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Evaluating the Consequences of Mandatory Retirement of High-Performing Employees on Organizational Success.


Abstract	Comment by Jaaids Falobi: An Abstract is written in the past tense
This study examines the consequences of mandatory retirement of high-performing employees on organizational success. The primary objectives were to assess the effects of such policies on knowledge retention and innovation, employee morale and motivation, overall organizational performance, and long-term competitiveness and sustainability. A descriptive correlational research design was employed using quantitative methods. Data were collected through an online questionnaire distributed to 450 respondents drawn from academia, religious institutions, government parastatals, and private organizations across Nigeria and internationally. Descriptive statistics and Pearson’s correlation analysis were used to evaluate the relationships between mandatory retirement and indicators of organizational success. The findings revealed a significant and negative correlation between mandatory retirement and all dimensions of organizational success. Specifically, the results indicated that mandatory retirement of high-performing employees undermines organizational knowledge retention (r = –0.656, p < 0.01), reduces innovation, weakens employee morale and motivation (r = –0.694, p < 0.01), and adversely affects productivity, profitability, and efficiency (r = –0.419, p < 0.01). Furthermore, mandatory retirement policies were found to negatively influence long-term competitiveness and sustainability (r = –0.098, p < 0.05). The study recommends implementing phased retirement programmes, developing robust knowledge management systems, and promoting mentorship between older and younger employees. Organizations should adopt flexible work arrangements and foster a culture that values experience and lifelong learning to mitigate the adverse effects of mandatory retirement on performance and sustainability.
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1.0 Introduction
Mandatory retirement remains a major and controversial topic in many organizations worldwide. Under such policies, employees who reach a specific age or complete a predetermined number of years in service are required to retire. While these policies are often designed to promote workforce renewal and create opportunities for younger workers, they can have unintended consequences, especially when they affect high-performing professionals with extensive organizational experience and critical expertise.
Historically, retirement has been closely linked to age and the expected career life cycle within a company. With the Industrial Revolution, age-based retirement systems were institutionalized to ensure order and predictability in the workforce. However, in recent decades, there has been a shift toward more flexible and voluntary retirement arrangements, as many countries and organizations adapt to demographic and economic changes (Henkens, 2022). Despite these shifts, mandatory retirement remains prevalent in sectors such as education, government, and some private industries.
In Nigeria, retirement age and service years vary by sector. For instance, public servants retire at 60 years or after 35 years of service, whichever comes first. Judicial officers, including Supreme Court and High Court judges, now retire at 70 following a constitutional amendment. Teachers and health workers retire at 65 years, while medical consultants may continue until 70. Similar proposals are under consideration for police and National Assembly staff. The Statutory Corporations Pensionable Officers (Retiring Age Limit) Act sets the retirement age for pensionable officers of statutory corporations at 60, though extensions may be granted. In the private sector, retirement policies are typically determined by individual employment contracts or company policy.
As life expectancy and career longevity increase, fixed retirement ages of 60 or 65 are being challenged (Boitnott, 2023; Opatha, 2022). Nevertheless, many organizations continue to enforce mandatory retirement, which raises concerns about the potential loss of human capital, particularly when high-performing and experienced employees are involved.
High-performing employees are crucial assets who contribute significantly to organizational success. They possess deep institutional knowledge, technical expertise, and valuable internal and external networks (Mazzetti & Schaufeli, 2022; Errida & Lotfi, 2021). Their leadership, innovation, and problem-solving abilities often drive performance and mentor younger staff (Cascio & Boudreau, 2015). When such employees are forced to retire, organizations may experience a loss of institutional memory and continuity. Studies by Ivancevich (2007) and Dessler (2020) show that the sudden exit of high-performing workers reduces team performance, disrupts innovation, and lowers operational efficiency.
The effects of mandatory retirement on organizational success are complex. While Boehm et al. (2021) acknowledge that it can create advancement opportunities for younger employees, they also note that it may harm customer relations, disrupt service standards, and weaken organizational stability if poorly managed. Similarly, Jacobsen (2004) found that losing seasoned employees can erode organizational memory and damage client trust.
Organizational success is typically measured through productivity, innovation, employee engagement, and profitability. According to Khan (2021), firms with higher knowledge retention and employee engagement tend to outperform competitors. Consequently, when high-performing workers retire without structured succession or knowledge-transfer systems, organizations risk losing their competitive edge.
One of the most immediate impacts of mandatory retirement is on employee morale and motivation. Nyaberi and Kiriago (2013) found that remaining employees often feel demoralized when respected colleagues retire mandatorily, particularly when the process is perceived as unfair or poorly managed. Younger employees may also experience anxiety about their own job security and increased pressure to meet the performance standards set by their predecessors, leading to decreased morale, productivity, and organizational cohesion (Deepalakshmi et al., 2024).
Knowledge management is another area severely affected by mandatory retirement. Knowledge is often transferred informally through mentoring, collaboration, and interpersonal relationships. Henz and Oliveira (2024) emphasized that such tacit knowledge is difficult to document or replicate. Without structured knowledge-transfer mechanisms, organizations risk losing vital intellectual capital that supports innovation and long-term competitiveness. Ratnasari et al. (2023) further argue that effective knowledge retention is critical to sustaining competitive advantage, suggesting that mentoring programmes and knowledge-sharing platforms can mitigate the adverse effects of mandatory retirements.
Recent studies underscore the organizational instability caused by mandatory retirement, particularly in knowledge-intensive industries (Hillmann & Guenther, 2020). Companies with flexible or phased retirement policies experience smoother transitions and less disruption. Caines et al. (2024) highlight that organizations fostering respect for experienced employees and providing flexible work arrangements tend to maintain stronger morale, continuity, and productivity.
However, despite increasing attention to retirement management, limited research specifically explores the impact of mandatory retirement on high-performing employees and its broader implications for organizational profitability and sustainability. Most prior studies have examined general retirement outcomes (Kehinde et al., 2025) without addressing the nuanced effects on talent retention, innovation, and knowledge continuity.
