continuous advancement in activities without disruptions, 

LCP recognizes that people may make multiple entries and 

exits in work during their lifetime since retirement is a 

process and not an event [16]. Therefore, LCP underscores 

that life changes are contextually entrenched, suggesting that 

experiences of individual’s retirement adjustment are 

contingent on the definite circumstances under which they 

occur [20]. The TPB central factor is the individual’s 

intentions that capture the motivational fundamentals that 

influence performance of a given behaviour [21]. TPB 

envisages deliberate behaviour intent of individual’s self-

efficacy beliefs that influence the choice and preparation for 

an activity, effort expended during performance, thought 

patterns and emotional reactions put in the activity [22]. 

Therefore, TPB recognizes behavioural control and intention 

utilization to predict behavioural achievement with 

considerable accuracy especially when behaviours do not 

pose severe problems of control [23]. Due to the 

aforementioned reasons, the authors conceptualized 

organizations to have developed and implemented HRPs that 
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motivate employees behaviours inclined to certain activities 

that safeguard wellbeing in post-retirement life. Hence, the 

three theories – CT, LCP and TPB anchored the study in 

assessing the effect of organizations HRPs on retirement 

preparedness. 

2.2. Conceptual Empirical Review 

In providing better understanding to pre-retiree’s career 

decisions, incorporating employer organizations as key 

players in ReP for pre-retirees through developing and 

implementing HRPs, policies, actions and attitudes is 

inevitable [7]. It is incumbent therefore, to delineate the role 

employer organizations play in employment and retirement 

nexus in order to understand the HRPs geared towards 

employees (the people) - the most valuable of all 

organizational resources [16]. This presupposes the need for 

organizational strategies to secure the future of both the 

organization and employees. In developing HRPs that would 

favour pre-retirees, it was found that employer organizations 

have limited options to circumvent government policies [24]. 

As noted by Barnett, et al. (2012), almost half of the United 

State of America (USA) organizations had employed retirees 

in the early 1990s but very few had established formal 

policies on the employment of retirees [10]. In taking this 

argument further, Ozgen, et al. (2020) postulates that 

employer organizations should consider application of HRPs 

that support retirement transition adjustment in order to adapt 

to the changing environment of retirement planning [25]. The 

rational is that, employer organizations are central in 

providing choices and opportunities for employees. Past 

studies have given little consideration to determining the 

critical role that employer organizations play in ReP [24]. It 

therefore remains uncertain how HRPs embraced by 

employer organizations shape ReP of pre-retirees. 

Noteworthy, most successful employer brands have HRPs 

aligned to business and corporate objectives with the 

professional, personal, and social goals of their employees 

[26]. Along similar lines, Benko, et al. (2014). uphold that 

HRPs would better shift to strategies that attract and engage 

employees through measures that align individual goals and 

experience with corporate purpose [27]. 

In this study, HRPs were measured by FWAs, FAN, EDP 

and CD. HRPs that promote FWAs include work scheduling, 

flexible hours, voluntary work-time reductions, work part-

time or in shifts, vacation and leave of absence for various 

reasons, flexible work locations, working at the office or at 

home, job-sharing, phased retirement, job assignment, 

improved workplace organization, hiring and contracting 

strategies, training practices and compensation methods [28, 

29]. This FWAs avail more flexible working environments 

that inspire pre-retirees to adopt gradual retirement while the 

employer benefit by having opportunities to recruit and retain 

high performance employees in addition to stimulating 

employee’s workplace engagement [30]. FWAs favour pre-

retirees that repel traditional full-time schedules, due to 

additional personal obligations, worsening health, declining 

physical energy or preference in trading some income for 

more control over their time without giving up paid 

employment in entirety [31]. As advocated by Scholosser et 

al., (2011), the FWA is a good alternative to many older 

workers in doubt of complete severing from employer 

organization [32]. Consequently, transitional labour market 

that prefer partial transitions retirement as opposed to 

fulltime retirement are attractive to pre-retirees. FWA such as 

part-time work provides a symbiotic relationship that 

contributes to transfer of knowledge and experience to novice 

employees, besides assisting older employee to ease 

transition adjustment [7]. As urged by Wood, et al. (2010) 

countries that eliminated MRA have adapted flexible 

working environment to facilitate productive employment of 

older employees [33]. However, retirement arrangements and 

pathways are determined by organizational culture [12]. This 

is because, culture change is imperative in combating cultural 

biases and age-based stereotypes that pose obstacles in 

application of new retirement initiatives and practices [34]. 

