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Abstract
This study is a pioneer study that examines the advantages of faculty employment after retirement age from the
perspective of academic faculty. The economic-industrial literature suggests that prior experience is a major
consideration in the industry, particularly in the process of selecting suppliers, and the weight given to occupational
experience has an effect on other advantages as well.
108 questionnaires administered to senior faculty were collected in a case study of a single university. A combined
research method including qualitative and statistical analyses was employed, with the aim of exploring the
advantages of faculty employment at institutions of higher education after retirement age.
The current research findings show that most of the faculty members claim that the experience accumulated by
faculty who have passed the retirement age is their strongest advantage. Furthermore, professional-academic
experience was found to correlate with other advantages, namely knowledge, international contacts, deeper
familiarity with the global academic system, improved teaching capabilities, and improved ability to guide advanced
studies. This, in addition to the advantages of personal-professional skills: more patience and greater research
performance ability.
The findings raise the practical question of the implications for the academic system in general and for the public
academic system in particular. In other words, how does the public system of higher education translate the
advantages of previous academic experience beyond retirement age? What are the benefits for colleagues, young
faculty, the institutions – and the system of higher education in general, with regard to research, teaching, and
contribution to the community?
Keywords: retirement age, retirement, employment, retirement, academic faculty
1. Introduction
1.1 “Academic Capitalism” and Its Effect on Israel’s System of Higher Education
The phenomenon of academic capitalism emphasizes the aspect of profit and loss within the considerations taken
into account by educational institutions. Decisions reached on academic topics consider elements of collaboration
between academia and industry, the commercialization of knowledge, locating investors, integrating entrepreneurs,
management efficacy, and changing the academic culture (Hoffman, 2011).
The system of higher education, as an educational institution, constitutes another aspect of humans’ social existence.
On the sociological dimension, processes undergone by higher education are part of a wide social context that is also
manifested in the academic domain. Examination of economic, political, social, statutory, and demographic
processes illuminates changes that have occurred in the system of higher education as part of sociological trends that
filter through the walls of institutions of higher education and affect their image (Davidovitch, Lobova, Pryamikova,
Pechenkina, & Yachmeneya, 2012).
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From an economic perspective, the expansion of higher education is a product of the exchange economy that was
later transformed into the capitalist economy. According to the economic ideology, changes in the nature of the
economy led to redefinition of the individual, who became a potential producer, and as taxpayers the state is
responsible for giving individuals the tools and authority to manage their productive activity. From this point of view,
education is an element that increases the individual’s productivity as well as the state’s indirect profits. This
perception sees the educated as human capital, while linking education with financial gain and well-being (Amaral &
Magalhaes, 2004).
Perceiving the educational system as an economic tool is nothing new and is the basis for the establishment of
modern universities (Scott, 1995). Although this is most acutely evident in the late 2010s, its roots are in the late 19th
century, with the rise of capitalism and the transition to thinking in terms of profit and loss (Scott, 2006). For years,
research institutions were managed under a self-governing policy and kept their distance from external economic
policies, however in time this approach managed to enter academic institutions as well and considerations of profit,
efforts to integrate entrepreneurs, writing patents, collaboration with industry, and managerial efficacy acquired a
central role (Hoffman, 2011). Similarly, Hoffman cites the change that occurred with the integration of new
knowledge disciplines related to the global market, learning the culture of additional markets, and so on. In addition,
the conceptual change and perceiving higher education as a means of economic growth and of developing industry
epitomized the paradigmatic change that applied pressure on the universities to generate products. Where in the past
academia was not part of the business world, keeping to its own matters and remaining on the margins of the social
world, in the 20th century its role changed significantly. Suddenly it was required to train skilled workers, produce
applied research, and constitute an important part of advancing the nation. As a result, academia was compelled to
make the transition to massive preparation of citizens for life in an advanced industrial society and to shift its
educational emphasis from shaping the student’s character and world to conveying certain skills and occupational
training, as well as defining the aims and goals that can be expected of the graduates in terms of the academic
“output” to be generated (Yadgar, 2007). Moreover, academia was required to appeal to new and disadvantaged
population groups.
Academic capitalism set several challenges for universities, which included recruiting trained academics for