Therefore, this study, titled Evaluating the Consequences of Mandatory Retirement of High-Performing Employees on Organizational Success, seeks to bridge this gap. It examines how mandatory retirement influences organizational performance, employee morale, knowledge retention, and competitiveness. Furthermore, it identifies strategic interventions, such as phased retirement, mentorship, and knowledge management systems, that organizations can adopt to minimize the adverse effects of losing high-performing employees. By doing so, the study contributes to a deeper understanding of how organizations can balance workforce renewal with sustainability and long-term success in an increasingly dynamic global environment.
1.1 Statement of the Problem
For organizations worldwide, the mandatory retirement of employees, especially high-performing ones, remains a significant concern. Although retirement policies aim to promote workforce renewal and create advancement opportunities for younger employees, the retirement of seasoned, high-performing professionals can lead to unintended consequences that affect organizational productivity, efficiency, and sustainability. High-performing employees often possess unique skills, extensive experience, and valuable institutional knowledge that contribute to an organization’s competitive advantage and long-term growth. When these employees retire mandatorily due to age or years of service, organizations may face operational disruptions, knowledge loss, and reduced innovation capacity.
Despite the increasing emphasis on employee retention, many organizations continue to adhere to rigid mandatory retirement policies, inadvertently losing the expertise and creativity that high-performing employees bring. While several studies have explored general retirement trends, few have examined the specific impact of mandatory retirement on high-performing employees and its implications for organizational success (Han, 2020; Yadav et al., 2024). This gap in the literature calls for an in-depth assessment of how mandatory retirement affects key performance dimensions such as knowledge retention, employee morale, productivity, and innovation.
One of the most pressing challenges associated with mandatory retirement is the potential loss of critical tacit knowledge. As Oranga (2023) notes, the expertise accumulated over years of practice is often difficult to document or transfer, leading to gaps in operational efficiency when such employees retire. Organizations lacking structured knowledge management systems may experience declines in productivity and continuity (Kolyasnikov & Kelchevskaya, 2020). In industries like technology, healthcare, and manufacturing, where experience and precision are vital, this loss can hinder innovation and competitiveness (Sajjadiani et al., 2023).
Moreover, the mandatory retirement of high-performing employees can adversely affect employee morale and organizational climate. Remaining staff may feel uncertain or demotivated following the departure of respected colleagues, particularly if the retirement process is perceived as unfair or disruptive (Mallik et al., 2019). This decline in morale can reduce engagement and productivity and increase turnover rates (Deepalakshmi et al., 2024). Additionally, organizations may struggle to maintain a unified corporate culture and consistent leadership values after the exit of these influential employees (Caines et al., 2024).
Finally, the departure of top performers can reduce overall competitiveness and increase recruitment and training costs, as replacing their level of expertise often requires considerable time and resources (Cascio & Boudreau, 2015). These combined effects pose a serious challenge to sustaining organizational success, performance, and long-term viability. Therefore, it is crucial to investigate how mandatory retirement influences organizational knowledge, morale, performance, and competitiveness to inform more effective and adaptive retirement and retention strategies.	Comment by Jaaids Falobi: Organizational success is the dependent variable which should have been discussed  at the beginning was not properly covered. The author dwelt more on mandatory retirement
1.2 Research Questions
1. What is the impact of the mandatory retirement of high-performing employees on organizational knowledge retention and innovation?
1. How does the mandatory retirement of experienced employees affect employee morale and motivation within the organization?
2. What are the consequences of mandatory retirement on organizational performance, including productivity, profitability, and efficiency?
3. How do the timing and policies of mandatory retirement influence the long-term competitiveness and sustainability of an organization?
1.3 Research Objectives
1. To assess the effect of mandatory retirement of high-performing employees on organizational knowledge retention and the innovation process.
1. To evaluate how the mandatory retirement of experienced employees impacts employee morale, motivation, and overall organizational climate.
2. To analyze the relationship between mandatory retirement and organizational performance, specifically focusing on productivity, profitability, and efficiency.
3. To examine the impact of mandatory retirement policies and their timing on the long-term competitiveness and sustainability of the organization.
1.4 Research Hypotheses
H01: There is no significant impact of mandatory retirement of high-performing employees on organizational knowledge retention and innovation.
H02: The mandatory retirement of experienced employees does not significantly affect employee morale and motivation within the organization.
H03: There is no significant relationship between mandatory retirement and organizational performance, including productivity, profitability, and efficiency.
H04: The timing and policies surrounding mandatory retirement do not significantly influence the long-term competitiveness and sustainability of the organization.
2.0 Literature Review
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Mandatory Retirement of High-Performing Employees
Mandatory retirement refers to the policy practice of requiring employees to retire at a specific age or after a predetermined number of years of service, regardless of their performance level. Although this practice is common across many organizations, it has significant implications for both the organization and its workforce. Research indicates that while such policies promote workforce renewal, they often fail to recognize the distinct contributions and accumulated knowledge of high-performing employees who continue to deliver exceptional results (Wang & Huang, 2024). Many institutions implement legal or organizational frameworks that define retirement age or service duration, but these criteria do not necessarily reflect an individual’s true capacity or productivity (Boehm et al., 2021).
The timing and management of retirement greatly influence its impact. Planned retirements, supported by effective succession planning, enable smoother transitions and knowledge transfer. However, abrupt mandatory retirements can disrupt continuity and institutional learning (Adeniyi et al., 2022). High-performing employees often hold critical leadership, mentorship, and experiential knowledge, the loss of which can hinder organizational success (Eisenbeiss et al., 2008). Moreover, the consequences differ across sectors; private organizations feel the loss of experienced talent more acutely, whereas public institutions tend to enforce stricter retirement policies (Anwar & Abdullah, 2021). Hence, organizations should balance performance considerations with retirement planning to mitigate negative outcomes.
Organizational Knowledge Retention and Innovation