The study assessed the effect FWAs on ReP. 

Corporate alumni network is an organization’s HRPs that 

stimulate retirement planning because, it assists managers to 

identify retirees who are willing to return to the organization 

in some paid capacity such as bridge employment [35]. As 

established by Quinn (2010), training new employees using 

older employees as resource persons in jobs similar to their 

previous ones provides a mutual beneficial relationship 

between the organization and the retirees [36]. This is a 

symbiotic relationship since such trainings pass on 

organizational intelligence and provide institutional memory 

to work groups. The FAN also form environmental 

connections to new retirees from the organization they 

worked thus building a network of corporate associates in 

post-retirement life [35]. Such networks form sources of 

reliable psychosocial support. The study therefore established 

the effect of FAN on ReP. 

As argued by Wohrmann, et al. (2014), interventions at 

organizational level about retirement planning by HR 

managers might include provision of employees with 

information on positive outcomes about work engagements 

after separation [18]. Pre-retirees are usually affected by 

disengagement processes and psychological withdrawal from 

the work place years before the real separation as they mourn 

the fear of social exclusion in postretirement life [37]. 

Therefore, as a strategy for changeover adjustments, pre-

retirees opt for hybrid type of employment that allow phased 

retirement; with very few deciding on traditional full leisure 

retirement [7]. This gradual employee disengagement from 

working life is a process of reducing attachment to work as 

pre-retirees map their next career development pathway [37]. 

The EDP should include sensitization of employees by 

employer about pension schemes [5]. As argued by Sargent et 

al. (2012), there is a decreasing trend of Direct Benefit (DB) 

to Direct Contribution (DC) pensions schemes [12]. In view 

of this, the authors contend that, retirement policies and 

practices should be part of the HRM system in organizations 

to smoothen EDP. The study investigated the effect of 

employee disengagement process on retirement preparedness. 
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Pre-retirees are confronted with different work exit 

strategies such as prolonging work life through career or non-

career paths subject to opportunities available in their mid 

and late careers and the constraints existing in their 

operational environment [38]. With sound organization’s 

HRPs that provide opportunities for career growth and 

development, pre-retirees should have amassed adequate 

skills and knowledge that act as competitive edge in post-

employment life. Intrinsically, organization’s role in ESP is 

essential in providing career growth through training and 

development via career guidance and information, 

mentorship, coaching and other advancement opportunities 

[39]. This type of career management shift is reinforced by 

other researchers who found that traditional career 

development equation has shifted to more flexible and 

dynamic approaches that define different roles for individuals 

and organizations in career management [40, 41]. The new 

model depicts a changed relationship between employer’s – 

employees’ expectations. This argument is supported by Neal 

(2015), who posit that both organizational and individual 

factors that promote pre-retirees’ adjustment are influential in 

the retirement process [42]. The study therefore assessed the 

effect of career development practices on ReP. As supported 

by Jenkins (2013), organizations should put in place HRPs to 

provide individual guidance, support and encouragement 

needed to realize inherent potential and achieve successful 

career aligned to talents and aspirations [11]. The foregoing 

literature put forward a strong case that application of 

appropriate HRPs influence ReP thus delineating the role 

played by employers in late career employment – employee 

retirement nexus, hence the study. 

2.3. Conceptualization and Hypotheses 

The HRPs and ReP variables were modeled as presented in 

figure 1. 

 

Figure 1. Conceptualization and Hypotheses. 

From the deduction of empirical evidence from previous 

studies and theoretical literature [7, 33], the authors 

postulated a positive relationship between HRPs and ReP. 

There being no other studies with dissimilar findings, we 

proposed that HRPs will positively influence the degree of 

ReP. The study proposed the following hypotheses, that: 

H1: There is a significant effect of flexible work 

arrangements on retirement preparedness among public 

secondary school teachers in Kenya; 

H2: There is a significant effect of formation of alumni 

network on retirement preparedness among public secondary 

school teachers in Kenya; 

H3: There is a significant effect of employees’ 

disengagement process on retirement preparedness among 

public secondary school teachers in Kenya; and 

H4: There is a significant effect of career development on 

retirement preparedness among public secondary school 

teachers in Kenya. 