commercial activity and giving priority to academic studies motivated by profit (Hoffman, 2011).
The economic changes that occurred primarily following the change in perception of academia as a capitalist
institution were only one part of additional changes that took place and that included political, social, statutory, and
demographic changes leading to the global growth of higher education (Levy, 2001).
This study is the first to examine the advantages of employing faculty members who have passed retirement age
from the perspective of academic faculty. Previous experience was found to be the most important parameter in the
process of supplier selection (Eckhaus, Kogan, & Pearlman, 2013). Similarly, employers prefer more experienced job
applicants (Buchs & Helbling, 2016), and even with regard to senior positions, firms often prefer more experienced
directors (Lu, Chen, & Kao, 2017). This may also be the reason for the higher financial reward offered, compared to
lower ranked employees (Eckhaus, Weber, Koppel, & Spiegel, 2018). In line, merit principles suggest that
governments should prefer more experienced workers (Lewis, Boyd, & Pathak, 2018). Naturally, in teaching as well,
experienced teachers are preferred (Salmon & Sayed, 2016).
We shall relate to the economic dimension from the perspective of industrialist economists – is experience worth
money? Why is it preferable to employ older people? The following is the opinion of Yehuda Modai, an economist,
on this issue. Yehuda Modai (2011): "In one of the organizations where I worked I had a worker… with more than 15
years of experience, a worker who had already seen everything, done everything, and was surprised by nothing. Her
experience in all aspects of her profession was an inestimable asset for the company, one that was often translated
into revenues or reduced expenses…I often read about managers interested in lowering the age of their workers, or
about the difficulties of finding work after the age of 50 or even much earlier. I read and see these things, but I do not
understand. I could cite social arguments that one day we will all age and that they merit attention, but because I do
not believe that a financial company acts to realize overall social visions rather only to maximize profits for its
owners – I will not do so".
So why do I prefer older workers, or more accurately, think that age has no significance for considerations
underlying the employment of workers? For pure business reasons:
● In any company in which I worked or that I visited a saw a backbone of veteran workers who are the soul of the
business. All plants or offices have a veteran storekeeper who knows all the items by heart, a payroll accountant who
knows the labor laws and the spirit of the law, or a shift head who sometimes forgets why something is done in a
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certain way but makes sure that the products are issued in perfect condition.
● These veteran/older workers are workers who have no absences to care for children and school vacations, workers
who do not repeatedly check their situation and worth on the labor market every month or two, and knowing that
their state of employment is seen as problematic by certain organizations they are exceptionally loyal workers and
will not switch companies for a raise of several hundred shekels or a better company car.
Modai (2011) explains: “…So, I’ve heard of managers who prefer young workers with a fresh spirit and innovative
ideas and claim that the energy of the young is preferable over the fixation of the old. I’ve heard but I was not
impressed. I’ve seen many workers in all types of professions and of all ages, the only rule that I’ve managed to form
is that there are no rules. “The world belongs to the young”? – The downside of young workers: I’ve seen
workplaces that have only young people – a young atmosphere of… a train station. People come and go and the
place has no character – and usually there is no family atmosphere. I wouldn’t want to work at such a place, which
usually (due to the considerable volatility) does not invest much in its workers and on the other hand also does not
receive the added value of experience when there is need to integrate a better product in the market.
In my opinion the correct mix is having something of everything, a combination of young energies with mature
experience – as in life. When I was accepted to an accountancy office as an intern – one of the partners said wisely in
his guidance session before we left for a first company audit: “Don’t think that they taught you everything at
university. Listen to everything the “lowly” experienced accountants have to say, they know things that you didn’t
even know existed” – Respect experience – its worth money.”
Prejudices shatter when they encounter reality. The common opinion in general and the opinion of employers in
particular with regard to employing workers aged 45 and older is in complete contradiction to their great potential
contribution.
The main problem is the negative stereotypical attitude to those of older age with regard to technological limitations,
speed of performance, and poor energy, but quite a few studies show that this is not true. Here are five top reasons
proving that older people are better workers.
Eran Kristal (2015) presents the five top reasons: Why it is worthwhile to employ older people:
ⅰ. There is a will and there is an ability to learn
Transitioning to the progressive era – Quite a few employers think that with regard to technological progress workers
aged 45 and older cannot necessarily maintain the work pace and thus prefer to employ members of a generation that
was “born” into current day technology.