Organizational knowledge retention and innovation are vital for sustaining competitive advantage, particularly in dynamic environments where success depends on expertise and adaptability. Knowledge retention refers to an organization’s ability to preserve and transfer essential knowledge, skills, and experience when employees, especially high performers, retire or leave (Burmeister & Deller, 2016; Galan, 2023; Al-Suraihi et al., 2021). The loss of tacit knowledge, accumulated experience, and specialized expertise can weaken an organization’s capacity for creative problem-solving, innovation, and long-term strategic development (Ko & Choi, 2023).
High-performing employees often drive innovation by shaping new ideas, refining processes, and influencing strategic direction. Their contributions play a crucial role in developing and sustaining organizational knowledge systems (Li et al., 2017). When such individuals retire, the resulting knowledge gap can disrupt organizational memory and hinder future innovation efforts (Mubarak et al., 2025). To address these challenges, organizations implement succession planning, knowledge transfer initiatives, and mentorship programmes designed to capture and share critical insights (Wang & Noe, 2010).
Effective succession planning involves identifying key roles, developing capable successors through targeted training and mentorship, and continuously reviewing and updating plans to reflect organizational changes. Through structured knowledge management and intentional talent development, organizations can preserve institutional wisdom, maintain operational continuity, and sustain innovation in an evolving competitive landscape.
Employee Morale and Motivation
Because they affect engagement, productivity, and the culture of the workplace as a whole, employee motivation and morale are critical to an organization's success. The general emotional condition and contentment of the workmandatory, which reflects how workers feel about their role, their work environment, and their contribution to the company, is referred to as employee morale. Contrarily, motivation is the inner drive that encourages workers to seek and accomplish company objectives. It is frequently impacted by elements such as job happiness, personal values, and recognition (Gagné & Deci, 2005). When top performers retire, it can have a significant effect on the motivation and morale of the remaining staff.
The abrupt departure of seasoned, accomplished workers could cause the remaining employees to feel insecure or depressed, especially if they were viewed as role models or important contributors to the team's success (Barajas, 2024).  Furthermore, senior employees' retirement may have an impact on employee engagement and team dynamics since teams lose important knowledge, mentorship, and direction that are essential for encouraging cooperation and creativity (Satata, 2021). Long-term workers' seniority and experience have a significant impact on the motivation and culture of the company. These workers frequently represent the organization's traditions and beliefs, impacting the workplace and setting an example of leadership (Schein & Schein, 2016).  Their departure may have an impact on the culture of the company, which could result in changes in staff motivation, loyalty, and overall work satisfaction.
Organizational Performance
Organizational performance encompasses productivity, profitability, efficiency, and overall market success, serving as a key indicator of how effectively a company achieves its goals (Kaplan & Norton, 1996). The departure of high-performing employees can significantly affect these outcomes, as their expertise and contributions are often critical to sustaining output, innovation, and client satisfaction (Taye, 2021). Such employees play vital roles in optimizing processes, mentoring others, and maintaining strong customer relationships, factors that directly influence business performance. Consequently, their mandatory retirement may disrupt these dynamics, particularly if effective succession mechanisms are not in place.
Leadership transitions following the retirement of high performers can also create gaps in knowledge and strategic direction, influencing decision-making and employee morale (Tushman & O’Reilly, 1997). Furthermore, turnover-related challenges, such as recruitment, training, and onboarding, can impose additional costs and reduce operational efficiency. Over time, these cumulative effects may hinder organizational effectiveness and competitiveness (Božić & Poola, 2023).
Knowledge erosion, the gradual loss of expertise within an organization, often occurs when experienced employees retire without proper knowledge transfer or documentation. This erosion weakens institutional memory and innovation capacity, ultimately impeding sustained performance and the achievement of long-term strategic objectives.
Organizational Competitiveness and Sustainability
A company's long-term capacity to prosper in a dynamic and competitive market is largely determined by its organizational competitiveness and sustainability. While sustainability stresses the ability to preserve this competitive edge over time, taking into account both internal capabilities and external market conditions, competitiveness refers to an organization's ability to effectively surpass its competitors within its industry (Barney & Clark, 2023). Mandatory retirement plans can have a big impact on an organization's long-term flexibility because they frequently cause the departure of important personnel, which can make it more difficult for the company to innovate and react to changes in the market (Guzzo, et al. 2022).  
By offering the knowledge, guidance, and leadership required for continuous performance, high-performing staff members are crucial to preserving sustainability (Fernandez, 2022).  Their background and aptitude for negotiating intricate market conditions are essential to maintaining the company's competitiveness. Organizations must, however, strike a balance between integrating new talent and senior staff expertise. Experienced staff members provide invaluable industry expertise, guidance, and institutional knowledge that support long-term sustainability, while fresh talent contributes creative ideas and vitality (Kanter, 2015). Fostering innovation and stability, two important factors that influence organizational competitiveness and sustainability, requires striking the correct balance between seasoned workers and recent hires.
Human Resource Practices
An organization's human resource practices include the tactics, guidelines, and procedures it uses to efficiently manage its personnel and maximize worker performance (Armstrong & Taylor, 2020). These procedures are essential for establishing company culture, raising employee satisfaction, and making sure that workers support company goals. Among the crucial HR procedures that might mitigate the effects of mandatory retirement are succession planning, knowledge management, employee development, and retirement transition initiatives. When high-performing individuals retire, effective succession planning minimizes the loss of expertise by ensuring a seamless transfer of leadership and information (Saks & Gruman, 2014).
Furthermore, the preservation of organizational knowledge depends on knowledge management systems, which prioritize gathering and passing on information from retiring personnel to younger staff (Nonaka & Takeuchi, 1995). Both retirement transition programs and staff development activities are crucial because they boost morale, lessen the psychological effects of mandatory retirement, and prepare workers for life beyond retirement (Zhan, et al. 2022).  By encouraging a culture of continuous learning and offering chances for skill development, HR strategies can also assist lessen the detrimental effects of mandatory retirement on organizational performance, preserving employee engagement and productivity (Jiang et al., 2012).
Retirement Planning and Support Systems