3. Methodology 

3.1. Context of Study 

The Kenyan education system comprise of basic 

education (primary and secondary), Tertiary education and 

university education [43]. Administration and management 

of education is devolved to the forty-seven Counties that 

are headed by the County Directors of Education while the 

head of secondary school (the principal) is mandated with 

day to day running of the schools supported by the Boards 

of Management. The study was conducted in Kirinyaga and 

Murang’a counties because the two had suffered more loss 

of life due to abuse of alcohol compared to other counties in 

Kenya [44] and the sufferers included teachers. Retirement 

poses significant adjustment challenges for older employees 

depending on the level of occupation embeddedness. 

Academic professionals tend to have strong work identity 

and hence find it difficult to retire since they feel life will 

become valueless or meaning without work [45]. 

Psychosocial disorder factors related to perceived lack of 

support upon retirement lead to negative effects that include 

lifestyle changes, stress, anger, hostility, depression, alcohol 

and substance abuse [46]. Bamberger (2014) posit that 

retirement is a significant life occurrence that influence 

older adults’ drinking behavior, aggravating prior patterns 

of heavy drinking or even triggering alcohol abuse [47]. 

3.2. Design, Target Population and Sampling 

This study used descriptive research design [48] because it 

provided a comprehensive and thorough explanation of the 

phenomena of pre-retiree teachers ReP in view of the HRPs 

in place for a conclusive research [49]. The target population 

was 1,238 TSC employed teachers in secondary schools of 

Kirinyaga and Murang’a Counties that were 50 years and 

above by 2017. The study employed Yamane (1967) formula, 

to get a sample size 302 (24.39%). However, the authors 

enlarged the sample size to 334 (26.98%) in order to avoid 

Type I error (false rejection of a true H0) and Type II error 

(erroneous acceptance a false H0). As argued by Fox, et al 

(2009), hypotheses testing studies that seek to generalize 

findings require to enhance statistical significance and 

statistical power by increasing sample size to accommodate 

non-responses [50]. Multistage sampling technique (three 

stages) was adopted because the population was scattered 

over a wide area [51]. Identification of Kirinyaga and 
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Murang’a counties from the 47 counties used convenience 

sampling due to their proximity to the researcher formed 

stage one. Stage two was identification of the school category 

- National, Extra County, County and Sub-County - using 

proportionate stratified sampling technique. Stage three 

involved selection of the actual respondents using purposeful 

sampling technique to identify TSC employed teachers aged 

50 years and above. 

3.3. Research Data 

Semi-structured questionnaires were used to collected 

data. Section I had seven items on respondents’ demographic 

profile. HRPs as composite variable had four explanatory 

variables with items captured in four sections. Section II had 

nine items on FWA, section III had five items on FAN, 

section three had 19 items on EDP and section four had four 

items on CD. The items for the independent variable were 

measured in 5 - point Likert Scale as follows; Not at all (1), 

Slight extent (2), Moderate extent (3), High extent (4) and 

very High extent (5). ReP was also measured in 5 - point 

Likert Scale - definitely false (1), false (2), neither (3), true 

(4) and definitely true (5). 

3.4. Diagnostic Tests 

Collinearity tests were conducted using correlation 

analysis, tolerance and Variance Inflation Factor (VIF) 

analysis. Tolerance statistics was to be above 0.1 and VIF 

less than 10 for no concern of multicollinearity problem [52]. 

Since VIF values was 1.244 and tolerance statistics 0.804, the 

study concluded that multicollinearity was not a problem. 

Sampling adequacy for factor analysis (FA) was tested using 

high values of Keriser – Meyer – Olkin (KMO) statistic of 

greater than 0.5 and confirmed by Bartlett’s test of sphericity 

significant at p≤ 0.05 [53]. Principal Component Analysis 

(PCA) was conducted for all items with varimax rotation to 

yield a KMO of 0.809 with Bartlett’s test of sphericity being 

significant, p = 0.000. It was therefore deduced that the data 

sample was adequate for FA. Hosmer and Lemeshow (H-L) 

was used to test Goodness of fit for the model [54]. Since the 

H-L test had a chi square 6.678 and p value of 0.572, which 

was greater than p>0.05 [49], the model was concluded to be 

of good fit and adequately fitted the data. 