There is no reason that a worker should be unable to apply technological progress, whether young or old. Where
there is a will there is a way. Indeed, it takes older people more time to learn new material but the cost of training
them is still lower due to their aptitude for learning and the experience they accumulated throughout life.
ⅰi. Surprisingly, few vacation and sick leave days
Leisure and free time – It is precisely workers of advanced age that have more time to work because their children
are already at an age when they can care for themselves and mature enough to make their own decisions without
involving their parents.
This creates a situation where the worker can focus and concentrate on the job without needing to take sick leave or
time off for their children’s vacations. In addition, the total number of sick leave days utilized by older people is
lower than that of other age groups. Moreover, older people take less risks and their accident rates are statistically
lower than those of other age groups.
ⅰii. They are not on the lookout for their next job
Stability – Older workers are perceived as more stable and they are not volatile like the Y generation – known to
switch jobs constantly, creating significant costs for employers who must repeatedly recruit and train new workers.
The output of the older population is among the most stable of all age groups.
ⅳ. Experience worth its weight in gold
Significant experience – Older workers have a great deal of occupational experience as well as life experience that is
very helpful in making important decisions and that is worth a great deal of money for employers.
Occupational experience can bring the organization new work methods and ideas that will take the business forward.
ⅴ. They aim for the organization’s good (Ogba, 2008)
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The purpose of this article is to expand the previous study on workers’ commitment to the organization. This article
intends to use income and age as variables for assessing workers’ commitment to their organizations in Nigeria.
Results of the analysis show that workers with a high income represent those workers in the 31-35 age group who
have low commitment to their organization. This article demonstrates the associations between age and income.
Commitment can be explained by referring to cultural elements that might have a stronger effect on workers’
expressions of commitment to their organization. The findings show that:
Responsible judgment and a can-do attitude. Older workers have better judgment than the young and are more
capable of avoiding hurried and irresponsible decisions that often come at a high price.
They are less inclined to speak harshly and to get caught up in ego conflicts. The outlook of older people is one that
aims for the organization’s good and therefore they constitute a link for all activity across departments and serve as
an asset.
This is a quality group of people who come with the intention of applying themselves to their work. Obviously, we
will all be older one day so why shouldn’t we invest in this group in the present and then all profit in the future?
1.2 Experience and Seniority Contribute to Output (Holzer, 1988)
A report by the American Bureau of Statistics (Tur-Sinai, 2016) shows that in the next decade most of the growth
within organizations will be produced by workers aged 65+.
Moreover, data published by the OECD (2015) show (Tur-Sinai, 2016) that Americans aged 55 and older constitute
only slightly less than one quarter of the country’s workforce, but nevertheless last year they occupied nearly half of
the 2.9 million jobs obtained, which is the largest segment of all age groups.
The OECD anticipates that this trend will persevere. The report indicates that life expectancy is on the rise and that
the number of children born is declining.
Productivity rates in the US, Britain, Germany, Japan, and almost all other developed countries, are lower than the
turnover rate between younger and older generations. The result is that the average age is rising both in general and
in the workforce.
The main problem is that most employers are not enthusiastic, to say the least, about employing older workers. Why?
• The main reason, as shown in the report, is that although older workers might have more experience and knowledge,
they usually also earn higher salaries than younger workers.
• Many employers believe that older workers cannot work at today’s digital work pace.
The result is that older age is considered a shortcoming in the labor market, and when organizations are required to
choose between an older and experienced worker and a young worker who lacks experience, in many cases they
prefer the younger workers.
This is a discriminatory approach that is banned in many developed countries.
Despite the laws intended to protect older workers, more and more older workers are compelled to retire because
they cannot find jobs in companies. Furthermore, according to the current law in Israel, workers who have passed the
mandatory retirement age are not entitled to receive the protection of the law against age-based discrimination.
Other studies conducted in the US show that over 50 percent of workers aged 50 and older lose their jobs before they
are ready to retire.
Of those who are not compelled to retire, some 90 percent will never be able to maintain their previous earning
capacity due to the low demand for them as workers.
Many companies are being sued at present, around the world as well as in Israel, for age-based discrimination,
companies who notify candidates that they are too old for a specific job even when age is irrelevant for carrying out
the responsibilities required by the job.
Other companies think that they can circumvent the law by defining the job requirements as less than seven years’