The frameworks and tools that organizations offer to help employees transition into retirement are referred to as retirement planning and support systems. For both the company and the employees to successfully navigate the hurdles of retirement, these mechanisms are essential for preparing them for life after work. Programs for retirement planning, such as workshops for skill development, financial advising, and career counseling, are crucial for helping staff members be ready for this big life transition (Burmeister, & Deller, 2016).  Employee morale has been demonstrated to improve when these services are available because they facilitate a more seamless transition by lowering employee worry and uncertainty about retirement (Mohd Talib, & Abdul Manaf, 2017).
Additionally, when older workers feel encouraged, they may be more inclined to mentor younger coworkers and share their skills before they retire, which helps to retain information. Career counseling services and financial assistance are also important components of this process. According to research, providing financial education to staff members aids in their retirement planning, which lowers stress and improves job satisfaction (Nagaprakash, et al. 2023). To reduce the negative effects of mandatory retirement policies on both employees and the company, retirement workshops can also give staff members the skills they need to handle life after retirement (Caines, et al. 2024).
Organizational Culture
The collective values, practices, and beliefs that govern behavior within an organization are referred to as its organizational culture. Employee perceptions and responses to organizational regulations, such as mandatory retirement, are greatly influenced by this, which includes the collective understanding of what is expected, accepted, and celebrated. By stressing respect for experience and acknowledging the significance of a seamless transition for retiring employees, a strong corporate culture can promote a favorable response to retirement rules (Schein, 2010). Conversely, employees who perceive such policies as a challenge to the established norms and values may oppose them due to a weak or fractured culture (Denison & Mishra, 2017).
The culture of the company frequently influences how retirements are handled, especially when high-performing individuals are involved. Employees may be more likely to see retirement as a natural transition in companies with a collaborative and encouraging culture, which facilitates mentorship relationships and knowledge transfer. The departure of high-performing personnel, however, may be viewed as a loss of essential resources in cultures that place a higher priority on innovation or outcomes than on employee relationships. This could lead to a decline in motivation or engagement among the remaining staff (Kotter, 2012). As a result, how retirement plans are seen and how well information and inspiration are shared both before and after employees retire are greatly influenced by the culture of the company.
External Factors
The influences that come from outside an organization are referred to as external variables. These include changes in the market, economic cycles, laws, and industry standards. The timing and effects of mandatory retirement regulations are greatly influenced by these considerations. For example, the overall employment landscape may be impacted by external economic variables such as inflation, recessions, or shifts in industry demand, which may hasten or postpone retirement decisions (Mustafa, 2022). Organizations may be tempted to introduce or modify mandatory retirement policies in difficult economic times to control expenses, minimize mandatory size, or simplify operations. On the other hand, during times of economic expansion, businesses might be more motivated to hold onto top performers for longer to capitalize on growing prospects.
Legal requirements, such as modifications to social security or retirement age laws, can also have a direct impact on when workers must retire. In fact, they frequently establish a legal foundation for the retirement age that affects organizational practices. For instance, pension laws in some countries may specify when workers are entitled to retirement benefits, which may influence the organization's and its workers' retirement choices (Blöndal & Scarpetta, 1999). Therefore, the implementation and outcomes of mandatory retirement programs are significantly shaped by external factors, such as legal frameworks and economic situations.
2.2 Theoretical Review
2.2.1 Human Capital Theory
According to the Human Capital Theory, which was mainly established by economist Gary S. Becker in the 1960s, people's skills, knowledge, and abilities are important kinds of capital that support economic growth and productivity. Becker's groundbreaking book Human Capital: A Theoretical and Empirical Analysis (1993) extended the idea of capital beyond material assets to encompass intangible assets like experience and skills, building on the foundation established by Theodore Shultz's work on investment in human capital in the 1960s. According to the notion, spending money on education, training, and experience is similar to spending money on capital and will pay off in the form of increased economic prosperity, innovation, and organizational productivity.
Human Capital Theory is extremely pertinent to the study of mandatory retirement because it emphasizes how important seasoned workers are to the profitability of the company. High-achieving workers are a great source of human capital because of their cumulative knowledge and expertise. The company runs the danger of losing important knowledge when these workers are compelled to retire, which may impair its capacity for innovation and competitive advantage. According to the notion, companies can lessen the negative effects of mandatory retirement by investing in human capital through ongoing staff development. Businesses can better manage retirements and maintain their long-term performance by cultivating a culture of knowledge transfer, succession planning, and skill development.
2.2.2 Social Exchange Theory
Social Exchange Theory (SET), first put forth by sociologist George Homans in the 1950s and then developed by Peter Blau in 1964, offers a framework for comprehending interpersonal relationships in companies through reciprocity and cost-benefit analysis. According to Homans's early research, people act in social ways to maximize benefits and reduce expenses. By adding concepts like power, justice, and reciprocity into organizational relationships, Blau improved this theory even more. According to SET, people constantly analyze the advantages and disadvantages of their connections, and they are more inclined to stick with a relationship when the perceived benefits exceed the disadvantages.
SET is especially pertinent when it comes to high-performing employees' mandatory retirement. The reciprocity that supports the connection between a business and its employees may be disrupted by the mandatory retirement of valued personnel. High-performing employees who feel that their years of service and contributions have not been fairly recognized may perceive mandatory retirement as an inequitable exchange. This perception can negatively affect their morale and motivation, leading to disengagement. Furthermore, SET highlights the impact of fairness and reciprocity on organizational climate. If employees believe that their contributions are being undervalued, it can erode trust and create a negative work environment, potentially affecting overall employee retention. Employees who feel that the reciprocal relationship is no longer beneficial may also be more likely to leave the organization, further exacerbating the negative effects of mandatory retirement.
2.3 Empirical Review	Comment by Jaaids Falobi: The empirics should be organized according to the objectives. This will help in data analysis and results.