3.5. Data Analysis 

Descriptive statistics were used to meaningfully describe 

distribution and determine variables’ significance. Inferential 

statistics were used to establish the relationship between 

HRPs and retirement preparedness and included FA, 

correlation, binary logit regression (LR) [55]. Logit 

regression established the relationships between the variables 

and tested the hypotheses, to determine the likelihood of 

teachers’ ReP. Therefore, the study tested the effect of HRPs 

variables on teachers’ ReP. The dependent variable was 

expected to be either the teachers were prepared for 

retirement coded as one (1), otherwise zero (0). In testing 

hypotheses (H), the likelihood ratio statistic was used. The 

outcome was interpreted as statistically significant if (p ≤ 

0.05) and hence reject H0. The logit models were okay if p ≤ 

0.05. Further interpretation was done in terms of odds ratio 

which were obtained by taking the antilog of the slope 

coefficients to reveal the number of times the regress is 

influenced by the regressor [56]. The logit model is indicated 

in models 1 and 2. 

Logit [p] = ln {p/1-p} = β0 + β1X1 + ui       (1) 

Logit [p] = β0 + β1FWA1 + β2FAN2 + β3EDP3 + β4CD4 + ui (2) 

Where;  

Logit [p] is the probability of the teachers’ preparedness 

Β0 is the Constant 

β1 to β4 are the Beta coefficients from the logs of the odds 

ratio function 

FWA1 is Flexible Work Arrangements 

FAN2 is Formation of Alumni Network 

EDP3 is Employee Disengagement Process 

CD4 is Career Development 

ui is error term or random variables 

4. Research Findings 

4.1. Respondents Characteristics 

The demographic characteristics of respondents was 

gender, highest level of education, year of birth and number 

of years worked under TSC (Table 1). The study had 

response rate of 90%, which was very good [56]. The 37 

items had very good reliability with Cronbach’s alpha (α) 

0.853. 

Table 1. Characteristics of Respondents. 

Variable Frequency Percentage 

Gender 

Male 174 57.6 

Female 128 42.4 

Total 302 100 

Highest level of 

education 

Diploma 67 22.1 

Degree 172 57.0 

Postgraduate Diploma 34 11.3 

Masters 29 9.6 

Total 302 100 

Year of Birth 

1956 -1960 60 19.8 

1961 - 1965 167 55.4 

After 1965 75 24.8 

1967 46 15.2 

Total 302 100 

Length of service 

under TSC (years) 
10 - 15 1 0.3 

 16 – 20 9 3.0 

 21 – 25 68 22.5 

 26 – 30 171 56.6 

 Over 30 53 17.6 

 Total 302 100 

Male teacher respondents were the majority (57.6%, 174). 

Most of the pre-retiree teachers had either first degree 

(57.0%, 172) or diploma (22.2%, 67) as the highest level of 

education. The longest service offered by the pre-retirees was 

39 years and the least 10 years giving a range of 29, mean 
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score of 27.72 with a standard deviation of 3.66. years. 

Majority of the pre-retirees had 26 to 30 years of service. 

4.2. Variables Characteristics 

The four variables of HRPs enabled the respondents to 

provide opinions on how well their employer organization 

directly or indirectly manifested practices that made the pre-

retirees prepared for retirement. The variables characteristics 

are presented in Table 2. 

Table 2. Characteristics of Variables. 

Variable No. of Items Cronbach's Alpha Mean S. Dev. 