experience (or no more than seven years) or by defining jobs as intended for students or university graduates from
the last year or two.
All these excuses lead the organizations to the courts, which usually rule that they must pay compensation for
discrimination. Even Facebook was compelled to remove its age criterion.
Nevertheless, studies show that the labor world will soon undergo an essential change with regard to employing older
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people. The forbidden age-based discrimination is diminishing due to occupational diversity programs. In addition,
employers are discovering that they truly need older workers due to the growing discrepancy between the demand
and supply of skilled workers.
Mega-corporations in the US, including Boeing, Apple, large banks, and others, are inviting retirees to come and
work for them, and providing them with training and new skills, although in many cases these are still part-time
positions.
Company managements must remember that many citizens aged 50 and older usually have more free income than
the young, and therefore their purchasing power is several times higher than that of the younger generation. These
consumers want to do business with organizations that respect older people and that do not see older age as a
negative quality.
Accordingly, human resource managers would do well to act to eradicate age-based discrimination and to recognize
the enhancement of generational diversity as an important goal.
Research rationale
In light of the research literature and the bills proposed on this topic, the current research hypotheses are that:
H1. Experience positively affects knowledge.
H2. Experience positively affects connections in the academic environment.
H3. Experience positively affects knowledge of the academic system.
H4. Experience positively affects teaching capabilities.
H5. Experience positively affects guidance capabilities.
H6. Knowledge positively affects connections in the academic environment.
H7. Patience positively affects teaching capabilities.
H8. Research capabilities positively affect guidance capabilities.
2. Method
2.1 Initial Sample
A questionnaire was distributed for the purpose of data collection, with a single open-ended question: “In your
opinion, what are the unique advantages that a faculty member who has passed retirement age may have, compared
to a younger faculty member?”. Demographic data regarding age and gender were collected.
The questionnaires were distributed to the senior faculty members at Ariel University, Israel, using Google Docs.
One hundred and eight completed questionnaires were collected. Of all respondents, 47.6% were females and 52.4%
males. The age range was 36-49 (36.6%), 50-60 (32.3 %), and 61-84 (31.2%).
2.2 Analysis
First, the known process of text categorization was performed (Bruce & Wiebe, 1999), a manual analysis process
where all texts are read and major themes are identified and tagged (Davidovitch & Eckhaus, 2018; Eckhaus &
Davidovitch, 2018a, 2018b). Based on these major themes a model was constructed. Most respondents (82 of 108)
specified that experience (EXP) is the most dominant advantage. The rest of the advantages were: patience (PAT),
knowledge (KNW), connections worldwide (CON), research capabilities (RES), guidance capabilities (GUI),
teaching capabilities (TEA), and knowledge of the academic system (ACD). Categories were coded using the binary
system (Eckhaus & Sheaffer, 2018b); responses were tagged 0 when they did not belong to the category, and 1 when
they did. A mixed methods research design (Cortini, 2014), which provides the strengths of both the qualitative and
empirical methods, and offers a better understanding of the research question, was employed (Davidovitch &
Eckhaus, 2019a, 2019b; Eckhaus & Davidovitch, 2019). That is, while the core study is empirical and based on
statistical investigation, we combined qualitative analysis and examples from respondents, to strengthen the validity
of the results.
In order to test the model’s goodness-of-fit we used Structural Equation Modeling (SEM) (Eckhaus, 2019a; Eckhaus
& Sheaffer, 2018a), a powerful multivariate technique (Eckhaus, 2019b). The measurements criteria used for model
fit were CMIN/DF, CFI, NFI, TLI, and RMSEA. Values of CFI, NFI, and TLI ≥ .95 and RMSEA<.06 are
indication of a good fit (Schreiber, Nora, Stage, Barlow, & King, 2006), the CMIN/DF ratio should be < 3 (Stegers‐
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Jager, Cohen‐Schotanus, & Themmen, 2012). However, some scholars argue that CMIN/DF should be <2.
3. Qualitative Examples from Respondents
Research experience as perceived by faculty – what is it?
Research experience
• Considerable research efforts
• Connections with researchers at the university and around the world
• Connections, research/professional maturity
• Knowledge accumulated
• Patience, more thorough familiarity with the content worlds
• Greater seniority and ability to publish
• More knowledge of the research discipline and more time to devote to research
Teaching experience
• Wide teaching knowledge
• Greater knowledge, improved teaching capabilities
• Experience in guidance and teaching
• More experience in teaching, familiarity with the system, and greater maturity in writing articles
Contribution to the community
• Academic and managerial experience, ability to organize study days, preparing lectures
Personality
• Patience
• Thoroughness
• Less pressure to produce output for purposes of promotion and more for other important causes
4. Empirical Results
Spearman’s correlations, means, and SD are presented in Table 1. The model and the results are illustrated in Figure
1.
Table 2. Correlation Matrix: Means and SD
EXP
PAT
KNW
CON
RES
GUI
TEA
ACD
Mean
SD