Deepalakshmi et al. (2024) examined the relationship between employee engagement and organizational performance, emphasizing its significance in driving organizational success. This review synthesizes existing literature, exploring how employee engagement affects various dimensions of organizational effectiveness. The paper defines employee engagement and its key components—affective, cognitive, and behavioral—while drawing on theories like social exchange theory and self-determination theory. It identifies leadership style, organizational culture, job characteristics, and employee well-being as antecedents of engagement. The review also highlights the role of HR practices, such as recruitment and performance management, in fostering engagement. Outcomes discussed include increased productivity, job satisfaction, retention, and innovation. Additionally, the paper considers moderating factors like industry context and organizational size. It identifies gaps in the literature, calling for more longitudinal studies and research on mediating mechanisms. Practical implications for HR practitioners emphasize creating an engaging organizational culture to improve performance.
Sajjadiani et al. (2023) proposed a dynamic framework based on Turnover Event Theory (TET) to evaluate the effects of dismissals, layoff announcements, and voluntary turnover on subsequent work unit turnover. The study applied to 1,620 retail stores over 22 months, demonstrated that modeling turnover events as an interdependent system improves predictions of future human capital outflows. The findings revealed that layoff announcements had the strongest and most immediate effects on subsequent voluntary turnover, while dismissals had the weakest total impact, and voluntary turnover had moderate but lasting effects. Additionally, these exit reasons led to distinct turnover patterns in terms of intensity and longevity. The study also found that turnover "multiplier" effects were concentrated among workers with similar performance levels, suggesting that high-performer exits lead to high-performer quits, and low-performer exits lead to low-performer quits. The results imply that analyses focusing solely on individual-level turnover may underestimate the broader consequences of exit events at the work-unit level.
Opatha (2022) examined the concept of retirement age, a critical aspect of employee retirement management, particularly in Sri Lanka, which recently increased its retirement age. The paper aimed to answer eleven research questions related to the phenomenon of retirement age. Using a desk research strategy, the study provided a theoretical and practical analysis of retirement age. The findings revealed that the retirement age exists for permanent employment, is mandatory, and has valid justifications. It also discussed the pros and cons of extending the retirement age, noting that a universally accepted retirement age does not exist. Opatha recommended that organizations determine an appropriate retirement age based on context.
Adeniyi et al. (2022) examined the link between succession planning and organizational performance at Perfetti Van Melle Nigeria Limited in Agbara, Ogun State. Using a descriptive survey design, 135 employees were selected from a population of 1,392, with 91 valid responses analyzed using the Ordinary Least Squares (OLS) method in SPSS version 23. The study found that succession planning, particularly through mentoring and talent retention, positively influenced organizational performance, with improvements of 3.1%, 1.1%, and 0.5% in performance metrics. The authors emphasized the importance of retention strategies to engage top-performing employees. The study concluded that succession planning enhances leadership continuity and organizational effectiveness, highlighting its role in fostering long-term success.
Boehm et al. (2021) explored Age-Related Human Resource Management Policies and Practices: Antecedents, Outcomes, and Conceptualizations, highlighting the challenges organizations face due to demographic changes in age. As societies, firms, and individuals work to extend retirement while maintaining motivation, performance, and health throughout employees' careers, Human Resource Management (HRM) practices play a crucial role. Influenced by macro-level trends like new legislation, HRM practices affect both individual and organizational outcomes, including productivity and employability. These editorial reviews interdisciplinary literature and propose a framework that spans macro, meso, and individual levels. It discusses the antecedents, boundary conditions, and outcomes of age-related HRM practices, offering a typology of practices and evaluating the role of individual HRM dimensions versus bundles of practices. The study introduces eight articles on this topic and provides recommendations for future research in age-related HRM.
Khan (2021) highlighted that employee retention remains a major challenge for organizations, as the loss of valuable talent incurs significant costs related to institutional knowledge, recruitment, and training. The purpose of this study was to examine the impact of employee retention on organizational performance. Key variables such as career development, supervisor support, work environment, and rewards were explored to understand their influence on employee retention. The study aimed to determine how these factors contribute to retaining employees, which ultimately affects organizational performance. The findings are expected to provide insights into the key elements that drive employee retention in business organizations in Pakistan.
3.0 Methodology
3.1. Research Design: A descriptive correlational research design was adopted for the study. This design allows for the evaluation of relationships between the mandatory retirement of high-performing employees and various dimensions of organizational success (e.g., knowledge retention, employee morale, organizational performance). It also provides an understanding of the current state of affairs without manipulating the variables, making it suitable for this kind of organizational study.
3.2. Data Collection Methods: A quantitative data collection method was employed. A questionnaire was used to gather data on organizational performance, employee morale, knowledge retention, and other relevant metrics from a large sample of employees across various organizations in Nigeria and internationally. The questionnaire was created using Google Forms and distributed through WhatsApp platforms, both individual and group. Recipients were encouraged to share the form with their friends and within other social media groups they were part of. The questionnaire included both closed-ended and Likert-scale questions to assess the impact of mandatory retirement.
b. Data Analysis: The quantitative data were analyzed using descriptive statistics (mean) to understand the distribution of responses. Correlational analysis (Pearson’s correlation) was used to assess the relationship between the independent variable (mandatory retirement) and the dependent variable (organizational success).	Comment by Jaaids Falobi: Where is a?
3.3 Sampling Method: A stratified random sampling strategy was used to select participants from various levels of the organization to ensure a diverse and representative sample. The strata included senior management, middle management, and general staff. The sample size consisted of 450 employees, drawn from academia, religious bodies, government parastatals, and private sectors, which was obtained via an administered online survey, including both retirees and non-retirees, to ensure the statistical validity of the study.	Comment by Jaaids Falobi: What was the population of the study? This is very important to know whether the sample was representative enough	Comment by Jaaids Falobi: How was this determined?
The author should provide the technique for the sample determination from the population	Comment by Jaaids Falobi: The author did not state whether pilot study was carried out before the main questionnaire was distributed.