Flexible Work Arrangements 9 0.804 1.60 1.00 

Formation of Alumni Networks 5 0.757 1.92 1.17 

Employee Disengagement Process 19 0.703 2.33 1.24 

Career Development 24 0.812 2.90 1.30 

Overall Human Resource Practices 37 0.869 2.19 1.18 

Retirement preparedness 10 0.809 2.16 1.21 

 

The study adopted α ≥ 0.7 as threshold of good reliability 

[56]. Table 2 shows overall HRPs had very good reliability (α 

≥ 0.869) with a mean score of 2.19 and standard deviation of 

1.18. The aggregate mean score for FWA was 1.6 and 

standard deviation of 1.02. It was thus the opinion of most 

respondents that FWA were not in existence. This is 

evidenced by each of the nine items having a mean score of 

less than 2.0. The standard deviations were generally low, 

implying the employer organization had not put in place 

FWAs for the pre-retiree teachers. The study findings suggest 

that pre-retiree teachers are expected to be in school from 

morning till evening, and sometimes during weekend. 

Teachers neither made personal arrangements in the teaching 

timetable nor left school when without a lesson. In addition, 

teaching timetables lacked special considerations even for 

lactating mothers. Pre-retiree teachers neither had options of 

working few hours to receive pay on pro-rata (part time 

basis) nor working by splitting full-time job between two or 

more part-time teachers (job sharing basis). The findings also 

revealed there were very slim existing opportunities for 

retired teachers to work on contract or casual/temporary 

basis. 

The aggregate mean score for FAN was 1.92 and standard 

deviation of 1.17. The respondents expressed that alumni 

networks were in existence to a small extent. The five items 

had a mean score of between 1.53 and 2.30 hence interpreted 

that the FAN was rare. Some respondents were of the opinion 

that employer was not concerned about retired teachers (M = 

2.40; SD 1.51). Besides, the respondents reported lack of 

social forums for retired teachers organized by the employer 

(M = 1.82; SD 1.16). Moreover, respondents (M = 1.53; SD 

= 0.91) and (M = 1.56; SD = 0.95) acknowledged absence of 

support services (such as social clubs) funded by employer 

for retirees and for pre-retiree teachers. This finding avail an 

impression that neither the pre-retirees nor the retired 

teachers had formed alumni networks. 

For EDP, the aggregate mean score was 2.33 and standard 

deviation of 1.24. This implies that EDP was in existence to a 

small extent. However, the large standard deviation indicates 

a wide variation in the opinions of the respondents. The great 

disparity in respondents’ opinions is demonstrated by the 

range of mean score for the 19 items that ranged from 1.35 to 

4.73. Two items were outliers and rated very highly; namely, 

retirement date in the monthly pay slip (M = 4.73; SD = 

0.76), and awareness of retirement benefits are based on 

direct Benefit (DB) pension plans (M = 3.71; SD = 1.42). 

Otherwise, the range was from mean score of 1.35 to 2.84. 

Sensitization of pre-retiree teachers by employer about 

engagement in alternative activities during retirement life and 

community emersion were in the level of small extent (M = 

2.46; SD = 1.41) and (M = 1.94; SD 1.23) respectively. It 

was the opinion of 82.1% (248) respondents that sensitization 

of teachers about retirement planning immediately after 

appointment as teachers was non-existent (M = 1.35; SD = 

0.87). The finding suggests that employer the organization 

was not doing well in creating an enabling environment for 

ESP. This implies that, in spite of the employer informing 

teachers about the mandatory retirement date on the pay slip, 

little was done to assist the pre-retiree teachers to plan for 

retirement life. 

The last sub variable, CD, had an aggregate mean score of 

2.90 and standard deviation of 1.30, indicating that CD was 

in existence to the level of moderate extent. The large 

standard deviation, however, suggest presence of a wide 

variation in respondents’ opinions. The 4 items had mean 

score ranging from 1.90 to 3.66. The findings therefore 

indicate pre-retiree teachers were moderately clear of their 

next career path, and knew what to do to earn a living as 

retirees (M = 3.66; SD = 1.17). Similarly, the pre-retirees 

indicated having knowledge of opportunities available to 

them upon retirement (M = 3.20; SD = 1.36) and expressed 

confidence of having planned for career options in retirement 

(M = 2.82; SD = 1.43). 