EXP
-.01
.27*
.07
.12
.09
.21*
.23*
1.56
7.9

PAT

KNW

CON

RES

GUI

TEA

ACD

-.06
-.05
.13
.07
.23*
-01
.24
1.13

.24*
.03
-.02
-.1
.15
.45
2.35

-.13
.06
-.01
.17
.26
1.38

.27**
.44***
-.001
.44
2.32

.21*
.12
.19
1

.06
.30
1.57

.17
.90

*p<.05, **p<.01, ***p<.001
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∗p < .05. ∗∗p < .01. ∗∗∗p < .001.
Figure 1. Model Results
The hypothesized model showed an excellent fit: CMIN/DF = .76 (p>.05), CFI = 1, NFI= 1, TLI=1.01, RMSEA = 0.
All hypotheses were supported. EXP positively affected KNW (H1), CON (H2), ACD (H3), TEA (H4), and GUI
(H5), respectively. KNW positively affected CON (H6), PAT positively affected TEA (H7), and RES positively
affected GUI (H8).
Next, we examined whether age and gender affect experience. Accordingly, a relationship was added between Age
and Gender to Experience (EXP). Results showed no statistical significance of these new relationships.
5. Discussion
In line with previous literature, the results of this study underline the importance of experience as a parameter
affecting other varied advantages. While other advantages of the senior faculty exist, such as patience and research
capabilities, experience is the most valuable. Experience in academia means having accumulated more knowledge,
connections, teaching practice, and guidance practice, as well as familiarity with the academic system. Along with
these important benefits, with age come patience and research capabilities, which add additional value to the
researcher’s contribution to the institution.
The research findings raise the practical question of their implications for the academic system. Namely, how does
the system of higher education translate the advantages of previous academic experience beyond retirement age?
What are the “benefits” for colleagues, young faculty, the institutions – and the system of higher education in general,
with regard to research?
Considerable research efforts, connections with researchers at the university and around the world, connections,
research/professional maturity, accumulated knowledge, patience, more thorough familiarity with the content worlds,
greater seniority and ability to publish, as well as more knowledge in the research discipline and more time to devote
to research?
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What are the “benefits” for colleagues, young faculty, the institutions – and the system of higher education in general,
with regard to academic teaching? Wide teaching knowledge, improved teaching capabilities, experience in guidance
and teaching, familiarity with the system, and greater maturity in writing articles.
And finally, what are the “benefits” for colleagues, young faculty, the institutions – and the system of higher
education in general, with regard to contribution to the academic community? With regard to academic and
managerial experience, ability to organize study days and to prepare lectures?
With the extension of life expectancy in general, and in light of the fact that the academic profession is not a
“physical” one and facilitates work in flexible conditions and spaces, there is room to examine the contribution of
academic experience beyond retirement age, which was established 130 years ago.
Moreover, faculty who find themselves outside the public system of higher education, which ends their employment,
find occupation in the private system of higher education and are helping build the private colleges, both in positions
of academic leadership and as faculty members.
The research findings raise the practical question of their implications for the academic system. Namely, how does
the system of higher education translate the advantages of previous academic experience beyond retirement age?
What are the “benefits” for colleagues, young faculty, the institutions – and the system of higher education in general,
with regard to research, teaching, and contribution to the community?
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