The author did not write on validity and reliability of instrument used
3.4 Ethical Considerations: Participants were fully informed about the purpose of the study, how their data would be used, and their right to confidentiality. The identity of participants was kept confidential, and the data was anonymized. Participation in this study was voluntary, and participants were given the option to withdraw at any point during the study.
3.5 Data Analysis and Interpretation: Statistical software (e.g., SPSS, R) was used for quantitative data analysis. Correlation analysis helped to assess the relationship between mandatory retirement and organizational success indicators such as productivity and morale.	Comment by Jaaids Falobi: This should be merged with 3b above
4.0 Results and Discussion
The focus of this study is to examine the. The data was gathered using a structured questionnaire and analyzed using descriptive statistics and correlation.	Comment by Jaaids Falobi: incomplete	Comment by Jaaids Falobi: were
Table 1: Demographic Patterns of Respondents
	Items
	Frequency
	Percentage (%)

	Gender
· Male
· Female
· Total
	
  311
  140
451	Comment by Jaaids Falobi: Why the excess?
	
69
31
100

	Age Range
· 18-25
· 26-35
· 36-45
· 46-55
· 56 and above
· Total
	
37
121
81
160
52
451
	
8.2
26.8
18
35.5
11.5
100

	Role
· Junior employee
· Mid-level employee
· Senior level
· Manager/Executive
· Others
· Total
	
60
62
121
158
50
452	Comment by Jaaids Falobi: 451
This may affect the percentage allocation
	
13.3
13.7
26.8
35
11.1
100


Sources: Research Survey 2025

The table revealed the demographic characteristics of the respondents. It revealed more male respondents with 311(69%). According to the table above, a sizable number of respondents are between the ages of 46-55(35.5%). In term of respondent position, majority of the respondents are managers/executives with 158(35%), while the least in other positions not classified.
4.1 Descriptive Statistics
Table 2: Mandatory Retirement of High-Performing Employees on Organizational Knowledge Retention and the Innovation Process.
	Items
	Frequency
	Percentage (%)

	The mandatory retirement of high-performing employees significantly affects the retention of critical knowledge within the organization.
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
· Total
	





119
276
34
22
-

451
	





26.2
61.2
7.5
                      5.1
                         -

                      100

	
The mandatory retirement of high-performing employees negatively impacts the organization innovation process.
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
· Total
	






77
154
30
68
122
451	Comment by Jaaids Falobi: Excess of one
	






17
34.1
6.6
15
27.2
100

	The organization has effective knowledge transfer strategies to address the knowledge gap left by the retirement of high-performing employees.
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
· Total
	




                       
                      31
215
62
105
38
                     451
	





6.7
47.7
13.7
23.5
8.4
                     100


Research Survey 2025
The table 2 above illustrated the responses gotten from the field on the role mandatory retirement of high-performing employees on organizational knowledge retention and the innovation process.119(26.2%) and 276(61.2%) of the respondents strongly agreed and agreed that the mandatory retirement of high-performing employees significantly affects the retention of critical knowledge within the organization while 22(7.5%) disagreed. Similarly, 77(17%) and 154(34.1%) of the respondents strongly agreed and agreed that mandatory retirement of high-performing employees negatively impacts the organization's innovation process, while 122(27.2%) disagreed and 68(15%) are neutral. Moreover, 31(6.7%) and 215(47.7%) of the respondents strongly agreed and agreed that the organization has effective knowledge transfer strategies to address the knowledge gap left by the retirement of high-performing employees, while 105(8.4%) disagreed. These responses revealed that mandatory retirement of high-performing employees has a significant impact on organizational knowledge retention and the innovation process.
Table 3: Mandatory Retirement of Experienced Employees Impacts Employee Morale, Motivation, and Overall Organizational Climate.
	Items
	Frequency
	Percentage (%)

	The mandatory retirement of experienced employees significantly lowers the morale of remaining employees in the organization.
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
· Total
	






75
228
73
44
31

451
	






16.6
50.4
16.2
9.7
7.1

100

	The mandatory retirement of high-performing employees leads to a decrease in the motivation of younger employees.
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
· Total
	