5. Discussions and Implications 

The small aggregate mean score for FWA (M = 1.6; SD = 

1.02) together with all items having a M < 2.0 implies that 

employer had very little FWAs practices. This is despite 

Wood, et al. (2010), contending that organizations should 

establish FWAs such as work scheduling, flexible hours, 

voluntary work-time reductions, phased retirement [33]. The 

findings were contrary to those of Pillay (2010) that 

employees with university education and in professional 

positions were more likely to prefer gradually phased 

retirement through part time or casual employment [13]. The 
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findings also contradict Cahill, et al. (2013), that 

organizations allow FWAs such as flexible work schedules, 

flexible work options, and flexible retirement options as part 

of HR strategy to support employees transitioning to 

retirement [35]. The findings denote inherent danger of 

retirees diving into unfamiliar territories on reaching MRA. 

Deloitte (2014) posit that, FWAs is not only essential to pre-

retirees but also to all employees, especially generation Y 

who fervently prefer flexibility [26]. Nonetheless, the 

findings concur with Seike, et al. (2012), that most 

organizations lacked enthusiasm in establishing FWAs [58]. 

Since FAN was in the level of small extent (M = 1.92; SD = 

1.17), with the highest item having M = 2.30, the findings 

portray seldom FAN. This unveils deficiency of social 

forums (such as social clubs) for retirees besides workmates. 

The findings exhibit an impression that neither the pre-

retirees nor the retired teachers had formed alumni networks. 

The findings failed to support the observations of Cahill, et 

al. (2013) that establishment of corporate alumni networks 

was another important HRP in organizations’ retirement 

preparedness strategy [35]. The infinite danger to the pre-

retirees is suffering from psychosocial consequences such as 

social exclusion and loss of friendship [2]. 

The findings for EDP revealed an aggregate mean score in 

the level of small extent (M = 2.33; SD = 1.24). This showed 

a wide range of respondents’ opinions as exhibited by the 

high standard deviation. The items demonstrated a large 

difference in respondents’ opinions as exposed by the mean 

score ranging from 1.35 to 4.73. By pre-retiree indicating that 

employer failed to organize seminars about retirement (M = 

2.67; SD 1.45), it implies that, monthly reminder about 

retirement date on the pay slip added no value to pre-retiree 

teachers in planning for retirement life. This may be 

attributed to pre-retirees’ view of MRA as a forced activity 

(M = 2.69; SD 1.54), with some suggesting it be abolished 

(M = 2.84; SD = 1.63). Conceivably, abolition of MRA is the 

trend by countries like USA, New Zealand, Australia, Canada 

and UK [33, 59]. Notably, some pre-retirees expressed 

unwillingness to continue teaching past MRA even if given a 

chance. However, there were no policies in place for this 

considerations (M = 1.60; SD 1.02). The teachers were left to 

make personal initiative on retirement planning. The findings 

therefore indicate that the employer had not taken cognizance 

of the dynamics that surround older employees’ processes of 

workplace disengagement. 

As pointed out by Topa et al. (2018) some pre-retirees 

experience mental withdrawals from their jobs years before 

they actually retire; yet, others would continue to work 

during retirement [37]. The respondents expressed dismal 

level of saving for retirement since they relied on DB pension 

plans without any voluntary contribution, despite being 

conscious that retirement benefits were inadequate to 

maintain their current living standard. The findings are 

inconsistent with Franzen (2010) that, the trend is for 

employers to replace DB pension plans with DC pension 

plans [60]. Worse still, the findings indicate that employees 

neither knows the retirement benefits to expect nor how 

pension was calculated upon retirement. The study findings 

imply that facilitation of pre-retiree teachers’ disengagement 

process by the employer is in indeterminate state despite its 

great importance. This partly agrees with Wang at al. (2010) 

that, role of retirement transition reasonably remains 

ambiguous to both employers and employees [5]. Employers 

should facilitate EDP because, its deficiency precipitate pre-

retirees to suffer effects of mental withdrawal from their jobs 

long before actual retirement, a type of mourning due to 

inadequate ReP making them less productivity [37]. 

Findings on career development showed an aggregate 

mean score to the level of moderate extent (M = 2.90; SD = 

1.30), with a large variation in respondents’ responses as 

demonstrated by range of mean score of items (1.90 to 3.66). 