75
267
29
44
35
451
	





16.4
59.2
6.4
9.8
8.0
100

	The overall organizational climate improves after the retirement of high-performing employees.
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
· Total
	




14
175
89
112
61
451
	




3.1
38.7
19.7
24.8
13.7
100


Research Survey 2025

The table 3 above revealed the responses gotten from the field on mandatory retirement of experienced employees impacts employee morale, motivation, and overall organizational climate.75(16.6%) and 228(50.4%) of the respondents strongly agreed and agreed that the mandatory retirement of experienced employees significantly lowers the morale of remaining employees in the organization while 44(9.7%) disagreed. Similarly, 75(16.4%) and 267(59.2%) of the respondents strongly agreed and agreed that the mandatory retirement of high-performing employees leads to a decrease in the motivation of younger employees, while 44(9.8%) disagreed and 29(6.4%) are neutral. Moreover, 14(3.1%) and 175(38.7%) of the respondents strongly agreed and agreed that the overall organizational climate improves after the retirement of high-performing employees, while 112(28.4%) disagreed. These responses revealed that mandatory retirement of experienced employees impacts employee morale, motivation, and overall organizational.
Table 4: Mandatory retirement and organizational performance, specifically focusing on productivity, profitability, and efficiency
	Items
	Frequency
	Percentage (%)

	The retirement of high-performing employees significantly decreases the productivity levels within the organization.
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
· Total
	




49
287
49
47
19

451
	




10.8
63.5
10.8
10.4
4.4

100

	The mandatory retirement of high-performing employees negatively impacts the organization's profitability.
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
· Total
	




50
287
52
46
16
451
	




11.1
63.5
11.5
10.2
3.8
100

	The efficiency of the organization is significantly reduced after the mandatory retirement of experienced employees
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
· Total
	





56
264
75
40
16
451
	





12.2
58.4
16.6
8.8
3.8
100


Research Survey 2025

Table 4 above revealed the responses gotten from the field on mandatory retirement and organizational performance, specifically focusing on productivity, profitability, and efficiency, 49(10.8%) and 228(63.5%) of the respondents strongly agreed and agreed that the retirement of high-performing employees significantly decreases the productivity levels within the organization, while 47(10.4%) disagreed. Similarly, 50(11.1%) and 286(63.5%) of the respondents strongly agreed and agreed that the mandatory retirement of high-performing employees negatively impacts the organization's profitability, while 46(9.8%) disagreed and 52(11.5%) are neutral. Moreover, 56(12.2%) and 265(38.7%) of the respondents strongly agreed and agreed that the efficiency of the organization is significantly reduced after the mandatory retirement of experienced employees, while 40(8.8%) disagreed and 75(16.6%) are neutral. These responses revealed that mandatory retirement affects organizational performance and productivity.
Table 5: Mandatory retirement policies and their timing on the long-term competitiveness and sustainability of the organization
	Items
	Frequency
	Percentage (%)

	The timing of mandatory retirement plays a crucial role in maintaining the long-term competitiveness of the organization.
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
· Total
	




65
286
49
36
15

451
	




14.4
63.3
10.8
8.0
3.5

100

	I am satisfied with the current retirement policies regarding the long-term sustainability and success of the organization.
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
· Total
	




30
257
79
67
18

451
	




6.6
56.9
17.5
14.8
4.2

100

	mandatory retirement policies hinder the development of skilled workers and reduce the long-term competitiveness of the organization.
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
· Total
	






50
288
44
51
18
451
	






11
63.7
9.7
11.3
4.2
100


Research Survey 2025
The table 5 above revealed the responses gotten from the field on mandatory retirement policies and their timing on the long-term competitiveness and sustainability of the organization.65(14.4%) and 286(63.3%) of the respondents strongly agreed and agreed that the timing of mandatory retirement plays a crucial role in maintaining the long-term competitiveness of the organization while 36(10.4%) disagreed. Similarly, 30(6.6%) and 257(56.9%) of the respondent strongly agreed and agreed with the current retirement policies regarding the long-term sustainability and success of the organization while 67(14.8%) disagreed and 79(17.5%) are neutral. Moreover, 50(11%) and 288(63.7%) of the respondents strongly agreed and agreed that the mandatory retirement policies hinder the development of skilled workers and reduce the long-term competitiveness of the organization, while 51(11.3%) disagreed and 44(9.7%) are neutral.
4.1.2 Correlation Analysis
Table 6: Mandatory retirement and Organization retention and Innovation
	Correlations
	

	
	CR

	CR
	Pearson Correlation
	1

	
	Sig. (2-tailed)
	

	
	N
	451

	ORI
	Pearson Correlation
	-.656**

	
	Sig. (2-tailed)
	.000

	
	N
	451

	**. Correlation is significant at the 0.01 level (2-tailed).
	



Table 6 shows the degree of relationship between mandatory retirement and organization retention and innovation. The table suggest a negative and strong relationship between mandatory retirement of high performing employee and organization retention and innovation. The P-value (0.000) revealed that mandatory retirement of high-performing employees is negative and significantly influences organization retention and innovation of the firms under the period of study.

Table 7: Mandatory Retirement and Employee Morale and Motivation
	Correlations
	

	
	CR

	CR
	Pearson Correlation
	1

	
	Sig. (2-tailed)
	

	
	N
	451

	EMM
	Pearson Correlation
	-.694**

	
	Sig. (2-tailed)
	.000

	
	N
	451

	**. Correlation is significant at the 0.01 level (2-tailed).
	


Table 7 revealed the degree of relationship between mandatory retirement/mandatory retirement and employee morale and motivation. The table suggests a negative and strong relationship between mandatory retirement/mandatory retirement and employee morale and motivation. The p-value (0.000) revealed that mandatory retirement of high-performing employees is negative and significantly influences employee morale and motivation of the firms under the period of study.

Table 8: Mandatory Retirement and Organization Performance
	Correlations
	

	
	CR

	CR
	Pearson Correlation
	1

	
	Sig. (2-tailed)
	

	
	N
	451

	OP
	Pearson Correlation
	-.419**

	
	Sig. (2-tailed)
	.000

	
	N
	451

	**. Correlation is significant at the 0.01 level (2-tailed).
	


Table 8 revealed the relationship between mandatory retirement/mandatory retirement and organization performance. The table suggests a negative and strong relationship between mandatory retirement/mandatory retirement and organization performance. The p-value (0.000) revealed that mandatory retirement of high-performing employees is negative and significant influence organization's performance of the firms under the period of study.	Comment by Jaaids Falobi: .419 is less than .500

Table 9: Mandatory Retirement Policies and Organization Competitiveness and Sustainability.
	Correlations
	

	
	CR

	CR
	Pearson Correlation
	1

	
	Sig. (2-tailed)
	

	
	N
	451

	OCS
	Pearson Correlation
	-.098*

	
	Sig. (2-tailed)
	.037

	
	N
	451

	*. Correlation is significant at the 0.05 level (2-tailed).
	



Table 9 shows the relationship between mandatory retirement/ policies and organizational competitiveness and sustainability. The table suggests a negative and strong relationship between mandatory retirement/mandatory retirement and organization performance. The p-value (0.037) revealed that mandatory retirement policies and their timing have a long-term effect on competitiveness and sustainability of the organization under the period of study.	Comment by Jaaids Falobi: .098 is far less than .500
The author should review the results very well

4.2 Discussion of Results	Comment by Jaaids Falobi: The author should review the tenses used in this post field report	Comment by Jaaids Falobi: The discussion lacked empirical support from the literature review. This is why it was suggested that the empirical review should be organized according to the objectives.
The hypotheses were not tested and discussed as earlier stated.
This study evaluates the consequences of mandatory retirement of high-performing employees on organizational success. This study made use of descriptive statistics and correlation analysis to investigate the study. mandatory or mandatory retirement of high-performing employees can have significant impacts on an organization's success. This study explores the consequences of such policies on various aspects of organizational performance and sustainability.
This study discovered a negative correlation between mandatory retirement and organizational knowledge retention and innovation. It means that mandatory retirement of high-performing employees often results in a substantial loss of organizational knowledge retention. These experienced workers possess tacit knowledge gained through years of experience, deep understanding of company processes and systems and valuable professional networks and relationships. The sudden departure of these employees can create knowledge gaps that are difficult to fill quickly.
In addition, high-performing employees often drive innovation within organizations. Their mandatory retirement may lead to reduced creative problem-solving capacity, fewer experienced mentors to guide younger employees, and potential loss of ongoing innovative projects in an organization.
This study also discovered that mandatory retirement has a negative effect on effect on employee morale and motivation. It implies that mandatory retirement policies can significantly affect the morale of remaining employees, creates a sense of job insecurity, reduces trust in organizational leadership and may lead to decreased loyalty and commitment. Also, the departure of high-performing colleagues can impact motivation, and it can lead to loss of inspirational role models, increased workload for remaining employees, and perception of limited long-term career prospects
In terms of organizational productivity, this study found that mandatory retirement can negatively impact the productivity of an organization through the Loss of efficient, experienced workers, time and resources required to train replacements, and potential disruption to established workflows. Also, the implication of mandatory retirement on organizational profitability can increase costs related to recruitment and training and potential loss of client relationships tied to retiring employees.
Moreover, in terms of mandatory retirement policies and their timing on the long-term competitiveness and sustainability of the organization, this study found that mandatory retirement policies and their timing can negatively impact the organization's competitiveness and sustainability. It implies that mandatory retirement policies may affect an organization's competitive position by reducing the pool of experienced talent, potentially damaging the company's reputation as an employer, and limiting the organization's ability to adapt to changing market conditions.	Comment by Jaaids Falobi: Implication of findings should  be provided after discussion of findings


5.0 Conclusion, Recommendations, and Suggestions for Further Studies
5.1 Conclusion
Organizations around the world have moved away from mandatory retirement policies, recognizing the value of retaining experienced professionals to maintain their competitive edge and ensure knowledge continuity. The mandatory retirement of high-performing employees can have far-reaching consequences for organizational success. While it may provide opportunities for younger employees to advance, the potential negative impacts on knowledge retention, innovation, morale, performance, and long-term competitiveness suggest that such policies should be carefully considered and implemented with caution.
5.2 Recommendations	Comment by Jaaids Falobi: These should be in line with the objectives and findings of the study. There were four objectives, there should be four recommendations
1. This study discovered negative relationship between mandatory retirement and organization knowledge retention and innovation therefore, organization should implement phased retirement programs to allow gradual knowledge transfer
2. This study found out a negative relationship between organizational performance, specifically on productivity, profitability, and efficiency. Therefore, organization should develop robust knowledge management systems to capture tacit knowledge
3. The organization and manager should create mentorship programs pairing experienced employees with younger staff to reduce the brain drain of high-performing employees.
4. Offer flexible work arrangements to retain high-performing older employees
5. Regularly assess the skills and contributions of all employees, regardless of age
6. Develop a company culture that values experience and promotes lifelong learning
5.3 Suggestions for Further Studies
Further research is needed to explore a Comparative analysis of organizations with and without mandatory retirement policies. Also, future studies could investigate the effectiveness of phased retirement programs in maintaining organizational performance.
[bookmark: Bookmark2]
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