The CD findings support those of Donaldson et al. (2010) 

that, without employers creating opportunities for employees 

to control conditions in which they exit the work place, 

transition and adjustment to retirement becomes 

apprehensive [16]. Indeed, organizations that incorporate life 

course perspective in CD of pre-retirees provide positive 

effects to post retirement life [16]. As theorized by Wang at 

al. (2010), retirement preparedness includes standard career 

development processes [5]. 

Logistic regression was carried out to predict ReP of 302 

pre-retiree teachers using indicators of HRPs (FWA, FAN, 

EDP, and CD) as predictors (Table 2). The researchers 

envisioned that the four variables informed the effect of 

HRPs on ReP. The outcomes of the dichotomous logistic 

regression is exhibited in Table 3. 

Table 3. Hypotheses Testing. 

 β t=β/SE Wald P-Value Exp (B) 

Flexible Work Arrangements .354 3.570 14.176 .002 1.711 

Formation of Alumni Networks .268 3.892 12.521 .001 5.541 

Employee Disengagement Process .433 4.115 11.154 .001 3.686 

Career Development .512 3.541 10.120 .000 2.497 

Observations (n)  302    

Nagelkerke R Square  0.307    

Model Chi – square (4 df) 75.562  .000  

Classification Rate  72.8    

-2 Log likelihood  309.353a    

Hosmer and Lemeshow Test (8 df) 9.921  0.271  

Dependent Variable is Retirement Preparedness  

Note p ≤ 0.05  
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Running LR shown in model 2, gave the findings as 

presented in Table 3. Likelihood ratio chi square of 75.562 

with a p = 0.000 shows the model was significant. The 

Nagelkerke R Squared (0.307) implies that the model 

variables explained 30.7% of the variation in ReP which is a 

remarkable relationship between HRPs and ReP. The -2 Log 

likelihood of 309.353 point out that the model fitted the 

research data. The percentage correctly predicting that event 

occurred (prediction sensitivity) was 1196/201 which 

translated to 97.5%, while that of the event not occuring was 

77/101 translating to 23.8%. The prediction had an overall 

success rate of 72.8%. The four predictor variables had 

positive β coefficients of .354, .268, .433 and .512 for FWA, 

FAN, EDP and CD respectively, indicating that their increase 

is associated with increased log odds of ReP. 

The odds ratio of FWA (expressed by Exp (B)) was 1.711 

implying that, a unit increase in FWA increases the likelihood 

of ReP by pre-retiree teachers by 71.1%. From these findings 

therefore, FWA was statistically significant in predicting pre-

retiree teachers’ retirement preparedness. The researchers 

thus found a significant positive relationship between FWA 

and ReP of pre-retiree teachers. Thus, the first hypothesis 

was supported and the study accepted H1 that, there is a 

significant effect of FWA on ReP among public secondary 

school teachers in Kenya since β ≠ 0 and p – value was 

significant (p = 0.002). The authors concluded that, there 

exists a significant positive relationship between FWA and 

ReP of pre-retiree teachers of public secondary schools in 

Kenya. 

The odds ratio of FAN was 5.541; meaning, a unit increase 

in FAN increases the likelihood of ReP by pre-retiree 

teachers by 54.1%. From the results, FAN was statistically 

significant in predicting pre-retiree teachers’ retirement 

preparedness. The study therefore established a significant 

positive relationship between FAN and ReP of pre-retiree 

teachers. The second hypothesis was supported and the study 

accepted H2 that, there is a significant effect of FAN on ReP 

among public secondary school teachers in Kenya since β ≠ 0 

and p = 0.001, hence significant. The study concluded that, 

there exists a significant positive relationship between FAN 

and ReP of pre-retiree teachers of public secondary schools 

in Kenya. 

The odds ratio of the third variable, EDP was 3.686. This 

means that a unit increase in EDP increases the likelihood of 

ReP by pre-retiree teachers by 68.6%. The findings indicate 

that, EDP was statistically significant in predicting pre-retiree 

teacher’s retirement preparedness. The study found a 

significant positive relationship between EDP and ReP of 

pre-retiree teachers. The third hypothesis was thus supported 

and the study accepted H3 that, there is a significant effect of 

EDP on ReP among public secondary school teachers in 

Kenya since β ≠ 0 and p = 0.001, hence significant. The 

study concluded that, there exists a significant positive 

relationship between EDP and ReP of pre-retiree teachers of 

public secondary schools in Kenya. 

The fourth variable was CD and had odds ratio of 2.497. 

This implied that a unit increase in CD increases the 

likelihood of ReP by pre-retiree teachers by 49.7%. The 

study results show that, CD was statistically significant in 

predicting pre-retiree teacher’s retirement preparedness. The 

study therefore established a significant positive relationship 

between CD and ReP of pre-retiree teachers. The forth 

hypothesis was consequently supported and the study 

accepted H4 that, there is a significant effect of CD on ReP 

among public secondary school teachers in Kenya since β ≠ 0 

and p = 0.000, thus significant. The study concluded that, 

there exists a significant positive relationship between EDP 

and ReP of pre-retiree teachers of public secondary schools 

in Kenya. 

Hypotheses findings support empirical findings of 

previous studies that organizations had essential roles in 

providing a conducive environment that supports employee 

retirement planning and ReP by developing and 

implementing appropriate HRPs [16, 18]. There is therefore 

need for organizations to manage the mix of swelling number 

of older and younger workers in the work place through 

development of relevant HRPs [61]. Certainly, the empirical 

findings that HRPs had a significant positive effect on ReP is 

pertinent in facilitating ESP from employer organization to 

post retirement life because HRPs provide an enabling 

environment for individuals to prepare for retirement. The 

HRPs should therefore include FWA, FAN, EDP and CD. 

These findings on HRPs paints a gloomy picture of pre-

retiree teachers getting into retirement that neither the 

employer nor themselves planned for in advance. The study 

therefore establishes that the employer is devoid of HRPs 

that reflect ReP for pre-retiree teachers. 

The HRPs provide knowledge that reinforce CT, LCP and 

the TPB as theories used in retirement [18, 16]. The study 

therefore contributes to the body of knowledge by increasing 

comprehension of the theoretical underpinnings in the study 

of ESP for ReP. in addition, the findings deliver empirical 

evidence on the role of HRPs in HRM on retirement planning 

for ReP. Consequently, the study extends the frontier of 

knowledge by providing empirical evidence of variables 

significant in ESP. The findings of this study have 

implications to government, policy makers and practitioners 

to induce employer organizations to promote policies and 

practices that would increase likelihood of pre-retirees ReP 

through advertent development and implementation of HRPs 

as a HR strategy for ESP. The Kenyan government would 

better empower the employees by enforcing employers to 

appropriate HRPs that foster ReP as enablers of senior 

citizens to age gracefully without relying on financial 

donations for upkeep. 

6. Conclusions 

From the research findings and the hypotheses testing 

results, the study concludes that the HRPs have a significant 

positive effect on ReP in the life of pre-retiree teachers in 

public secondary schools. FWA, EDP, FAN and CD (in that 
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order of ranking) are imperative in strengthening postulations 

by CT, LCP and the TPB that life should continue without 

major disturbances. However, the study found that employer 

organizations lack sufficient HRPs to empower strategic 

planning for ReP by the workforce. The study proposes 

employer organizations to put in place necessary mechanisms 

to develop and implement appropriate HRPs that will assist 

employees to prepare for imminent retirement. This 

conclusion is very vital because it boldly raises a discourse to 

researchers and other players on HRPs geared towards the 

wellbeing of the most important resource – the people - for 

the sake of their postemployment life which is currently 

abandoned. 

7. Limitations and Recommendations for 

Further Study 

Some aspects may limit the extent of generalization and 

applicability of the findings. The study depended on 

subjective data, self-reported in the questionnaires (survey) 

by pre-retiree teachers (triangulated by interview) which may 

have resulted to over or under reporting on the level HRPs. 

The respondents were only pre-retirees (beneficiaries of 

HRPs). Perhaps it would have been fair to hear from 

employer organization representatives. The study also 

applied only four variables to comprise HRPs which may 

have not been exhaustive. Finally, the study was conducted 

only in public secondary schools in Kirinyaga and Murang’a 

Counties. Secondary school teachers being a profession with 

strict code of service, to a small extent limits the level of 

generalizations. Further research may be conducted to 

address some or all of the cited limitations and enlarge the 

methodology by employing longitudinal studies and other 

methods of data collection. 
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